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ABSTRACT TC "ABSTRACT" \f C \l "1" 
This dissertation assessed the influence of training and development on employee retention in higher learning institutions. The study was guided by three specific objectives, firstly, to determine the influence of skills and knowledge development workshops toward employees’ retention at MNMA, secondly,  to assess how mentorship influences employees’ retention at MNMA and thirdly, to examine the influence of career development opportunities on employees’ retention at MNMA. The study used positivism philosophy because hypotheses and theories which were developed were tested to assess the influence of training and development on employee retention. The study used an explanatory design. The study used only a quantitative research approach. The study used a stratified sampling technique and then a simple random sampling technique was used to select a sample of 171 respondents from the study population of 299 employees. The questionnaire was used to collect from the selected sample. The collected data were analyzed using descriptive statistics and multiple regression analysis.  The study indicated that there is an existence of an effective relationship between the skills and knowledge development workshops and employee retention. Moreover, the results revealed that career development opportunities influence employee retention. The researcher recommends the provision of workshops to employees to enhance skills and knowledge, formalizing and expanding mentoring programs and providing continuous learning opportunities.

Keywords: Training, development, mentoring, career development opportunities.
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Chapter Overview TC "1.1 Chapter Overview" \f C \l "1" 
This chapter discusses the background of the study, statement of the research problem, research objectives including general research objective and specific research objectives and research questions, significance of the study, scope of the study and organization of study.

1.2 Background of the Study TC "1.2 Background of the Study" \f C \l "1" 
Training is one of the vital factors that could affect employee retention. This is because it is believed that training could enhance employees' commitments, which in turn increases the level of employee retention (Saira et al., 2020).  Training is the function of developing workers' skills and knowledge which leads to an increase in productivity, job satisfaction and employee retention (Merican et al., 2022).  In this sense, the Organisation needs to invest in human resources through the provision of effective training and development programmes.  According to Alshurideh (2019) claimed that people's investment should start with recruiting qualified persons, although training new employees costs more than retaining old ones. Therefore, employee retention should be one of the targets of every organization to get rid of employee turnover costs.  In the study of Nguyen and Duong (2020) training, job satisfaction and job performance affect young employee retention.
Commercial banks are very concerned with training and career development for employee retention. This study said that top management employees are retained more through the implementation of career development such as career growth and succession planning (Aleem & Bowra, 2020).

According to the Employee Retention Report (2022) stated that over 47 million US workers quit their jobs in 2021. That was 34% more than 2020 and more than 13% in 2019. Contrary to popular belief this report pinpoints career as the top reason for employees to leave their jobs, and pay is an attractor to new employers. Since career became the top factor for employee turnover, therefore the provision of training and development promotes employees' career growth and job promotion which in turn leads to employees' retention. In U.S colleges and universities employee turnover negatively affects productivity, resources, employee morale and job satisfaction as well as lower financial performance because of increased costs associated with employee replacement, recruitment and training (Korytko et al., 2022). In Ireland, the issue of increased employee turnover in the industrial sector is largely brought about by low levels of employee motivation; inadequate wages and work-life mismatch (Qasim, 2020).
Employees are not motivated by increases in monetary incentives but they are comfortable with the way are treated by management including positive relations, work promotion, job security and recognition. Even though money is considered a common and popular method of minimizing labour turnover, increasing manager support can slow down labour turnover in the organization (Sureephong et al., 2020). 

Staff retention in Africa has become a major challenge concern not only in non-academic institutions but also in academic institutions including schools, colleges and universities. The study conducted by Akpan (2021) in Nigeria showed that staff retention in commercial banks is encouraged when training and development are applied as motivational strategies.  The staff need to be trained both on the job in academic institutions to keep them on their jobs. Korytko et al., (2022) in Kenya conducted the study and found that most organizations experience high cases of employee turnover due to a lack of retention strategies. Low motivation, lack of career development opportunities and poor working environment intensified the magnitude of labour turnover.

Tanzania like other African countries also has low retention of academic staff in HLIs. Ngatuni (2020) reported that the lecturers' turnover intention in higher learning institutions in Tanzania has become a major issue and threat to the prosperity and survival of the institutions. An unhealthy academic staff turnover rate is unhealthy for the smooth running of higher learning institutions as it affects growth and customer satisfaction (Azman, 2022). According to Komba (2020) reported that within five years between 2015 and 2020, 30 lecturers from the University of Dar es Salaam moved to other institutions. The study of Astuti and Harnuansa, (2022) reported that lecturers' turnover intention is due to job dissatisfaction with issues related to working conditions, infrastructure and remuneration. Matibwa and Ochumbo (2019) conducted a study on selected Universities in the Iringa Municipal Council and identified work environment, promotion practices, feedback system, recognition and appreciation, training and development.  It is very crucial to retain talented employees not only for higher learning institutions but also for any institutions since employees are important and valuable assets to the daily operation of the institutions and facilitate in accurate and reliable transfer of knowledge (Ayalew, 2021). The failure of organizations to retain the existing employees can lead to the loss of qualified workers, provision of poor education service and lower employee morale as well as lowering commitment and loyalty. It is, therefore, important to address the influence of training and development on employee retention in higher learning institutions in Tanzania using a case of the Mwalimu Nyerere Memorial Academy.

1.3 Statement of the Research Problem. TC "1.3 Statement of the Research Problem." \f C \l "1" 
Retaining intellectual human resources is a critical concern in public organizations and it is one of the emerging challenges in managing the organizations today. Staff retention is low in universities and if this trend is not eliminated, there is a possibility of losing a large percentage of potential lecturers to other organizations (Yousaf et al., 2020). It is unhealthy for a high academic staff turnover rate for smooth running of higher learning institutions as it affects growth and customer satisfaction (Azman, 2022). Employee retention report (2022) stated that over 47 million US workers quit their jobs in 2021. That was 34% more than 2020 and more than 13% in 2019. 
This report pinpoints career as the top reason for employees to leave their jobs, and pay is an attractor to new employers. Since career became the top factor for employee turnover, therefore the provision of training and development can promote employees' career growth and job promotion which in turn leads to employees' retention.

Employee retention is very complex because the motives leading to employees' motivation vary among the employees. Korytko et al., (2022) argued that employees are not motivated by the increase in monetary incentives but they are comfortable with the way are treated by management including positive relations, work promotion, job security and recognition.  Gan and Halimah (2019) argued that training is one of the potential factors for retaining employees. However, many organizations refuse to invest in training because training involves higher expenses and no guarantee that trained employees will stay longer in the organization.  According to Carver-Thomas and Darling-Hammond (2019) argued that staff retention is influenced by organization commitment, work environment, training and development as well as supervisor support. However, training and development did not have any notable influence on retention. Despite the several literature and empirical studies reviewed but still, the relationship between training and development on employee retention is still debatable. Therefore, this study is very crucial to addressing the influence of training and development on employee retention in higher learning institutions in Tanzania.
1.4 Research Objectives TC "1.4 Research Objectives" \f C \l "1" 
1.4.1General Research Objective TC "1.4.1General Research Objective" \f C \l "1" 
The general research objective of this study was to assess the influence of training and development on employee retention in higher learning institutions.

1.4.2 Specific Research Objectives TC "1.4.2 Specific Research Objectives" \f C \l "1" 
i. To determine the influence of skills and knowledge development workshops on employees' retention at MNMA

ii. To assess how mentorship influences employees' retention at MNMA

iii. To determine the influence of career development opportunities on employees’ retention at MNMA 

1.5 Significance of the study TC "1.5 Significance of the study" \f C \l "1" 
The findings of the study help researchers in the literature review and become a basis for further studies. The study helps human resource practitioners formulate competency-based training and development programs that lead to employees' commitment and retention of employees in the institutions. Furthermore, the study expects to provide useful information for policymakers and decision-makers in their efforts to improve retention strategies so that they can implement training and development to reduce the rate of employee turnover in various institutions. Additionally, the study provides insights to employers to allocate sufficient budgets and ensure management commitment to the provision of training and development programs.

1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1" 
The study focused on the influence of training and development on employee retention in HLI using the case of Mwalimu Nyerere Memorial Academy. Employees from the Kigamboni and Karume campuses and the Pemba Branch became the targeted population of this study. A closed closed-ended questionnaire was used to collect data from the sample obtained through stratified sampling and simple random sampling techniques.

1.7 Organization of the Study TC "1.7 Organization of the Study" \f C \l "1" 
This study consists of five chapters. The first chapter is called chapter one which consists of a chapter overview, background of the study, statement of the research problem, research objectives, research questions, scope of the study, significance of the study and organization of the study itself. The second chapter is known as chapter two which contains a chapter overview, definitions of key study concepts, theoretical literature review, empirical analysis of relevant studies, research gap, conceptual framework, theoretical framwe work and statement of hypotheses. The third chapter covers the chapter overview, research philosophy, and research approach, area of study, population of the study, sampling procedures, data collection, data cleaning and processing, data analysis, measurement of variables, validity, reliability, and ethical consideration. Forth chapter presents the findings and analysis of the study based on three specific objectives and chapter five encompasses the summary of the findings; conclusion, and recommendations. It also contains limitations of the study and suggested areas for further studies.

CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Chapter Overview TC "2.1 Chapter Overview" \f C \l "1" 
This chapter discusses definitions of the key study concepts; theoretical literature review which covers the Human Capital Theory and Two Factor Theory, Empirical analysis of relevant studies, research gap, conceptual framework, theoretical framework and statement of hypothesis.

2.2 Definition of the Key Study Concepts TC "2.2 Definition of the Key Study Concepts" \f C \l "1" 


2.2.1 Training TC "2.2.1 Training" \f C \l "1" 
Training is the planned effort by a company to facilitate job-related learning competencies, knowledge, skills and behaviours by employees (Noe, 2020). Training is a short-term programme focused on present jobs.  Training aims to improve the current performance of employees. Training is an essential tool for enabling one to cope with the complexity of organisation and technological changes as well as maximization of production. Also, training enables to retention of employees within the organisation.  In this study, training is the process of imparting skills and knowledge to employees to perform well in their current jobs. 

2.2.2 Development TC "2.2.2 Development" \f C \l "1" 
Development is the systematic development of knowledge, skills, attitudes, behaviours and abilities required by employees for future jobs or positions (Tangthonget al., 2014). Because it is future-oriented it involves learning that is not necessarily related to the employee's current job. If the organisation is not providing sustainable development to employees may lose the employees who need development to perform their future tasks and duties effectively. In this study, development is the long-term educational programs which aim at preparing an employee not only for the current job but also to prepare an individual for a future job.

2.2.3 Career Development Opportunities TC "2.2.3 Career Development Opportunities" \f C \l "1" 
According to Gupta (2009), career development is the series of different job positions that an employee attains in the course of his/her employment that is, from the period of first employment to retirement. It embodies the positive progression that an employee makes to realize his/her career goal or highest job position which is characterized by more challenging responsibility, higher status and attracting rewards.  Career development opportunities as different activities and opportunities implemented by the organization to assist the vertical job progression of employees (Temba, 2020).

