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ABSTRACT :

This studies paper explores the essential function that education and development play in retaining employees in an organisation. Employee retention is a chief
difficulty for plenty businesses, especially in today's competitive job marketplace. When personnel obtain right education and possibilities to develop their abilties,
they are much more likely to feel valued, influenced, and dedicated to their task. This paper pursuits to take a look at how education programs, ability improvement,
and continuous mastering affect employees’ decisions to live with a corporation. It includes each theoretical insights and realistic findings based totally on
information gathered from personnel across one of a kind sectors. The study highlights the hyperlink among professional development opportunities and employee
pleasure, engagement, and loyalty. The effects suggest that making an investment in employee improvement no longer handiest improves performance but
additionally reduces turnover fees, making it a key method for long-time period success.
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Introduction

In nowadays’s speedy-converting and competitive enterprise global, considered one of the biggest challenges agencies face is keeping their professional
personnel for a long time. Employee retention has become a key awareness for agencies, as losing skilled employees can result in high charges, decreased
productiveness, and a poor effect on normal commercial enterprise performance. Training and development play a totally crucial position in solving this
trouble. When employees are given chances to examine new talents, improve their information, and develop in the employer, they're more likely to stay
and experience unswerving. Training helps employees do their jobs higher, at the same time as development allows them prepare for future roles and
responsibilities. This makes them experience valued and increases their job pleasure.

Companies that invest in normal education and development applications often see better employee engagement, higher performance, and decrease
turnover quotes. These packages can include workshops, on-line publications, mentoring, task rotation, and profession planning. All those efforts make
employees sense supported of their personal and expert growth. This research paper will take a look at how schooling and improvement affect worker
retention. It will explore the connection among studying opportunities and personnel’ desire to stay with their business enterprise. The intention is to
understand how groups can use training as a smart approach to hold talented workers and construct a strong, committed body of workers.

Objectives of the Study

e To assess employees’ views on the availability and quality of training and development programs provided by their organization.
e  Toexamine how training opportunities impact employee motivation, engagement, and satisfaction.
e To identify the relationship between development programs and employees’ decisions to continue or leave their jobs.

Literature Review

According to Armstrong, training and development are strategic tools used to enhance employee competencies, promote growth, and support career
advancement. He emphasizes that well-structured training not only improves job performance but also strengthens employee commitment to the
organization.

Dessler identifies training as a key function of HRM that directly affects employee morale and engagement. His work suggests that employees who
receive regular training are more productive, motivated, and less likely to leave their jobs, thereby enhancing retention rates.

Noe discusses how effective training contributes to both individual development and organizational success. He highlights the importance of aligning
training programs with job roles to ensure that employees find the learning experience relevant and meaningful.

These authors explore the psychological aspects of employee behavior and suggest that training boosts self-confidence and satisfaction, which in turn
reduces turnover intentions. Their research shows a strong connection between continuous learning and employee engagement.
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They emphasize the role of career development in employee retention. Their studies show that employees are more likely to stay with an organization
that invests in their future through development opportunities.

Pattanayak notes that organizations with a culture of learning and development are more likely to retain high-performing employees. He argues that
training is not a cost but an investment that yields long-term benefits.

Cascio focuses on the return on investment in training and states that training enhances productivity and profitability, which makes it a critical component
of workforce strategy. He links employee development programs with reduced absenteeism and turnover.

This edited volume highlights global perspectives on HRM and supports the idea that training and development must be continuous and strategic. The
authors suggest that organizations that fail to offer learning opportunities may face higher attrition rates.

In his book on research methodology, Kumar provides a framework for designing studies like this one. His work was instrumental in developing the
research design and tools used in this study.

Research Methdology

The research methodology outlines the process and framework used to conduct the study on the role of training and development in employee retention.
This section explains the research design, sample size, data collection methods, and tools used for analysis.

1. Research Design

This study follows a descriptive research design, which aims to describe the current state of training and development practices in organizations and their
influence on employee motivation, engagement, and retention. The research uses a quantitative approach to collect and analyze data from employees.

2. Nature of Study

The study is empirical in nature, based on primary data collected directly from employees across various organizations. The purpose is to gain firsthand
insights into how training and development programs impact employee behavior and retention decisions.

