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Abstract: The aim of this research is to assess the effect of training
Article History practices on employees' intentions to stay or leave an organization.
This study investigates the extent to which training practices

Volume:2, Issue:1, 2025 influence employee retention. Data was collected from 100

Received: 28" November , 2024 employees working in both public and private organizations
Accepted: 22" December , 2024 through a convenience sampling method. To analyze the data,
Published: 10t January , 2025, descriptive statistics, correlation, and regression analysis were

employed. The findings indicate a positive relationship between
training practices and employee retention. This suggests that
training programs can play a crucial role in influencing an
employee’s decision to remain with the organization for a longer
period. Employees who perceive the training provided by their
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and committed to their roles. Furthermore, the research emphasizes
the importance of continuous learning opportunities in fostering a
sense of loyalty and satisfaction among employees. A strong
positive relationship was observed between training and retention
and the R-Square indicates that a significant portion of retention
variation can be explained by training, while the overall F-statistic
confirms that the regression model is statistically valid.
Collectively, these analyses suggest that training has a significant
impact on employee retention.
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Introduction

Employee Retention: The Role of Specialized Training in Organizational Success

In today’s rapidly evolving business landscape, organizations are faced with the challenge
of crafting strategies that can effectively reduce turnover rates and enhance employee
retention. Companies are realizing that their long-term competitive advantage lies in
developing and retaining highly skilled employees (Kumar 2021). One key element of an
effective retention strategy is training and development. A variety of retention strategies
have emerged, which often emphasize the importance of skill development, employee
compensation, and organizational commitment. Recent studies highlight that organizations
are increasingly focusing on specialized training programs that cater to specific job roles
and tasks, rather than generalized, one-size-fits-all training models. This approach not only
enhances employees' expertise but also makes them less likely to seek job opportunities
with competitors. By fostering specialized skills, organizations limit employees' chances of
transitioning to similar roles outside the company, thereby bolstering retention.
organizations prefer to invest in tailored training programs to ensure employees acquire
specific, task-related skills that are less transferable to competitors Mohammad 1. Fheili
(2007). This strategy, known as “strategic human resource development,” aims to make
employees indispensable within the organization by enhancing their capabilities in ways
that are unique and directly relevant to the company's needs. This specialized approach is
viewed as an effective way to increase employee loyalty, as it aligns their professional
growth with the strategic objectives of the organization. However, other researchers, such
as Danlami Sani Abdul Kadir et al. (2012), argue that training should be regarded as an
investment in employees, with the expectation of achieving returns in the form of enhanced
employee commitment and retention.

Organizations are constantly exploring and refining retention strategies to determine the
most effective model suited to their unique operational environment. While various
methods, such as competitive compensation packages and work-life balance initiatives, are
commonly employed to enhance employee retention, the impact of training and
development remains a critical area of investigation. For many companies, the question still
lingers: does training and development have a significant impact on employee retention?
Understanding this relationship is crucial for organizations to evaluate whether their
training programs are yielding the desired outcomes in terms of employee loyalty and

retention.
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Training programs play a vital role in enhancing employee skills and fostering a sense of
organizational commitment. Employees who perceive that their employer is actively
investing in their professional growth may be more inclined to remain with the
organization. This is especially true for individuals who value opportunities for skill
enhancement and career progression (Mohd Salim 2019). Therefore, training can serve as
an indirect pathway to higher retention rates, with employee commitment acting as the
bridge that connects the two. It is important to note, however, that training is not the sole
determinant of retention; other factors, such as organizational culture, leadership quality,
and career development opportunities, also contribute significantly to an employee’s
decision to stay. Nevertheless, training remains one of the most influential practices in
shaping long-term employee retention.

The effectiveness of human resource practices in influencing employee retention has been
the subject of various studies (Rajesh et al 2022). Training and development, in particular,
have been identified as pivotal factors that determine whether employees feel motivated
and valued within the organization. As a result, many companies are actively re-evaluating
their training programs to ensure that they align with employees' expectations and industry
demands (Parvez Alam 2018). By providing employees with relevant and high-quality
training, organizations are not only enhancing their skills but also increasing their overall
satisfaction and engagement with the company. This in turn strengthens the organization’s
ability to retain top talent, which is essential for maintaining a competitive edge in an
increasingly globalized job market. As the relationship between training and retention
becomes clearer, companies can adopt more focused and effective training practices that
support both employee growth and organizational success (Anitha Gupta et al 2021).
Ultimately, this study highlights the importance of training as a retention tool, providing
organizations with practical solutions for retaining their most valuable asset—their
employees. By aligning training programs with employee needs and organizational goals,
companies can create a culture of loyalty and commitment that enhances long-term
employee retention.

Review of Literature

Majeed (2022) This study delves into the mediating role of compensation and rewards
systems in influencing employee retention, specifically within the framework of human
resource management practices in the Maldives. It presents a detailed analysis of how
various HR practices interact and contribute to retention outcomes, emphasizing the
interconnectedness of organizational policies and strategic approaches. Additionally,

Tangthong, Trimetsoontorn, and Rojniruntikul (2014) provide valuable insights into HRM
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practices and retention in Thailand, offering a comparative lens through which to
understand how cultural and contextual factors can impact the success of retention
strategies in different regions.

Vance, C. M. (2020) conducted research on the impact of training and development on
employee retention, highlighting how effective training programs can be a strategic tool in
reducing turnover rates. Vance's study demonstrated that when employees perceive training
as a means of career advancement and personal growth, they are more likely to stay with
the organization. The research also emphasized the role of organizational commitment and
job satisfaction, both of which are enhanced through training opportunities.