2.2.4 Mentoring TC "2.2.4 Mentoring" \f C \l "1" 
Mentoring is the situation of transferring essential job-related skills, attitudes and behaviours from a mentor to a mentee (Van Dijk, 2008). In this context, a mentor is a wise and more experienced person, who guides, supports and nurtures a less experienced person; and a mentee is a person who is being guided, nurtured and given support by a mentor. Mentoring fosters the growth and development of less experienced employees to a point where he or she becomes a competent professional.  In this study, mentoring is the process whereby senior employees (lecturers and executives) not only transfer their skills, knowledge, attitudes and behaviours to less experienced employees but also guide and support them in the assigned tasks.

2.2.5 Employee retention TC "2.2.5 Employee retention" \f C \l "1" 
Msengeti and Obwogi (2015) define employee retention as the efforts, by any business or organisation to develop strategies and initiatives that support and encourage current staff to remain with the organization. Employee retention shows the percentage of employees who remain and continue with their jobs in the organisation. The undertaking of retention strategies in the organisation helps to reduce employee turnover. In this study, employee retention is the act in which employees stay more than ten years without quitting the institute.

2.2.6 Employee Turnover TC "2.2.6 Employee Turnover" \f C \l "1" 
Employee turnover can be defined as the rotation of workers around the labour market: between firms, jobs and occupations; and between the state of employment and unemployment (Abassi & Hollman, 2000). Shanghvi (2012) states that employees decide to leave an organization when employees feel the job or workplace is not what they expected, there is a mismatch between the job and person, there are too few growth and advancement opportunities, employees feel devaluated and unrecognized, stress from work and have work-life imbalance.
2.3 Theoretical Analysis TC "2.3 Theoretical Analysis" \f C \l "1" 
2.3.1 Human Capital Theory TC "2.3.1 Human Capital Theory" \f C \l "1" 
This study is based on the human capital theory proposed by Schultz in 1961 and developed by Becker in 1994. Training and development are the heart of the organization and influence both employee retention and human capital development. Economists have different interpretations of the world's "human capital" in diverse ways.  The majority of them are in agreement that human capital comprises skills, knowledge, experience and ability (SKEA). Human capital refers to the intangible resource of ability, effort and time that employees bring to spend in their jobs. Human capital is such an inevitable resource that it is one of the most important determinants of whether the organization can be successful in today's force competition. Thus, to create valuable virtues, many employers have shifted from financial capital to intellectual capital focus.
Human capital theory, as proposed by Schul (1961), makes several key assumptions about the nature of human capital and its role in economic development. Individuals can invest in their own education, training, and skills development to increase their productivity and earning potential over time. This investment is akin to physical capital investment in machinery or equipment. Also, Human capital is acquired through the accumulation of knowledge, skills, and experience. Education, training programs, on-the-job learning, and other forms of skill development contribute to the growth of human capital. Moreover, Human capital enhances individual productivity and contributes to economic growth and development. As individuals acquire higher levels of education and skill, they become more efficient and effective in performing tasks, leading to increased output and economic prosperity.
In addition, the acquisition of human capital has long-term implications for individuals' earnings potential over their lifetime. Higher levels of education and skill attainment are associated with higher wages and better job opportunities, leading to increased lifetime earnings. Last, education is a primary determinant of human capital formation. Formal education systems, including schools, colleges, and universities, play a crucial role in imparting knowledge and skills to individuals, thereby enhancing their human capital.

The major strengths of HCT are that it helps policymakers and researchers evaluate the relationship between education and training as inputs and economic and social benefits as outputs and it is a useful lens for understanding how policy can be made to ensure human capital is invested, it is used to answer questions about the optimal levels of individual/social investments in education, the kinds of investments that are most productive and when the investments are best made. 

Similarly to other theories, the human capital theory has the critiques as follows, it provides little insight into the processes through which education and training are translated into higher wages and it lacks realism since the theory does not provide a universal explanation of the relations between education and work and unifies heterogeneous domain of education and work as a single domain.

The human capital theory is relevant to this study of the "influence of training and development on employees' retention in higher learning institutions using a case of Mwalimu Nyerere Memorial Academy". This is because it provides insights into the importance of investing in human resources through giving short and long-term education which is now termed training and development. 

2.3.2 Herzberg Two Factor Theory TC "2.3.2 Herzberg Two Factor Theory" \f C \l "1" 
The Two Factor theory was proposed by psychologist Fredrick Herzberg from America in 1959.  This model has been widely accepted by managers concerned with the problem of human behaviour at work. The theory proposes that work satisfaction (motivation) at the workplace and dissatisfaction arise from two different factors. Work satisfaction from so-called motivating factors and work dissatisfaction from so-called hygiene factors. The hygiene factors include security, status, and salary, working conditions, interpersonal relations, company policies and administration. Motivating factors include achievements, recognition, work itself, responsibility, advancement and growth. According to Herzberg, satisfaction and dissatisfaction are not opposite poles of one dimension, they are two separate dimensions. Satisfaction is affected by motivators and dissatisfaction by hygiene factors. Herzberg provided remarkable remarks which state that “removing hygiene factors will not necessary lead to satisfaction rather will remain neutral in their attitudes towards works i.e. neither satisfied nor dissatisfied”.
Herzberg's two-factor theory gives out dimension needs (hygiene factors and motivating factors, and offers action recommendations for managers to improve motivational levels and better understand employees' attitudes and motivations. Apart from the strengths of the theory but this theory has got critiques as follows, the two-factor factors are not distinct, and both motivators and hygiene factors contribute to both satisfaction and dissatisfaction He also ignored the importance of hygiene factors but it should be remembered that the individual needs are not the same and that is human nature.

Despite that Herzberg's two-factor theory was developed to study employee motivation, this study is considered relevant in investigating the influence of training and development on employee retention in higher learning institutions. The theory identified advancement and growth as motivators. In this case the motivated employees tend to increase the likelihood of staying in the organization. 

2.4 Empirical Analysis of Relevant Studies TC "2.4 Empirical Analysis of Relevant Studies" \f C \l "1" 
Ferdiana, Khan and Ray (2023) in Indonesia conducted a study Investigating the Impact of Career Development, Organizational Commitment, and Organizational Support on Employee Retention. The study used a case study design. The study used a questionnaire to collect data from the sample size of 70 employees which drew the target population of 391 employees. The collected data was analyzed through multiple regressions, hypothesis testing and coefficient of determination (R-Square).  The results revealed that there was a significant simultaneous effect of career development, organizational commitment and organizational support on employee retention. The results concluded that career development, organisational commitment and organizational support significantly influence employee retention.The study recommended that an organization should create a positive work environment and foster employee satisfaction for higher levels of employee retention. The study is relevant to the current study because it assessed the influence of career development on employee retention at the University.
Chris-Madu (2020) in Ireland conducted a study on exploring training and development as a motivational tool for sustaining employee retention within the Irish retail industry. The study employed descriptive research design. The study used electronic based questionniare to collect data from the sample size of 399 employees, but due restriction of movement, out of which 134 workers participated in the survey.The collected data analyzed using descriptive statistics, correlation and multiple regressions. The results revealed that both on the job training, off the job training and coaching do not have a relationship with employee retention. The study recommended that among others that investing in employees’ training and development without a good compensation package is not effective enough in attaining higher retention.  The study concluded that both on the-job training, off-the-job training, and coaching does not motivate employees’ retention within the retail industry in Dublin. Consequently, it is essential for the retail industry to gain a comprehensive insight into the underlying factors that drive employee retention. This can be achieved through the development of a well-organized learning framework, alongside the implementation of an effective rewards system, enhanced salary structures, and, crucially, robust healthcare support for employees. The study is relevant to the current study which investigates the influence of training and development on employees' retention. As a result of the inconsistent relationship between on the job training, off the job training and coaching with employee retention. Therefore, the current study fills the gap by addressing the influence of training and development on employees' retention and extending the coverage of higher learning institutions in which on the job training, off the job training and coaching are highly important in the career development. 
Alam, Hassan and Al-Sharaf (2019) in Yemen conducted a study on the effects of training and career development on employee retention. This study used a cross-sectional design which consists of 100 respondents who are non-managerial from four telecommunications, one of them is a public organization, Yemen Mobile and the other three are private organizations. The study used descriptive statistical methods to describe the demographic profile of the respondents and confirmatory factor analysis was used to assess reliability and validity. Also, the structural model was used to test the hypothesis and examine causal relationships among the constructs. This study revealed that training enhances employees; satisfaction as well as improving retention rate in the telecommunication sector in Yemen.  Unfortunately, the results showed that career development has no relationship with employee retention. The results also, found that job satisfaction mediates the relationship between training and employees' retention.  Also, the study revealed that career development has no relationship with employee retention. The study concluded that the provision of competence-based training helps to promote employees' skills, satisfaction and loyalty which in turn enable keeping and retaining qualified employees. The study is relevant to the current study which investigates the influence of training and development on employees' retention. As a result of the inconsistent relationship between career development with employee retention, the current study is therefore filling the gap by addressing the influence of training and development on employees' retention and extending the coverage of higher learning institutions in which career development opportunities are highly important in career path. 

Nguyen and Duong (2020) in Vietnam conducted a study on the impact of training, job satisfaction and job performance on young employee retention. The study used a case study design. The authors collected data from 351 student respondents from the Industrial University of Ho Chi Minh City using a questionnaire.  The study applied a quantitative method which employed descriptive analysis and multiple linear regression. The findings revealed that there is a positive relationship between training and development, job satisfaction, job performance and young employee retention.  As a result of these findings, it builds a model that will help researchers and practitioners in investigating and explaining young employee retention in Vietnam organizations. Therefore, the authors concluded that the provision of an opportunity for employees to acquire and update the required skills helps them stay in the organization. Also, employee satisfaction is very important to ensure good organisational performance. This study is also relevant to the current study of the influence of training and development on employee retention. Since this study mixed indirect related variables of training, job satisfaction and job performance on employees' retention did not provide a clear picture of to what extent training impact can influence employees' retention. Therefore, the current study fills the gap by focusing on investigating the influence of training and development on employee retention.  The current study provided results on the relationship between training and development toward employee retention. 

Gorde (2019) in India conducted a study of employee retention. This study used a descriptive research design. The study used a questionnaire to collect data from 60 respondents.  Respondents were selected from six medium-scale industries, from each industry, the researcher selected 10 employees. This study used the percentage method to analyze data collected using a Likert scale. The findings revealed that work environment, compensation, work-life programs and career opportunities provide satisfaction to employees. The researcher concluded that imparting certain practices boosts employees to perform well and sustains them in the organization. The study is relevant to this study; however, the researcher did not specify which practices to be taken by organizations. Also,  due to the scope of the study used may not represent data that can be used in higher learning institutions Therefore, the current study fills the gap by addressing the influence of training and development as one of the practices influencing employees’ retention in higher learning institutions. 