3. Sampling Method

A simple random sampling method was used to select participants for the study. This method ensures that every employee in the population has an equal
chance of being selected, thus reducing sampling bias.

4. Sample Size

The total sample size for the study was 110 respondents. These participants were selected from different industries and departments to get a broad and
diverse understanding of training and development practices.

5. Data Collection Method

Primary data was collected through a structured questionnaire. The questionnaire included both closed-ended questions and Likert scale-based questions,
designed to capture specific insights aligned with the research objectives.

6. Tools for Data Analysis

The collected data was analyzed using percentage analysis and presented in the form of tables with three columns: Particulars, Number of Respondents,
and Percentage. This method provided a clear and concise interpretation of each response.

7. Limitations of the Study

®  The sample size was limited to 110 respondents, which may not fully represent all industries or organizational settings.
®  Responses were based on self-reporting, which may include some level of bias or personal interpretation.
e  The study focused only on employee perspectives and did not include managerial or organizational viewpoints.

Data Interpretation and Analysis

Q1. Does your organization provide training and development programs?

Particulars | No. of Respondents | Percentage
Yes 88 80%




International Journal of Research Publication and Reviews, Vol (6), Issue (5), May (2025), Page — 14376-14380 14378

No 22 [ 20% |

Interpretation:
The majority of respondents (80%) stated that their organization provides training and development programs, while 20% said no. This indicates that

most organizations understand the importance of training in employee development.

Q2. How often are training programs conducted in your organization?

Particulars No. of Respondents | Percentage
Regularly (Monthly/Quarterly) 45 40.9%
Occasionally (Once or twice a year) | 38 34.5%
Rarely 18 16.4%
Never 9 8.2%

Interpretation:
About 41% of employees receive regular training, while around 35% receive training occasionally. However, a notable portion (24.6%) reported rare or

no training, suggesting inconsistency in training practices across organizations.

Q3. How would you rate the quality of training programs provided?

Particulars | No. of Respondents | Percentage
Excellent 22 20%

Good 44 40%
Average 30 27.3%
Poor 14 12.7%

Interpretation:
60% of the respondents rated the training programs as good or excellent, showing general satisfaction. However, 27.3% found them average and 12.7%

rated them poor, indicating room for improvement in quality.

Q4. Are the training programs relevant to your job role?

Particulars | No. of Respondents | Percentage
Yes 65 59.1%
Somewhat 28 25.5%
No 17 15.4%

Interpretation:
A majority (59.1%) agreed that training programs are relevant to their roles, while 25.5% felt they were only somewhat relevant. This highlights the need

for better customization of training content to job roles.

Q5. Do you feel more motivated after attending a training session?

Particulars No. of Respondents | Percentage
Strongly Agree 24 21.8%
Agree 48 43.6%
Neutral 20 18.2%
Disagree 12 10.9%
Strongly Disagree | 6 5.5%

Interpretation:
Nearly 65.4% of respondents felt more motivated after training, which shows a strong positive effect. However, about 16.4% disagreed or strongly

disagreed, indicating that not all training sessions effectively boost motivation.

Q6. Has training helped you improve your job performance?

Particulars | No. of Respondents | Percentage
Yes 72 65.5%
No 18 16.4%
Not Sure 20 18.2%
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Interpretation:
Most employees (65.5%) felt that training improved their job performance. However, 34.6% either disagreed or were unsure, suggesting a need for more

performance-focused training.

Q7. Do training programs increase your engagement with the organization?

Particulars | No. of Respondents | Percentage
Yes 60 54.5%
Somewhat 34 30.9%
No 16 14.6%

Interpretation:
Over half (54.5%) of respondents agreed that training boosts their engagement with the company. Around 31% felt it helped to some extent, while a small

group (14.6%) did not see any impact.

Q8. How satisfied are you with the training and development support from your organization?

Particulars No. of Respondents | Percentage
Very Satisfied 20 18.2%
Satisfied 46 41.8%
Neutral 24 21.8%
Dissatisfied 12 10.9%
Very Dissatisfied | 8 7.3%

Interpretation:
60% of employees reported being satisfied or very satisfied with training support. However, 18.2% expressed dissatisfaction, indicating that some

organizations still need to strengthen their training systems.