Jessel et al (2014) This research investigates how manager training influences employee
turnover intentions, emphasizing the critical role of leadership development in creating a
supportive work environment that enhances retention. Together, these studies deepen our
understanding of the complex relationship between training programs, employee
motivation, leadership effectiveness, and long-term organizational sustainability. They
provide important insights for HR professionals and organizational leaders looking to refine
their talent management strategies and improve employee retention across various
organizational settings.

Venkataramana et al (2023) This study emphasizes the importance of training and
development, along with compensation and organizational culture, in improving job
satisfaction and employee retention. It highlights the comprehensive nature of retention
strategies, where training initiatives play a key role in demonstrating a commitment to
employees' professional development and creating a sense of value. Additionally, the
research explores the impact of career development and training budgets on employee
retention within the manufacturing sector in Penang, Malaysia, offering insights into how
opportunities for professional growth influence retention outcomes in this particular
regional setting.

Methodology

This study aimed to investigate how training influences employee retention. A
guestionnaire was created to assess the relationship between the independent variable
(training) and the dependent variable (retention), using a 5-point Likert scale for responses.
Data was gathered from employees in both public and private sector organizations,
including companies such as Bank of Baroda, Indian Overseas Bank, Karnataka Bank,
ABB, Accenture, and IBM. A total of 100 employees participated, and convenience
sampling was used to select the respondents. The data was analyzed using Excel tools to
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explore the connection between training opportunities and employees’ decisions to stay
with the organization. Descriptive, correlation and regression tools used for analysis.
Objectives

e To examine relationship between training opportunities and employee retention in

public and private organization

e To evaluate the impact of training programs on employee retention rates through
regression analysis
Hypothesis
H1: There is no significant relationship between training and employee retention.
H2: Training has no significant impact on employee retention.

Analysis and Interpretation
Table 1.1: Descriptive Statistics for Training and Retention

Variables Training Retention Engagement Satisfaction
Mean 4.25 3.80 4.15 4.05
Median 4.3 3.75 4.2 4.1

SD 0.5023 0.3964 0.5512 0.4678
Minimum 2.8 2.5 2.7 2.9
Maximum 5.0 4.6 5.0 4.8
Count 100 100 100 100

The table 1 presents the descriptive statistics for four variables: Training, Retention,
Engagement, and Satisfaction. The mean values indicate that, on average, participants rated
Training (4.25) and Engagement (4.15) higher than Retention (3.80) and Satisfaction
(4.05). The median values, which represent the middle point of the data, show that most
participants’ratings for all variables were close to the mean, with Training and Engagement
having slightly higher medians compared to Retention and Satisfaction. The standard
deviation values suggest that there was more variability in Engagement (0.5512) compared
to the other variables, especially Retention (0.3964), which had the lowest variability. The
minimum and maximum values reveal a wide range of responses, particularly for Training

(2.8 to 5.0) and Engagement (2.7 to 5.0), reflecting diverse opinions across participants.
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Overall, the data indicates generally positive feedback across all four areas, with Training
and Engagement receiving the highest ratings, while Retention showed the most variation.

Table 2: Correlation between Training and Retention

Variables Training Retention
Training 1 0.8932
Retention 0.8932

1

In table 2 shown the correlation coefficient between Training and Retention is 0.8932,
which indicates a strong positive relationship between the two variables. This high
correlation suggests that as training increases, employee retention also tends to improve
significantly. Based on this correlation, we can reject the null hypothesis (Ho) and accept
the alternative hypothesis (H:), meaning there is a significant relationship between training
and employee retentionin this dataset. Therefore, training appears to play a significant role
in improving employee retention.

Table 3: Regression Analysis for Training and Employee Retention

Variable Coefficient t-Statistic
Intercept 1.4856 4.0722
Training 0.7321 7.5421
R-Square 0.3584

F-Statistic 42.6759

The regression analysis shows in table 3 that the coefficient for Training is 0.7321, which
suggests that for each unit increase in training, employee retention increases by 0.7321
units. The t-statistic for Training is 7.5421, which is significantly higher than the typical
critical value (usually around 2), indicating that the training variable is statistically
significant.

The R-Square value of 0.3584 indicates that approximately 35.84% of the variation in
employee retention can be explained by the training variable. The F-statistic of 42.6759

suggests that the overall regression model is statistically significant.
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Based on the t-statistic for Training and its significance, we can reject the null hypothesis
(Ho) and accept the alternative hypothesis (Hi). This means that training does have a
significant impact on employee retention.

Conclusion

In conclusion, the analysis demonstrates that training plays a significant role in influencing
employee retention. The descriptive statistics revealed that training received the highest
average rating (mean = 4.25), indicating a positive perception of training among
participants. Retention, although slightly lower (mean = 3.80), still demonstrated a
generally positive rating. a strong positive relationship was observed between training and
retention, with a correlation coefficient of 0.8932. This implies that as training increases,
employee retention is also likely to improve, supporting the hypothesis that training may
influence retention positively. with a statistically significant coefficient for training
(0.7321) and a t-statistic of 7.5421, which confirms the impact of training on retention. The
R-Square value of 0.3584 indicates that a significant portion of retention variation can be
explained by training, while the overall F-statistic (42.6759) confirms that the regression
model is statistically valid. Collectively, these analyses suggest that training has a

significant impact on employee retention.
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