Barkhuizen, Lesenyeho and Schutte (2020) in South Africa conducted a study on talent retention of academic staff in South African Higher Education Institutions. This study employed a cross-sectional research design. The study used a mixed research approach. The study used questionnaires and interviews to collect data from the sample size of 140 employees, 117 employees filled out questionnaires and 23 employees were interviewed. The findings revealed that they were moderately satisfied with institutional practices.  The study recommended redeveloping talent management practices about compensation and recognition, career development and other institutional practices to cater for the diverse needs of a new generation of academic staff. Also, HEIs’ should ensure a supportive work environment to encourage employees to retain in higher education learning. The study is relevant to the current study, however, the study did not elaborate clearly on what other institutional practices should be taken to keep employees staying longer in higher learning institutions.

Damei (2020) in Somalia conducted a study on the effect of job training on employee retention. The study used cross cross-sectional study of three telecommunications. This study used a quantitative approach. The study collected data from 150 respondents. These respondents were from low-employee management.  The study used non-probability sampling and purposeful sampling to select desired sample sizes. The study used (SAQ) to collect data from the selected respondents.  This study used descriptive and correlation analysis to analyze the collected data from the respondents. The findings revealed a positive significant relationship between job instruction and retention.  The study concluded that job training and developmental skills are important in maintaining their profession which in turn enhances employee retention. The study is relevant to the current study since job training is one of the categories of training and development. Probably job training is very important in retaining employees in telecommunications companies but this training cannot be significant in higher learning institutions. Therefore, the current study fills the gap by investigating the influence of training and development on employee retention in higher learning institutions.

Elsafty and Oraby (2022) in Egypt conducted a study on the impact of training on employee retention: Empirical research on the private sector. The paper used online field study and descriptive research design.  Under this study, an online system was first conducted using a cross-sectional time horizon to collect data at a time and a descriptive research design was used to obtain data using a human-interactive source using the questionnaire method. This paper reviews the findings and the results of researchers to find and explore the relationship between employee training and employee retention.  This paper found that training enhances organizational performance and is considered the main strategy to influence employee retention. Also, this paper found that there is not sufficient investment in training practices because some managers consider training as an expensive program. The paper concluded that human capital is the most important resource needed to achieve success and profit in any organization. Therefore, employee retention can be achieved through training and development and job satisfaction. To achieve competence-based training the HR department needs to conduct training needs assessment.  This paper recommends that top managers and HR managers should take the action of considering employee retention as the main factor in the company strategy as it reduces the cost of business and improves business growth and profitability. The study is relevant to the current study; however, secondary data using an online system might not be a reliable source of data collection. Therefore, the current study fills the gap by investigating the influence of training and development on employee retention.

Mule, Rintari and Moguche (2019) in Kenya conducted a study relationship between career development and employee retention in country government of Meru in Kenya.  The study adopted a descriptive survey research design. This study used a questionnaire to collect data from the sample size of 510 employees. The collected data was analyzed using descriptive analysis and inferential statistics. The findings revealed that a positive and significant relationship between career development and employee retention. The study concluded that offering on-the-job training, off-the-job and overseas training contributed to career development that can affect employee retention.  The study recommended that the government should enhance the training of employees. Therefore, senior management courses should be given to employees to update their skills and knowledge. The study is relevant to the current study; however, the study did not show to what extent degree career development influences employee retention.

Mrisho, Matiku and Kipilimba (2023) conducted a comparative analysis of factors influencing teacher retention in the rural public primary in Tanzania. The study used a cross-sectional design. This study used questionnaires and interviews to collect data from Kilolo, Mufindi and IringaRural Public Primary Schools in the Iringa Region. The data was collected from a sample size of 351 employees. The findings revealed that leadership, accessibility to social services and promotion opportunities influence teachers’ retention. The study concluded that leadership and promotion opportunities had higher positive effects on teacher retention rates in Kilolo District than in IringaDC and Mufindi District. The study recommended that the government must build social services infrastructures as well as increase promotion opportunities because they are likely to enhance the motivation of teachers thereby increasing retention rates. The study is relevant to the current study since it identified the relationship between leadership, social services promotion opportunities and employee retention. Since teachers may be promoted using their working experiences, therefore it is important to assess the degree of influence of training and development on employee retention. 

Mzava and Ngirwa (2023) conducted a study on talent development practices on employee retention in Commercial Banks in Tanzania. The study employed a case study design using CRDB PLC’s Headquarters.  A semi-structured questionnaire was used to collect data from the sample size of 56 employees.  The collected data were analyzed using descriptive analysis and inferential statistics. The findings revealed that career development and succession planning have a positive effect on employee retention. The study concluded that there was a positive and significant relationship between succession planning and career development toward employee retention. The study recommends that CRDB Bank should provide regular training and development to employees. Training and development can become a major source of business innovation and creativity and introduce new rewarding strategies to keep talent in the organization for a long period. However, the study focused on talent development practices in terms of succession planning and career development on employee retention but still, it is relevant to the current study. Therefore, the current study fills the gaps by assessing the influence of skills and knowledge development programs, mentorship and career development opportunities on employee retention. 

Hanai (2020) conducted a study on factors influencing employee retention at the selected Banks in Dar es Salaam Region. This study employed a survey research design.  The questionnaire was used to collect data from the sample size of 370 employees from the target population in eleven banks. Simple random sampling was used to obtain the target sample.  The collected data were analyzed using binary logistic regression analysis. The findings revealed that training and development elements, compensation elements and work environment attributes significantly influence employee retention in workplaces.  The study concluded that training and development in terms of career planning and growth opportunities, compensation in terms of fair salary and wages and work environment have a significant influence on employee retention at the banks. The study recommends that the selected Banks should improve the current retention strategies to ensure employees stay longer in banks. Furthermore, policies should be developed and implemented to fit the needs of employees. The study is relevant to the current study because it examined the factors influencing employee retention.  However, the findings identified training and development, compensation and work environment influence employee retention, but they did not show to what degree training and development influence employee retention. Therefore, the current study fills the gap by assessing the influence of training and development on employee retention at higher learning institutions.

Butabuzi (2019) conducted a study on factors affecting academic staff retention at the College of Business Education. The study was conducted using a case study design. This study collected data from 46 respondents. Respondents were obtained using simple random sampling and purposive quota sampling. The data was collected using an interview guide and documentary review to obtain qualitative data. The collected data was analyzed using thematic analysis and presented in tabular form. The findings revealed that training opportunities, job satisfaction, remuneration, promotion, working environment, flexible work schedules and employee engagement affect academic staff retention. The study recommends that giving of challenging tasks to academic staff can encourage long-lasting staying within the organization.  The study is relevant to the current study because this study finds out factors affecting employee retention. Therefore, the current study fills the gaps by investigating the influence of training and development on employees’ retention compared to this study which focused on factors affecting retention.

Matimbwa and Ochumbo (2019) conducted a study on academic staff and retention in Higher Learning Institutions in Tanzania. This study used a case study design and adopted a quantitative approach. The study collected data from 100 respondents drawn from the study population.  This study used stratified random sampling techniques to select respondents from the study population and then a non-probability sampling technique to desired respondents from each stratum. This study used structured questionnaires to gather data from the selected respondents.  The collected data was analyzed using regression analysis. The findings revealed that work environment, promotional practices, feedback system, training, recognition and appreciation influence staff motivation and retention; interestingly career path, job security and promotion opportunities have a strong effect on academic staff retention. The study concluded that work environment, promotional practices, feedback system, training, recognition and appreciation influence staff motivation, retention and career path. Retention and motivation policies were not implemented accordingly which forced them to quit. The study is relevant to the current study and provides the basis for the development of the current study. Since the study found factors influencing academic staff retention but the current study fills the gap by investigating the influence of training and development on employees’ retention. 

2.5 Research Gap TC "2.5 Research Gap" \f C \l "1"  

Mrisho, Matiku and Kipilimba (2023) found that leadership, accessibility to social services and promotion opportunities influence teachers' retention.  They further stated that training and development have an insignificant relationship with employee retention. Alam, Hassan and Al-Sharaf (2019) showed that career development has no relationship with employee retention. Similarly, Chris-Madu (2020) stated that both on the job training, off the job training and coaching do not have a relationship with employee retention. Ferdiana, Khan and Ray (2023) indicated that there was a significant simultaneous effect of career development, organizational commitment and organizational support on employee retention. Mzava and Ngirwa (2023) revealed that career development and succession planning have a positive effect on employee retention. Career paths, job security and promotion opportunities have a strong effect on academic staff retention (Matimbwa & Ochumbo, 2019). 
Nguyen and Duong (2020) stated that there is a positive relationship between training and development, job satisfaction, job performance and young employee retention.  Damei (2020) revealed a positive significant relationship between job instruction and retention.  Elsafty and Oraby (2022) found that training enhances organizational performance and is considered the main strategy to influence employee retention. Similarly, Hanai (2020) stated that training and development elements, compensation elements and work environment attributes significantly influence employee retention in workplaces.  However, the findings did not show the extent of the relationship existed between training and employee retention. The empirical literature review shows that many studies conducted on the factors affecting employee retention and the results from different researchers are not similar. Even though, training and development found as one of the factors affecting employee retention but still those empirical studies did not show the extent of its influence on employee retention. Due to those conflicting results, it is, therefore, not clear what factors influence employee retention. Also, the difference in scope of the study is another gap identified. Many empirical studies are conducted in other contexts in which results may not represent another scope like higher learning institutions. Therefore, this study fills the gap by investigating the influence of training and development on employee retention in higher learning institutions focusing the Mwalimu Nyerere Memorial Academy.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 
The conceptual framework for this study was developed from the reviewed theoretical and empirical literature review using one independent variable of training and development which consists of three variables, namely skills and knowledge development workshops, mentoring and career development opportunities and one dependent variable, namely employee retention. 
This framework is depicted in Figure 2.1.

Figure 2.1: Conceptual Framework TC "Figure 2.1: Conceptual Framework" \f F \l "1" 
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2.7 Theoretical Framework TC "2.7 Theoretical Framework" \f C \l "1" 
This study aimed to examine the influence of training and development on employee retention in higher learning institutions. In this study Training and development become the independent variable which comprises three variables namely; skills and knowledge development workshops, mentoring and career development opportunities and employees' retention is the dependent variable. In this study, training is a planned course to enable employees to learn job-related knowledge, skills and behavior to ensure effective performance in a current job. Development is a planned course to enable employees to acquire knowledge, skills, attitudes and behavior for future positions. Employee retention is the process of retaining employees in the organization. 

This theoretical framework is supported by two theories namely; human capital theory developed by Becker in 1994 and the two-factor theory developed by Frederick Herzberg in 1959. In human capital theory on intangible resource of ability, effort and time that employees bring to spend in their job is very important to motivate them to stay with the organization and determine the organization's success in a contemporary business environment. Similar to the two-factor theory which insists on the provision of advancement and growth opportunities to motivate employees. Employees who are motivated have low attrition levels and an increased likelihood of employees staying in the organization.

2.8 Statement of Hypotheses TC "2.8 Statement of Hypotheses" \f C \l "1" 
H1: Skills and knowledge development workshops have a positive influence on employee retention at MNMA.
H2: Mentorship has a positive influence on employee retention at MNMA.
 H3: Career development opportunities have a positive influence on employees’ retention at MNMA.
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Chapter Overview TC "3.1 Chapter Overview" \f C \l "1" 
This chapter covers research philosophy, research approach, research design and strategies, study population, sample and sampling techniques, data collection tool, data cleaning and processing, data analysis, measurement of variables, validity, reliability and ethical consideration.