Q9. Do you think training and development opportunities affect your decision to stay with your organization?

Particulars No. of Respondents | Percentage
Strongly Agree 30 27.3%
Agree 46 41.8%
Neutral 18 16.4%
Disagree 10 9.1%
Strongly Disagree | 6 5.4%

Interpretation:
A large majority (69.1%) agreed that training affects their decision to stay in the company. This highlights how important learning opportunities are in

employee retention strategies.

Q10. Would lack of training or development opportunities make you consider leaving the organization?

Particulars | No. of Respondents | Percentage
Yes 64 58.2%
No 30 27.3%
Not Sure 16 14.5%

Interpretation:
More than half (58.2%) of the respondents would consider leaving if training and development opportunities were not provided. This emphasizes the

direct link between retention and development.

Q11. In your opinion, how important is career development for your long-term commitment to a company?

Particulars No. of Respondents | Percentage
Very Important 46 41.8%
Important 38 34.5%
Slightly Important | 16 14.5%

Not Important 10 9.2%




International Journal of Research Publication and Reviews, Vol (6), Issue (5), May (2025), Page — 14376-14380 14380

Interpretation:
A total of 76.3% of employees view career development as important or very important for long-term commitment. Only 9.2% believe it is not important,
confirming that development plays a crucial role in retention planning.

Findings

e  Auvailability of Training Programs A large majority (eighty%) of respondents showed that their corporation provides education and
development packages. However, 20% still pronounced a loss of such packages, displaying that some businesses want to prioritize employee
development.

. Frequency and Quality of Training: Around 41% of respondents stated that training is conducted regularly, even as 34.5% pronounced
occasional schooling.

. 60% of employees rated the exceptional of training as right or top notch, however 12.7% rated it as terrible, indicating the need to enhance
education standards in some companies.

e  Three. Relevance of Training Nearly 59.1% of respondents said that the schooling furnished is relevant to their task position, which is a
fantastic signal. However, 25.5% said it was best truly applicable, suggesting an opening in training layout.

. Impact on Motivation and Performance : About 65.4% of employees felt more stimulated after attending training sessions.

e  65.Five% also believed that education improved their process performance. These results spotlight that schooling drastically contributes to
enhancing worker motivation and skillsets.

e  Employee Engagement and Satisfaction: 54% of respondents reported that schooling packages elevated their engagement with the
organization.

e  Around 60% had been happy or very glad with the education and improvement help from their companies. This indicates a fantastic correlation
among schooling and standard employee delight.

e  Retention and Career Decisions: 69.1% of respondents agreed that schooling and development opportunities inspired their choice to live within
the corporation.

o 58.2% stated they could bear in mind leaving if such opportunities were no longer to be had.

e  Furthermore, 67.3% of personnel don't forget career development crucial or very vital for lengthy-time period commitment. These findings
without a doubt show that right training and improvement efforts play a crucial role in maintaining skills.

Conclusion

Training and improvement play a pivotal function in shaping the present day staff, in particular in enhancing employee retention. As agencies attempt to
benefit a competitive area, making an investment in human capital thru based studying and growth possibilities becomes critical. This studies has supplied
precious insights into how personnel understand the provision, exceptional, and impact of training applications in their businesses. The observe confirms
that education and development aren't best equipment for talent enhancement but additionally act as strategic mechanisms to improve employee
motivation, engagement, and delight. When employees feel supported in their profession improvement, they may be much more likely to perform better
and continue to be dedicated to the agency. Furthermore, whilst groups offer applicable and excellent training programs, employees tend to expand a
more potent emotional and professional bond with their administrative center.

The findings sincerely establish an instantaneous dating between improvement projects and personnel’ choices to stay or leave their modern-day
employment. Employees view profession improvement as a critical detail of their long-time period expert journey, and the absence of such possibilities
can cause expanded turnover intentions. Corporations that prioritize non-stop mastering and improvement now not only enhance employee performance
and morale but additionally foster loyalty and reduce attrition. To continue to be aggressive and sustainable in the end, it's far vital for agencies to
apprehend education and improvement as a core feature of human aid strategy and no longer merely an operational mission.
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