3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
Saunders et al., (2009) describe research philosophy as the set of shared assumptions or ways of thinking about some aspect of the world.  They further argued that beliefs and experiences of researchers who undertake particular inquiries influence how they view the environments and the world surrounding them which in turn influence how knowledge is created and the process by which it is developed. Lancaster (2005) argued that in positivist philosophy, researchers are independent, concentrate on facts by testing hypotheses and there are no human interests in the study. Skoczylis (2018) argued that in positivism reality consists of what is available to the senses: that is to say, what can be seen, smelt, touched and the like. In this study, the researcher used positivist research philosophy. 
The researcher used positivist philosophy because the hypothesis and theory which were developed can be tested to explain the influence of training and development on employee retention in higher learning institutions using a case study of MwalimuNyerere Memorial Academy.  Also, positivism emphasizes objectivity in research, focusing on observable phenomena and empirical evidence. For a study on training and development's impact on employee retention, an objective analysis is crucial for understanding measurable outcomes and identifying causal relationships.
Moreover, positivist research relies on quantitative data collection methods, such as surveys, questionnaires, and statistical analysis. In the context of studying employee retention, quantitative data can provide numerical insights into retention rates, training program effectiveness, and other measurable variables. 
Additionally, Positivist research aims for generalizability, seeking to draw conclusions that apply beyond the specific context of the study. By using a positivist approach, the findings regarding the influence of training and development on retention at the Mwalimu Nyerere Memorial Academy could potentially inform broader practices in higher learning institutions. Last, positivism involves formulating hypotheses based on existing theories or empirical observations and testing them through systematic data analysis. For the study at hand, a positivist approach allows researchers to test hypotheses about the relationship between training and development initiatives and employee retention outcomes.
3.3 Research Approach TC "3.3 Research Approach" \f C \l "1" 
A research approach refers to the overarching strategy or methodological framework that guides the process of conducting a research study (Abutabenjeh & Jaradat, 2018). It encompasses the principles, procedures, and techniques used to collect, analyze, interpret, and present data to address the research questions or objectives.  There are several research approaches, qualitative, mixed research and quantitative. However, this study used a quantitative approach. Saunders et al (2014) argued that the quantitative approach can explain the causal relationship among variables and hypothesis testing using data collected in statistical characteristics. In this study, the quantitative research approach is considered to be appropriate because it enabled a researcher to measure the causal relationship between training and development toward employee retention. Furthermore, this approach helped to profile respondents’ characteristics participated in the study. 
3.4 Research Design TC "3.4 Research Design" \f C \l "1"   

Research design refers to the systematic plan or framework that outlines the procedures and methods for conducting a research study (Tobi, & Kampen, 2018). It encompasses decisions about the research questions, data collection methods, sampling strategies, data analysis techniques, and interpretation of findings. A well-designed research design ensures that the study addresses its objectives effectively and produces valid and reliable results (Dannels, 2018). The main types are experimental research design, descriptive research design, correlational research design, exploratory research design and explanatory research design.  This study employed explanatory research design.
Using an explanatory research design for the study on the influence of training and development on employee retention in higher learning institutions, specifically focusing on the Mwalimu Nyerere Memorial Academy, offers several advantages tailored to the context and objectives of the research. Moreover, explanatory research is well-suited for investigating complex relationships between variables (Benitez, Henseler, Castillo, & Schuberth, 2020). It allows for an in-depth exploration of how various aspects of training and development programs relate to employee retention within the unique environment of the Mwalimu Nyerere Memorial Academy.Also, explanatory research facilitates the identification of causal relationships between training and development initiatives and employee retention (Alnaqbi, 2011). By analyzing the data collected, researchers can ascertain whether training and development directly contribute to improved retention rates at the institution.
Last, explanatory research allows for a contextual understanding of the factors influencing employee retention within the Mwalimu Nyerere Memorial Academy (Mkunde & Mahundu, 2022). By considering the unique characteristics of the institution, such as its organizational culture, leadership style, and educational mission, the study can offer tailored recommendations for improving retention strategies

3.5 Area of the Study TC "3.5 Area of the Study" \f C \l "1" 
The area of the study is the place where the study has to be conducted. The area of the study can vary in size and nature depending on the data intended to be collected by the researcher(s). The study was conducted at the Mwalimu Nyerere Memorial Academy. The selection of this study area is because Mwalimu Nyerere Memorial Academy is one of the fast-growing public higher learning institutions in Tanzania since now it has two Campuses; the main campus at Kivukoni, Karume campus in Zanzibar and one Branch in Pemba. Furthermore, there is a plan for opening up a new campus at Dodoma, Kigoma and other regions in Tanzania. Additionally, the main campus has started to offer a Master Program in Human Resource Management which indicates that training and development is very important to the employees.

3.6 Study Population TC "3.6 Study Population" \f C \l "1" 
Study Population is the total number of subjects or the total environment of research interest (Oso & Onen, 2009). According to Kombo and Tromph (2006) defined a study population as the collection of all members of the population residing in the place within which the study is conducted taking into account consideration possession of some common features desired to understand the problem. This study used a study population of 299 employees (Source: Department of Administration-MNMA).  Since it was difficult to collect data from the entire population due to limited time and financial constraints, therefore, this study population was used to select a sample size to represent the whole population. From this study population, the researcher got the required data on the influence of training and development on employee retention. 
Table 3:1 Study Population TC "Table 3:1 Study Population" \f T \l "1" 
	Employee Category
	Total

	Academic staffs
	228

	Non-academic staffs
	71

	Grand Total
	299


Source: The Mwalimu Nyerere Memorial Academy Database, (2023)
3.7 Sample and Sampling Techniques TC "3.7 Sample and Sampling Techniques" \f C \l "1" 
3.7.1 Sample Size TC "3.7.1 Sample Size" \f C \l "1" 
Sample size refers to the number of items to be selected from the universe to constitute a sample (Oso & Onen, 2009). The sample size should neither be excessively large, nor too small; it should be optimum under the study population. In this study, the sample size of 171 derived from the total population of 299 staff of the MwalimuNyerere Memorial Academy (Main campus, Karume Campus and Pemba Branch) which are categorized into two main groups; academic staff, and non-academic staff. Probability sampling employed in the process of selecting the sample size for the investigation. The study utilises simple random sampling and stratified sampling to produce more precise variance estimates and to ensure that certain groups are represented in the sample. 

In that case, the Yamane formula (1967) was used to calculate a suitable sample size with a confidence level of 95% to extract the sample size from the total population, because it is recommended by scholars since it is a more simplified formula in calculating sample size with a high degree of precision (Singh & Masuku, 2014). Therefore the marginal of error (e) will be 0.05. Generally, the formula is:
 
Whereby; N stands for population size = 299

e - Stands for the level of precision (margin of error limit) = 0.05


n - Stands for the sample size

From the formula
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The sample size is estimated to be 171. The proportional allocation of the estimated sample size is calculated as shown in Table 3.1 below:

Table 3.2: Sample Size TC "Table 3.2: Sample Size" \f T \l "1" 
	Staff Category
	MSMEs ratio
	Proportionate Sample size 

	Academic Staffs
	228:299*171
	130

	Non-academic staffs
	71:299*171
	41

	Total                            
	171


3.7.2 Sampling Techniques TC "3.7.2 Sampling Techniques" \f C \l "1" 
Sampling techniques refer to the description of the strategies which the researcher used to select representative respondents from the target population. (Oso & Onen, 2009). There are two main sampling strategies namely probability and non-probability. This study used probability sampling to obtain the targeted sample size. Probability is one in which every unit of the population has an equal chance of being selected for the sample. In this study, Probability sampling seems to be appropriate since the units selected were widely scattered.

Stratified sampling is the process of splitting the sample frame into two separate subgroups (strata) that are defined using supplementary information on the sampling frame. The researcher used the strata of administrative staff and academic staff. The justification for using stratified sampling is to produce more precise variance estimates and to ensure that certain groups are represented in the sample.

Simple random sampling is the sampling technique in which each member of the target population has an equal and independent chance of being included in the sample. This study employed a simple random sampling to select the sample as shown in the sample frame. The study used simple random sampling because all respondents had enough information about the study. Therefore, the selected respondents provided relevant data.

3.8 Data Collection Tool TC "3.8 Data Collection Tool" \f C \l "1" 
3.8.1 Questionnaire TC "3.8.1 Questionnaire" \f C \l "1" 
The questionnaire consists of several questions printed or typed in a definite order or set of forms. In this method, the questionnaires are either sent through post, email or physically by a researcher (Kothari & Garg, 2019). This study was employed closed-ended questionnaires. The rationale of using a questionnaire to cover many respondents so as to get results which are more reliable and give respondents adequate time to think and respond to questions. Furthermore, the study was conducted on two campuses and one branch, therefore, a researcher decided to use a questionnaire to cover all places at a time.

3.9 Data Cleaning and Processing TC "3.9 Data Cleaning and Processing" \f C \l "1" 
Data cleaning involves the identification and correction of errors, inconsistencies and inaccuracies in the collected data. Common errors are occurred in data collection, data processing and data entry as well as in data transfer processes. In, this study the researcher employed techniques including visual inspection and statistical analysis to detect and correct errors to ensure the research is accurate and reliable. Also, the researcher handled the missing values by employing appropriate strategies such as imputation and deletion. Additionally, to ensure consistency of the data the researcher edited and converted data into a unified format and applied consistent units' measurement. Data processing involves the transformation of raw data into a format that is suitable for analysis, interpretation and presentation. Also, data processing includes edition, codification, and classification and tabulation data. In this study, the collected data were processed before data presentation, analysis and interpretation. 

3.10 Data Analysis TC "3.10 Data Analysis" \f C \l "1" 
Data analysis as a logical and structured way of establishing a relationship between diverse opinions in a meaningful way and logical sense with the aid of coding and computations (Henn, Weinstein & Ford (2015). This study used descriptive analysis and multiple regression analysis.

3.10.1 Regression Model TC "3.10.1 Regression Model" \f C \l "1"  

Therefore, the model guiding the analysis is illustrated as follows. 

Y = βo + β1X1 + β2X2 + β3X3 + e 

Whereby;

Y = Employees Retention 

βo = Constant Factor

β1 = Skills and knowledge
β2 = Mentorship 

β3 = Career Development 

X1= = Skills and knowledge
X2= Mentorship

X3= Career Development

e = Error Term 

3.11 Regression Assumptions TC "3.11 Regression Assumptions" \f C \l "1"  

The assumptions of ordinary least square (OLS) regression are frequently taken into consideration in a basic regression equation. The key presumptions were looked at to ensure the data met the requirements for analysis and the goals of the regression analysis. The five underlying hypotheses of the Ordinary Least Square were examined (Green, 2008; Park, 2011). Among these are the following: multicollinearity, homoscedasticity, outlier, linearity, and normalcy.

3.11.1 Linearity Assumption TC "3.11.1 Linearity Assumption" \f C \l "1" 
Only when there is a linear relationship between the independent variables can regression occur. For every increment of the predictor, the mean value of the outcome variables exhibits a straight-line trend. Using P-P graphs to display where they lie along the diagonal line, this assumption is verified (Steyerberg & Steyerberg, 2019).

3.11.2 Normality Assumption TC "3.11.2 Normality Assumption" \f C \l "1"  

For the linear regression model to function, the regression residuals, or differences between observed and predicted values, must have a normally distributed distribution (Schmidt, & Finan, 2018). To check for normalcy, utilize the histogram. The residuals should be visible as a bell-shaped distribution, displaying a normal distribution with a mean close to 0 and an SD close to 1. 
3.11.3 Outlier Assumption TC "3.11.3 Outlier Assumption" \f C \l "1" 
According to André (2022), the regression model is predicated on the idea that residual values outside of histogram 3 are outliers. Tabachnick and Fidell (2007), who claim that any number outside of the range of |3| is an outlier, support this. Generally, estimates for metrics like mean are skewed by outliers. Outliers may manipulate the sum squares to make them appear abnormal. Certain squares are frequently used to compute the standard error. Therefore, the standard error is probably going to be impacted if there is bias in the sum square within the confidence interval. Should a problem be discovered, the case value must be deleted.

3.11.4 Homoscedasticity Assumption TC "3.11.4 Homoscedasticity Assumption" \f C \l "1"  

The variance of the error term is assumed to be constant throughout the range of potential values for the independent variable in the regression. Plotting the standardized residuals (also called scatter plots) against the anticipated values revealed whether or not points are uniformly and rectangularly distributed across all independent variable values. The data is homoskedastic. When a cone-shaped pattern appears in the scatter plots, it can mean that the heteroscedasticity is being controlled with a strong standard error.

3.11.5. Multicollinearity Assumption TC "3.11.5. Multicollinearity Assumption" \f C \l "1" 
The underlying presumption of multiple regressions is that there is no substantial correlation between the independent variables and that the data are not multicollinear. To look for multicollinearity, the Variance Inflation Factor (VIF) values were utilized. Using a VIF mean cuff threshold of 5 to eliminate the causes of the multicollinearity danger is one possible remedy (Craney & Surles, 2002).

3.12 Measurement of Variables TC "3.12 Measurement of Variables" \f C \l "1" 
The selection of an appropriate measurement scale is very important in enhancing the reliability and validity of the measure. In this study, the researcher employed a closed-ended questionnaire to collect primary data. Likert scale was included in the questionnaire to measure the perception of suggested variables.  The Likert scale employed in this study was adopted and modified by the researcher to fit the current study.  Descriptive analysis and multiple regression analysis were used to analyze the collected data. Descriptive analysis was used to analyze respondents’ profiles and multiple regression was applied only to independent variables (skill and knowledge, mentorship and career development opportunities. In this study, the variables were measured by 5 5-point Likert scale. 

3.13 Validity TC "3.13 Validity" \f C \l "1" 
According to Bhattacherjee (2012), validity refers to the extent to which a measure adequately represents the underlying construct that it is supposed to measure. Validity was established using people who had advanced research techniques and validated the questionnaires before disseminating them to the respondents.  In this study, the researcher considered significantly all the comments and suggestions provided by other experinced researchers and amended them accordingly  
3.14 Reliability TC "3.14 Reliability" \f C \l "1" 
Reliability is the degree to which an instrument measures what is supposed to measure (Kothari, 2009).  According to Ellis and Levy (2009) define reliability as the degree to which measures are free from error and therefore yield consistent results. The research is considered to be reliable when the results obtained using the same instruments are consistent over time and space. In this study, Cronbach's alpha was used for each variable to ensure internal accuracy. Cronbach's reliability coefficients usually vary between 0 and 1, with greater internal reliability indicating values that are closer to 1 (Mashenene, 2016). The size of the coefficient is interpreted in such a way that a 'high' reliability coefficient (typically 0.90) is considered outstanding. In this study the reliability of both constructs was observed to be high: (0.821) for skills and knowledge development, (0.850) for mentorship programs, and (0.817) for career development opportunities, while the dependent variable employee retention was observed to be (0.912) as shown in table 3.1 below.
Table 3.3: Reliability statistics TC "Table 3.3: Reliability statistics" \f T \l "1" 
	Constructs
	Number of items
	Cronbach's Alpha (a)
	Type

	Skills and knowledge development
	5
	0.821
	High reliability

	Mentorship program
	6
	0.850
	High reliability

	Career development opportunities
	6
	0.817
	High reliability

	Employee retention
	5
	0.912
	High reliability


Source: Field Study (2023)
3.15 Ethical Consideration TC "3.15 Ethical Consideration" \f C \l "1" 
It is important to consider ethical considerations not only to protect the rights of respondents but also to ensure the integrity of the research. The researcher asked respondents to sign the informed consent form which shows the purpose and benefits associated with this study. Also, voluntary participation of encouraged and respondents were free to withdraw partially or completely. Furthermore, names and respondents' identities were not asked during data collection to protect them and ensure confidentiality and privacy. Again, the researcher maintained integrity in data collection and the report was generally reported without revealing respondents' names. Additionally, the respondents were treated with respect, dignity and courtesy when undertaking this study. Not only that but also the researcher obtained a research clearance letter from the Open University of Tanzania before starting data collection. The letter granted permission for a researcher to undertake data collection in higher learning institutions, particularly at the Mwalimu Nyerere Memorial Academy. 

CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
RESEARCH FINDINGS AND DISCUSSION TC "RESEARCH FINDINGS AND DISCUSSION" \f C \l "1" 
4.1 Chapter Overview TC "4.1 Chapter Overview" \f C \l "1" 
This chapter presents the findings and analysis of the study as well as discussion. The findings are based on three specific research objectives, which were (1) to determine the contributions of skills and knowledge development programs toward employees’ retention at MNMA, (2) to assess how mentorship influences employees’ retention at MNMA, and (3) to determine the influence of career development opportunities on employees’ retention at MNMA. In addition, research data were gathered via a questionnaire during the field survey and provided answers to the study's primary objectives and research questions.

4.2 Sample Description TC "4.2 Sample Description" \f C \l "1" 
Four demographic variables were involved, namely gender, age, education level, and length of service (experience) as shown in Table 4.1.  The Table shows that male respondents were highly participated 125 (73%) in this study rather than female respondents 46 (27%). Also, the findings show that respondents aged between 35-45 (58%) were many and the majority of respondents (72%) had an education level of Master Degree. In addition, the findings also show that the majority of employees have worked for 6-10 years. 
4.2.1 Respondent’s Distribution by Gender TC "4.2.1 Respondent’s Distribution by Gender" \f C \l "1" 
Respondents of this study were both genders of male and female who were employees at Mwalimu Nyerere Memorial Academy. The findings showed that 46 (27%) respondents were female and 125 (73%) were males.  The Table shows that male respondents were highly participated in this study rather than female respondents. This revealed that in higher learning institutions female employees are few compared to male employees. Despite this gap, the study addressed the representation of both genders. 
The findings align with a larger trend in higher education institutions, where fewer women are working there than men (Mankayi & Cheteni, 2021). There aren't enough women in education because of problems like gender bias, finding a good work-life balance, and how societal norms affect gender roles (Croxen et al., 2022; Sleeman et al., 2017; Malik et al., 2022). The study also looked at the participation of both men and women, which shows how important it is to promote gender equality at work (Mousa, 2020).

4.2.2 Respondent’s Distribution by Age TC "4.2.2 Respondent’s Distribution by Age" \f C \l "1" 
Table 4.2 shows the distribution of respondent's age.  The findings show that 5 (3%) respondents were between 18-25 years, 45 (26%) respondents were aged between 25-35 years, 99 (58%) respondents aged between 35-45 years, 17 (10%) respondents were between 46-55 years and 5 (3%) respondents were aged above 56 years. Therefore, according to these data respondents aged between 35-45 were many and this revealed that the institution is composed of an energetic workforce which is very potential in the working environment. The distribution of workers in the workforce is in line with the overall changes in the demographic composition, specifically the growing presence of elderly workers (Aiyar  & Ebeke, 2018). An important factor in comprehending workforce dynamics and productivity is the age distribution of employees since it can influence labour productivity and retirement patterns (Blau & Weinberg, 2019).

4.2.3 Respondent’s Distribution by Education Level TC "4.2.3 Respondent’s Distribution by Education Level" \f C \l "1" 
To show respondent distribution by education level is very important in this study. Table 4.3 shows the education level of respondents.  14 (8%) respondents were holders of bachelor degrees, 123 (72%) were holders of master degrees and 34 (20%) were holders of Doctorate of Philosophy (PhD). Therefore, the findings revealed that majority of employees had a Master degree. The distribution highlights the widespread presence of employees with higher education credentials. The study has demonstrated that education level has an impact on different elements of behaviour and decision-making, including practices connected to training and development, as well as preparedness for disasters (Muttarak & Pothisiri, 2018; Schnohr et al., 2017).  Moreover, the educational attainment level has a substantial effect on employee performance, as job placement and training exert a favourable influence on enhancing employee performance (Anjana, 2022).

4.2.4 Respondents Distribution by Length of Service TC "4.2.4 Respondents Distribution by Length of Service" \f C \l "1" 
This study also considered the length of service of an employee.  Table 4.4 shows that 5 (3%) respondents have worked less than 1 year, 51 (30%) respondents have worked from 1-5 years, 94 (55%) respondents have worked from 6-10 years and 21 (12%) respondents have worked for more than 10 years.  According to the findings revealed that the majority of employees have worked for 6-10 years which indicates the possibility of a low retention level. Furthermore, the study has shown that the length of service has a positive and additional impact on employee performance and, ultimately, their likelihood of staying with the organisation. This effect is shown even when considering factors such as the employee's tenure, the tenure of their team leader, and the diversity of tenure within the team (Steffens et al., 2019). The duration of employment is a pivotal determinant in comprehending employee conduct, job contentment, and productivity, as it might impact allegiance, involvement, and contentment (Raghavan & Janardhanan, 2019).

Table 4.1: Demographic characteristics of respondents TC "Table 4.1: Demographic characteristics of respondents" \f T \l "1" 
	Variable
	Response
	Frequency
	Percentage (%)

	Gender
	Male

Female

Total (n)
	125

46

171
	73

27

100

	Age
	18-25 years

26-35 years

36-45 years

46-55 years

56 years and above

Total (n)
	5

45

99

17

5

171
	3

26

58

10

3

100

	Education

Level
	Bachelor degree

Master degree

PhD

Total (n)
	14

123

34

171
	8

72

20

100

	Length of service (experience)
	Less than 1 year

From 1 - 5 years

From 6 – 10 years

Above 10 above

Total (n)
	5

51

94

21

171
	3

30

55

12

100


Source: Field data (2023)
4.3 Descriptive Statistics on Training and Development Factors (Skills & Knowledge, Mentorship and Career Development Opportunities) TC "4.3 Descriptive Statistics on Training and Development Factors (Skills & Knowledge, Mentorship and Career Development Opportunities)" \f C \l "1" 
This study further sought to explore the descriptive statistics on three major factors that influence training and development at MNMA. These factors which were adopted under the study include Skills & knowledge, mentorship, and career development opportunities. Each factor was developed by obtaining the total score of its items. The Skills & knowledge items included; Skills and Knowledge Development Workshops help me in solving job-related problems (SK1), Skills and Knowledge Development Workshops help me to uplift job performance (SK2), Skills and Knowledge Development Workshops help me to communicate and interact effectively (SK3), Skill and knowledge development workshops make me flexible (SK4), Skill and knowledge development workshops help me to commitment and loyalty (SK5). 

On the factor of mentorship, the items included; Mentoring program helps to improve my skills (M1), Mentorin programs help me to familiarize organization culture (M2), Mentoring helps me to increase job performance (M3), Mentoring programs enhance my quality of work (M4), Mentoring programs promote employee engagement (M5), and Mentoring helps me to promote self-efficacy (M6). Lastly, on career development opportunities, the items included; 
Career development opportunities acquired through seminars and workshops motivate me working (CD1), Career development opportunities help me in vertical career progression (CD2), Career development opportunities help me in succession planning (CD3), Career development opportunities help me in promotion opportunities (CD4), Career development opportunities increased my engagement in the job and organization (CD5), and Career development opportunities help me to increase job satisfaction (CD6).

In exploring characteristics of skills & knowledge, mentorship, and career development opportunities item scales, descriptive statistics using means and standard deviation were used and provided straightforward summaries about the sample and the measures. In interpretations of results, a mean score above neutral or mid-value indicates positive perception or above standards on a variable, while a mean below neutral or mid-value indicates negative perception or below standard on a concerned variable (Field, 2017). The following table 4.2, 4.3, and 4.4 summarizes the descriptives of the variables. 

Table 4.2: Descriptive statistics on Skills & knowledge TC "Table 4.2: Descriptive statistics on Skills & knowledge" \f T \l "1" 
	Item
	N
Statistics
	Mean
Statistics
	Std. Deviation
Statistics

	SK1
	171
	3.08
	1.60

	SK2
	171
	3.86
	1.58

	SK3
	171
	3.69
	1.53

	SK4
	171
	3.15
	1.66

	SK5
	171
	3.91
	1.68

	Average Mean
	3.54
	1.61


Source: Field data (2023)
Table 4.2 above provides five items on a scale of 1 to 5 with a mid-value of 3. Since the average mean value of measured items was above three (M=3.54, Sd=1.61) for skills and knowledge, it implies and suggests a generally positive perception among respondents in the context of a higher learning institution. Employees seem to agree, to a moderate extent, that these workshops positively impact various aspects of their professional lives, including problem-solving, job performance improvement, effective communication, enhanced flexibility, and the cultivation of commitment and loyalty. While the overall perception is positive, the moderate nature of the agreement signals that there is room for further exploration and potential enhancement in the effectiveness of these workshops. 

Table 4.3: Descriptive statistics on the Mentoring Program TC "Table 4.3: Descriptive statistics on the Mentoring Program" \f T \l "1" 
	Item
	N
Statistics
	Mean
Statistics
	Std. Deviation
Statistics

	M1
	171
	3.78
	1.52

	M2
	171
	3.72
	1.61

	M3
	171
	3.15
	1.55

	M4
	171
	3.95
	1.61

	M5
	171
	3.5
	1.46

	M6
	171
	3.99
	1.54

	Average Mean
	3.68
	1.55


Source: Field data (2023)
Table 4.3 above provides five items on a scale of 1 to 5 with a mid-value of 3. Since the average mean value of measured items was above three (M=3.68, Sd=1.55) for the mentoring program, the results indicate a generally positive perception among respondents towards mentorship programs within the context of a higher learning institution like the Mwalimu Nyerere Memorial Academy. 
Employees express a moderate level of agreement that these programs effectively contribute to skill improvement, cultural familiarity, job performance enhancement, improved quality of work, increased employee engagement, and the promotion of self-efficacy. The overall perception suggests that mentorship plays a valuable role in various aspects of professional development, portraying a favorable landscape for these initiatives.

Table 4.4: Descriptive statistics on Career Development Opportunities TC "Table 4.4: Descriptive statistics on Career Development Opportunities" \f T \l "1" 
	Item
	N
Statistics
	Mean
Statistics
	Std. Deviation
Statistics

	CD1
	171
	3.91
	1.53

	CD2
	171
	3.72
	1.54

	CD3
	171
	3.15
	1.67

	CD4
	171
	3.78
	1.58

	CD5
	171
	3.78
	1.61

	CD6
	171
	3.88
	1.55

	Average Mean
	3.7
	1.58


Table 4.4 above provides five items on a scale of 1 to 5 with a mid-value of 3. Since the average mean value of measured items was above three (M=3.70, Sd=1.58) for career development opportunities, the results reflect a generally positive perception among respondents regarding career development opportunities within the higher learning institution context of the Mwalimu Nyerere Memorial Academy. 
Employees express a moderate level of agreement that these opportunities, acquired through seminars and workshops, serve as motivational factors for their work, contribute to vertical career progression, aid in succession planning, open avenues for promotion, enhance overall engagement in the job and the organization, and significantly increase job satisfaction. 
This overall positive perception suggests that career development initiatives play a crucial role in fostering motivation, growth, and satisfaction among employees, indicating the potential effectiveness of the institution's approach to supporting and advancing the professional development of its workforce. 

4.4 Regression Analysis: Influence of Skills and Knowledge, Mentoring, and Career Development Opportunities on Employee Retention TC "4.4 Regression Analysis: Influence of Skills and Knowledge, Mentoring, and Career Development Opportunities on Employee Retention" \f C \l "1" 
The study further sought to investigate whether the three factors (skills and knowledge, mentoring, and career development opportunities) each have an effect on employee retention at MNMA. In this case, a multiple linear regression model was developed and thereafter tested to answer the specific objectives of the study. The model equation developed: 

Model equation:
Employee retention (Y) = βo + β1 skills and knowledge+ β2 mentorship + β3 career 
development opportunities+ e

4.4.1 Test of Regression Assumptions TC "4.4.1 Test of Regression Assumptions" \f C \l "1" 
A series of fundamental assumptions were tested to ensure the accuracy and validity of linear regression results. These assumption-testing procedures are crucial to prevent drawing incorrect conclusions from the outcomes (Field, 2017). These procedures encompass verifying that the variables used have appropriate characteristics, assessing the normality of residuals, confirming the independence of residuals, detecting outliers, ensuring the linearity of variables, examining the homoscedasticity of variables, and assessing multicollinearity (Pallant, 2020).

4.4.2 Nature of the Variables TC "4.4.2 Nature of the Variables" \f C \l "1" 
Regression analysis necessitates specific characteristics of variables: the independent variable can be either dichotomous or continuous, while the dependent variable must be continuous (Pallant, 2020). In our study, both independent variables - the skills and knowledge, mentoring, and career development opportunities, were initially measured using Likert scale items and then transformed into continuous variables by calculating total scores directly meeting the regression assumption. Similarly, the continuous dependent variable, employee, was also obtained by calculating the total score from its Likert scale items.

4.4.3 Test of Linearity TC "4.4.3 Test of Linearity" \f C \l "1" 
The linearity assumption posits that there should be a straight, linear relationship between the dependent and independent variables in a model, implying that the data points should roughly form a straight diagonal line when plotted from left to right (Pallant, 2020). In the context of this study, the linearity of model variables predicting the dependent variable, which is employee retention, was assessed. Figures 4.1, 4.2, and 4.3 depict scatterplots used to examine the linearity assumption for each independent variable against the dependent variable. The analysis revealed that the data points representing the dependent variable versus all the independent variables formed an upward trend from left to right in the first quadrant, indicating adherence to the linearity assumption.
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Figure 4.1: Scatterplot between mentorship and employee retention
 TC "Figure 4.1: Scatterplot between mentorship and employee retention" \f F \l "1" 
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Figure 4.2: Scatterplot between career development opportunities versus employee retention TC "Figure 4.2: Scatterplot between career development opportunities versus employee retention" \f F \l "1" 
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4.4.4 Test of Normality and Homoscedasticity of Residuals TC "4.4.4 Test of Normality and Homoscedasticity of Residuals" \f C \l "1" 
Both the Normal Probability Plot (P-P) and the Scatterplot serve as tools for assessing assumptions regarding the normality and homoscedasticity of the relationship between predicted scores on the dependent variable and prediction errors, as described by Tabachnick and Fidell (2019). According to their framework, these analyses rest on the assumption that residuals follow a normal distribution, their relationship can be depicted as a horizontal line, and they exhibit consistent variance irrespective of the predicted score. The Normal P-P Plot depicted in Figure 4.4, indicates that there are no significant deviations from normality, as the residuals of the dependent variable (employee retention) closely approximate a straight diagonal line when assessing the independent variables in the model. 
Additionally, the scatterplot of standardized residuals displays a relatively even distribution, with most scores concentrated in the central region, demonstrating the absence of noticeable residual patterns. Therefore, the assumption about homoscedasticity was satisfied.

Figure 4.3: Normal P-P Plot and Scatter plot for standardized residual of Model TC "Figure 4.3: Normal P-P Plot and Scatter plot for standardized residual of Model" \f F \l "1" 

4.4.5 Test for Outliers TC "4.4.5 Test for Outliers" \f C \l "1" 
Outliers in this context refer to cases with standardized residuals that are either 3.3 or less than -3.3 or those identified with Cook's distance values greater than or equal to 1. These outliers can have a distorting effect on the results, potentially leading to incorrect conclusions (Tabachnick & Fidell, 2019). In our study, we examined the model variables to explore the relationships between skills and knowledge, mentoring and career development opportunities on employee retention. The standardized residuals ranged from -1.98 to 1.65, with the minimum value at .000 and the maximum at .069 in Cook's distance. Therefore, these results substantiate that no significant or genuine outliers existed.

4.4.6 Test of Autocorrelation (Independence of Errors/Residuals) TC "4.4.6 Test of Autocorrelation (Independence of Errors/Residuals)" \f C \l "1"  
The presence of autocorrelation implies that the residuals, which are the differences between observed and predicted values, are not entirely independent but exhibit some level of dependence on each other. To investigate this dependence, the Durbin Watson (D-W) test is employed in regression models. According to a guideline established by Gujarati and Porter (2009), when the D-W statistic falls within the range of 1.5 to 2.5, it suggests the absence of autocorrelation, signifying that the residuals can be considered independent of one another. 
In the context of this specific study, the D-W ratio was computed to be 2.0 for the model. This indicated that the errors or residuals in the model variables exhibited independence from each other, reinforcing the reliability of the regression analysis conducted.

4.4.7 Test of Multicollinearity TC "4.4.7 Test of Multicollinearity" \f C \l "1" 
According to Gujarati and Porter (2009), one important assumption of any classical linear regression model is that there is no multicollinearity among the regressors (independent variables) included in the regression model. Multicollinearity is there to assess whether these regressors influence one another. The rule of thumb is that severe multicollinearity between variables exists when the variance inflation factor (VIF) is above 10 and the tolerance level is below 0.2. The results of this study, as shown in Table 4.5 below, found no multicollinearity in its regressors since both VIF and tolerance were minimal from the cut-off points.

	Independent variables
	Tolerance
	VIF

	Skills & Knowledge
	.975
	1.025

	Mentorship
	.967
	1.034

	Career development opportunities
	.984
	1.016


Table 4.5: Variance inflation factors and tolerance TC "Table 4.5: Variance inflation factors and tolerance" \f T \l "1" 
4.5 Regression Results TC "4.5 Regression Results" \f C \l "1" 
Table 4.6 provides a concise overview of the outcomes from a linear regression analysis that aimed to predict employee retention based on the independent variables under the model. The results of this analysis reveal the significance of the model employed in our study. Specifically, the model is statistically significant, as indicated by the F-statistic (F (3, 167) =90.199, p<0.001), which signifies that it effectively explains the relationship between both the independent variables and the dependent variable. 
Furthermore, the goodness-of-fit assessment of the model is exemplified by the R-square value of 0.794. In simpler terms, this means that approximately 79% of the variation in employee retention can be accounted for by the way the skills and knowledge development, mentorship and career development opportunities of employees are enforced.

Table 4.6: Multiple linear Regressions: skills and knowledge, mentoring and career Development on Employees’ retention TC "Table 4.6: Multiple linear Regressions: skills and knowledge, mentoring and career Development on Employees’ retention" \f T \l "1" 
	Variable
	Model

	
	B
	SE
	T
	p
	95%CI

	Constant
	2.544
	.895
	2.842
	.000
	[.758, 4.329]

	Skills and knowledge 
	.278
	.031
	8.862
	.000***
	[.215, .340]

	Mentoring programs
	.300
	.026
	11.389
	.000***
	[.247, .352]

	Career development
	.289
	.026
	10.995
	.000***
	[.237, .342]

	R2
	.794
	
	
	
	

	F
	90.199
	
	
	.000***
	

	Df
	3
	
	
	
	


Dependent variable: employee retention, N=171, Residual = 167*p<0.05, **p<0.01, ***p<0.001
4.5.1 Influence of Skills and Knowledge Development Workshop toward Employees’ Retention TC "4.5.1 Influence of Skills and Knowledge Development Workshop toward Employees’ Retention" \f C \l "1" 
In this study, the coefficient related to skills and knowledge development workshops demonstrated a statistically significant impact on employee retention (β = 0.278, p < 0.0001). Consequently, the hypothesis positing that the "skills and knowledge development workshops have a positive influence on employee retention" was supported. The positive beta coefficient suggests that with each additional effort made by MNMA to enrich their employees through skills and knowledge development workshops, there is a clear and substantial effect on retaining them, estimated at 27.8%.

4.5.2 Influence of Mentorship Program on Employees’ Retention TC "4.5.2 Influence of Mentorship Program on Employees’ Retention" \f C \l "1" 
In this study, the coefficient related to the mentorship demonstrated a statistically significant impact on employee retention (β = 0.300, p < 0.0001). Consequently, the hypothesis positing that "mentorship programs positively influence employee retention" was supported. The positive beta coefficient suggests that with each additional effort made by MNMA to enrich their employees through mentorship programs, there is a clear and substantial effect on retaining them, estimated at 30%.

4.5.3 Influence of Career Development Opportunities toward Employees’ Retention TC "4.5.3 Influence of Career Development Opportunities toward Employees’ Retention" \f C \l "1" 
In this study, the coefficient related to career development opportunities demonstrated a statistically significant impact on employee retention (β = 0.289, p < 0.0001). Consequently, the hypothesis positing that "career development opportunities have a positive influence on employee retention" was supported. The positive beta coefficient suggests that with each additional effort made by MNMA to create and provide their employees with opportunities to advance their careers, there is a clear and substantial effect on retaining them, estimated at 28.9%.

4.6 Discussion of the Findings TC "4.6 Discussion of the Findings" \f C \l "1" 
The study aimed to assess the influence of training and development on employee retention in higher learning institutions. The hypothesis for analysis was tested using regression analysis. The discussion elaborates on the findings information created by data analysis and compares or contrasts the current findings with what has been discovered in prior relevant studies while focusing on the study objectives. Each finding's contribution is displayed. 

4.6.1 Influence of Skills and Knowledge, Mentoring, and Career Development Opportunities on Employee Retention TC "4.6.1 Influence of Skills and Knowledge, Mentoring, and Career Development Opportunities on Employee Retention" \f C \l "1" 
The skills, knowledge, mentoring, and career development were positive perceptions among respondents in the context of a higher learning institution to influence employee retention. The study's results align with earlier research that has stressed the need to keep reviewing and changing training workshops to ensure they are still useful and effective (Dai et al., 2019; Mwaitinda & Hu, 2020). This shows how important it is to keep improving and tweaking workshop methods to get the most out of their effects on employees' skills and knowledge. The effect of workshops on professional and skill development is important for business growth and employee happiness. This shows the need for customized and effective workshop designs (Sotery&Munisi, 2022; Sufi et al., 2018).

Moreover, the positive perception is in line with the results of a study on coach education, which found that a formalized and organized mentoring programme was the most important thing for coaches' growth (Bhimani et al., 2020). Literature also backs up the worth of mentoring in developing leaders. It stresses the importance of professional and institutional structures and support for leadership development through mentoring (Kamal, 2022). 
Furthermore, the research shows that knowledge management methods have a big and positive effect on job satisfaction and performance, which can indirectly help keep employees (Alyoubi et al., 2018). The study also confirms that career development has a good effect on keeping employees, which is in line with the strong link between career development opportunities and employee retention found in the study (Hadi & Ahmed, 2018). Furthermore, the study conducted by Syech et al., (2023) found strong evidence supporting the beneficial impact of knowledge management on both staff retention and performance.

4.6.2 Influence of Mentorship on Employees’ Retention at MNMA TC "4.6.2 Influence of Mentorship on Employees’ Retention at MNMA" \f C \l "1" 
The mentorship programmes for employees were found to have statistically positive perceptions among respondents within the context of a higher learning institution like Mwalimu Nyerere Memorial Academy. The positive perception is in line with the results of a study on coach education, which found that a formalized and organized mentoring programme was the most important thing for coaches' growth (Bhimani et al., 2020). Literature also backs up the worth of mentoring developing leaders. It stresses how important it is for professional and institutional structures and support for leadership development through mentoring (Kamal, 2022).

Moreover, the results align with the existing body of research, which emphasizes the favourable influence of mentorship initiatives on employee retention (Ingersoll & Strong, 2018). Moreover, the study showcases the efficacy of mentorship initiatives in fostering the growth of public health executives, affirming the idea that these programmes play a role in retaining employees (Bhimani et al., 2020). 
Moreover, the study highlights the significant influence that mentoring can have on the overall well-being of both educators and students, eventually affecting their likelihood of staying in their respective roles (Kutsyuruba & Godden, 2019).

4.6.3 Influence of Career Development Opportunities on Employees' Retention at MNMA TC "4.6.3 Influence of Career Development Opportunities on Employees' Retention at MNMA" \f C \l "1" 
The results reflect a generally positive perception among respondents regarding career development opportunities within the higher learning institution context of the Mwalimu Nyerere Memorial Academy. Moreover, this positive view is in line with the important role that career chances play in supporting employee development within an organization and preparing workers for good job opportunities (Kraemer et al., 2018). Moreover, giving employees chances to advance in their careers has been connected to higher job happiness and loyalty (Wickramaratne, 2021). The study also shows that workers who are very dedicated to their company see more chances to advance in their careers (Weer&Greenhaus, 2019). In addition, the results are in line with the research that has been conducted, which highlights the significance of career development opportunities in predicting employee commitment and subjective career satisfaction, as well as their major impact on employee retention (Wickramaratne, 2021).

CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS TC "SUMMARY CONCLUSIONS AND RECOMMENDATIONS" \f C \l "1" 
5.1 Overview TC "5.1 Overview" \f C \l "1" 
This chapter encompasses the summary of the findings; conclusion, and recommendations. It also contains suggested areas for further studies.

5.2 Summary of the Key Findings TC "5.2 Summary of the Key Findings" \f C \l "1" 
This part presents the summary of the major findings chronologically based on the research objectives from the first to the third objective. 

5.2.1 The Influence of Skills, and Knowledge Development Workshops on Employees’ Retention at MNMA TC "5.2.1 The Influence of Skills, and Knowledge Development Workshops on Employees’ Retention at MNMA" \f C \l "1" 
The first objective sought to determine the influence of skills, mentoring and career development workshops towards employee retention at MNMA. The researcher sought to evaluate the influence of skills and knowledge, mentoring, and career development workshops on employee retention at MNMA. The examination of the collected data unveiled interesting observations regarding the participants' perspectives on the efficacy of these workshops. 

The data indicated that the mean value of the tested items about skills and knowledge workshops was determined to be above three, with a mean of 3.54 and a standard deviation of 1.61. The data indicates an overall favourable perception among the respondents at MNMA. Employees expressed a moderate level of consensus regarding the beneficial influence of these courses on several facets of their professional lives. These encompass advancements in resolving issues, work efficiency, proficient interaction, increased adaptability, and the fostering of dedication and allegiance.

Also, the study found that the employees' overall favourable sentiments suggest that they see the skills and knowledge workshops favourably within the framework of a higher learning institution. Respondents recognize that these courses enhance their professional growth and job-related skills as well as promoting a favourable atmosphere in the workplace.

5.2.2 The Influence of Mentorship on Employees’ Retention at MNMA TC "5.2.2 The Influence of Mentorship on Employees’ Retention at MNMA" \f C \l "1" 
The second objective sought to examine how mentorship programs influence employee retention at MNMA. The results provided valuable insights into the participants' perspectives regarding the impact of these programmes. The study found that the average mean value of measured items related to mentorship programs was found to be above three (M=3.68, Sd=1.55). This indicates a generally positive perception among the respondents at MNMA. Employees expressed favourable views regarding the mentorship initiatives implemented within the institution.

Moreover, the results indicated that mentorship programmes are regarded favourably within the framework of a higher learning institution such as MNMA. Respondents recognize the potential advantages of mentorship in their professional growth, job contentment, and overall longevity within the organization. MNMA might regard these programmes as strategic retention measures, allocating resources to the continuous support and growth of its people.

5.2.3 The Influence of Career Development on Employee Retention at MNMA TC "5.2.3 The Influence of Career Development on Employee Retention at MNMA" \f C \l "1" 
The third research objective sought to explore the influence of career development opportunities on employee retention at MNMA. The examination of the gathered data produced valuable observations on the participants' perceptions regarding the impact of these opportunities. The mean value of assessed items related to professional development possibilities was determined to be over three, with a mean of 3.70 and a standard deviation of 1.58. The data suggests that the respondents at MNMA generally hold a good perception. Employees reported positive opinions regarding the career development opportunities offered within the organization.

Moreover, the findings indicate that career advancement prospects are regarded favourably within the educational setting of MNMA. Respondents acknowledge the significance and influence of career development programmes in improving their professional advancement, learning of skills, and general contentment with their jobs. Building a good reputation for an organization depends on people thinking there are good chances for career growth. MNMA can show that it cares about its employees' growth and development, which will make it more appealing to both present and potential employees.

5.3 Conclusion TC "5.3 Conclusion" \f C \l "1" 
Based on the study findings, the conclusion was made based on the three research objectives as follows; 
Firstly, on the first objective, it is concluded workshops focused on skills, knowledge, and career development have a significant impact on employees' perspectives and professional advancement at MNMA. The presence of a positive sentiment highlights the significance of allocating resources towards these endeavours to cultivate employee contentment, enhance employee retention, and ultimately contribute to the general prosperity of the organization. By implementing strategic improvements and tailoring these workshops based on employee feedback, MNMA can boost their effectiveness and contribute to a vibrant and energetic work environment.

Secondly, on the second objective, it is concluded that within the context of MNMA, the findings provide light on the significance of mentoring in the process of building favourable employee impressions. The positive sentiment shows that these programmes contribute to the satisfaction of employees, the progress of their professional careers, and, as a result, the retention of those employees. The continuous emphasis on and enhancement of mentorship and efforts can further strengthen the institution's commitment to employee development, thereby building a culture of growth-oriented and supportive leadership in the workplace. This is something that MNMA is working to do as it moves forward.
Thirdly, on the third objective, it is concluded that the results highlight the value of career development possibilities in influencing favourable employee impressions at MNMA, showing that these chances are important. This positive mood shows that these opportunities contribute to the pleasure of employees, the progress of their professional careers, and, as a result, the retention of those employees. The continuous emphasis on and enhancement of career development activities can further strengthen the institution's commitment to employee progression, thereby building a culture of growth-oriented and supportive workplaces. This is something that MNMA is taking into consideration as it moves forward.
5.4 Implication of the Study TC "5.4 Implication of the Study" \f C \l "1" 
The study also presented the impilcations for the policy makers, implications for industry, theoretical implications and methodological implications. 
5.4 Implication of the Study

The study also presented the impilcations for the policy makers, implications for industry, theoretical implications and methodological implications. 

5.4.1 Implications for Policy Makers

The study concludes that policy implication in this study is based on the observation that the research findings can help in the development and implementation of HR policies and strategies that can increase employee retention. Specifically, the study reveals that factors such as skill and knowledge development workshops, mentorship programs, and career advancement opportunities are critical in enhancing employee retention within higher learning institutions, with a focus on MNMA context. Policymakers are positioned to play a crucial role in crafting and enacting HR policies that effectively contribute to this objective. In light of these insights, it is prudent to develop and implement comprehensive internal training and development policies to promote employee retention. The findings demostaretd a robust relationship between training and development initiatives and employee retention rates, underlining the necessity for the formulation and implementation of targeted HR policies and strategies within HLIs to secure employee loyalty and commitment.
5.4.2 Implication for the Industry
The results of this study suggest that workshops focused on skills and knowledge development, along with mentorship and career advancement opportunities, have a beneficial impact on employee retention. Consequently, allocating resources towards training and development initiatives within higher learning institutions may lead to a notable decrease in employee turnover rates, as both academic and administrative personnel are more inclined to remain with institutitions that emphasize professional growth. In the specific environment of higher learning institutions, employee retention is particularly critical, as high turnover can disrupt the academic environment and diminish the quality of service provided. Furthermore, institutions that invest in training and development are better positioned to attract skilled and capable professionals, thereby maintaining a competitive advantage in the educational sector. Notably, improving employee retention may also result in reduced recruitment costs, as institutions can rely on their already qualified and well-trained staff instead of continually seeking new external candidates. Additionally, the savings associated with lower hiring costs could enhance financial efficiency, allowing institutions to allocate resources toward other beneficial areas, such as technological advancements, expanded employee benefits, improved learning and teaching facilities, and tailored student services.
5.4.3 Theoretical Implication

This study, grounded in an extensive review of employee retention literature, integrates elements from Human Capital Theory (1960) and Herzberg’s Dual Factor Theory (1966) to examine the determinants of employee retention within higher learning institutions, with a focus on MNMA context. The chosen frameworks inform the analysis of how factors such as skills and knowledge development workshops, mentorship, and career development opportunities impact employee retention. While Human Capital Theory originated from economic research and Herzberg's motivation-hygiene theory was initially devised to explore employee motivation, both theories are applied in this investigation to assess employee retention.  Thus, this studyadds to the existing literature by demonstrating that factors derived from economic and motivation theories can be relevant in understanding employee retention. Numerous empirical studies have previously confirmed the relevance of Human Capital Theory and Herzberg’s Two-Factor Theory in the  in higher learning institutions (Gerhart & Feng, 2020; Sima et al., 2020; Kassa, 2015; Msengeti & Obwogi, 2015; Hanai, 2020). For instance, Hanai (2020) utilized Herzberg's framework and found that elements such as training and development related to career planning, equitable compensation, and conducive work environments significantly influenced employee retention. Similarly, Butabuzi (2019) identified key factors affecting the retention of academic staff, including training opportunities, job satisfaction, remuneration, promotion prospects, workplace conditions, flexible scheduling, and levels of employee engagement. The results of the current study indicated employee retention is linked with skills and knowledge development workshops, mentorship and career development opportunities. Therefore, the current study has finally developed the models that can be used for further testing of the proposed factors of employee retention in similar or diverse contexts.

5.4.4 Methodological Implications

The present investigation has enhanced the application of multiple regression analysis to examine employee retention within higher learning institutions in Tanzania, with a particular focus on the Mwalimu Nyerere Memorial Academy. The methodological framework established in this study serves as a valuable reference for other researchers exploring the theme of employee retention. Specifically, elements such as research philosophy, validity and reliability, data collection instruments, variable selection, and sampling procedures are delineated, offering insights into the methodological intricacies associated with data acquisition in the context of local higher education institutions. Furthermore, the applicationof a quantitative approach within the Tanzanian setting has demonstrated the effectiveness and relevance of quantitative research methodologies in addressing issues pertinent to developing countries. Some prior studies (Ghani et al., 2022) adopted qualitative methods in studying employee retention which largely limit generalization of findings to a population rather it favors the generalization of findings to the theories or the sample alone. So, the adoption of quantitative method in investigating factors that influence employee retention favor the generalization of findings to the population. The current study has contributed in providing a better understanding on the influence of training and development on employee retention in higher learning institutions. As compared to other studies (Barkhuizen, Lesenyeho & Schutte, (2020; Nguyen & Duong (2020) which were done in other higher learning institutions in other countries. Thi study has established a link of training and development toward employee retention.in HLIs with a focus on MNMA. Other scholars ((Kurdi & Alshurideh, 2020)) have argued that each unique population tends to have unique factors that influence employee retention. This study has advanced the methodological implications targeting unique study populations of Higher Learning Institutions in Tanzania. 

This research has added to the existing literature by presenting findings that align with the established sample size guidelines necessary for conducting descriptive and multiple regression analyses. The emphasis placed on the importance of a sufficient sample size underscores its role in yielding meaningful insights within a research project. Furthermore, these findings can serve as a rationale for recommending analogous sample sizes in future studies, enhancing the methodological rigor of for upcoming research.
5.5 Recommendations TC "5.5 Recommendations" \f C \l "1" 
Based on the study findings, the following are the recommendations as per the specific objectives of the study. 

5.5.1 The Influence of Skills, and Knowledge Development Workshops on Employees’ Retention at MNMA TC "5.5.1 The Influence of Skills, and Knowledge Development Workshops on Employees’ Retention at MNMA" \f C \l "1" 
The first objective of the study was to determine the influence of skills, and knowledge workshops toward employees' retention at MNMA. The following are recommendations:
i. Enhancement of Skills and Knowledge Workshops

Given the positive perception of skills and knowledge workshops with a mean value of 3.54, it is recommended that MNMA continue to invest in and enhance these workshops. Increasing the frequency and variety of these workshops can address specific skill gaps and further improve employees' problem-solving abilities, work efficiency, and adaptability. Tailor the content of these workshops to the specific needs of different departments to ensure that all employees benefit from targeted skill development.

ii. Linking Workshops to Organizational Goals

Ensure that the objectives of skills, mentoring, and career development workshops are aligned with MNMA’s broader organizational goals. This alignment can help employees see the direct impact of their personal development on the organization’s success, enhancing their sense of purpose and loyalty. Develop metrics to track the impact of these workshops on organizational performance, such as improvements in productivity, employee satisfaction, and retention rates, and use this data to make informed decisions about future programs. 

5.5.2 The Influence of Mentorship on Employees’ Retention at MNMA TC "5.5.2 The Influence of Mentorship on Employees’ Retention at MNMA" \f C \l "1" 
The second objective of the study was to examine the influence of mentorship and coaching on employee retention at MNMA. The following are recommendations:
i. Formalizing and Expanding Mentoring Programs

The data suggests a favourable view of mentoring, highlighting its importance in employee retention. MNMA should formalize its mentoring programs by assigning mentors to new employees and those seeking career advancement. Regularly evaluate and update the mentoring programs to incorporate feedback from both mentors and mentees, ensuring the program remains relevant and effective. 

ii. Promote a Culture of Mentorship 

Foster a culture that values and encourages mentorship throughout MNMA. Recognize and reward employees who actively participate as mentors as well as those who demonstrate significant growth and development through these programs. Use internal communication channels to highlight success stories and testimonials from participants, showcasing the positive impact of mentorship on career development and job satisfaction. 
iii. Integrate mentorship with Career Development Plans

Integrate mentorship programs with individual career development plans. Ensure that these programs are aligned with employees’ professional goals and organizational objectives, providing clear pathways for career advancement. Regularly review and update career development plans in collaboration with mentors to ensure they remain relevant and supportive of employees’ aspirations.

5.5.3 Influence of Career Development Opportunities on Employees' Retention at MNMA TC "5.5.3 Influence of Career Development Opportunities on Employees' Retention at MNMA" \f C \l "1" 
The third objective of the study was to examine the influence of career development opportunities on employee retention at MNMA. The following are recommendations:
i. Create Individualized Career Development Plans

Implement individualized career development plans for employees. These plans should be tailored to each employee’s career aspirations, skills, and professional development needs. Regular reviews and updates to these plans can help ensure they remain relevant and supportive. Encourage managers and supervisors to actively engage with employees in the creation and monitoring of these career development plans.

ii. Provide Continuous Learning Opportunities

Foster a culture of continuous learning by providing ongoing educational opportunities, such as online courses, certifications, and access to relevant conferences and seminars. Establish partnerships with educational institutions to offer employees opportunities to pursue higher education degrees or specialized training programs at discounted rates. 

iii. Conduct Regular Career Development Assessments

Implement regular assessments and feedback mechanisms to evaluate the effectiveness of career development programs. Solicit feedback from employees on their satisfaction with the available opportunities and their perceived impact on their professional growth. Use the feedback to continuously improve and adapt career development programs to better meet the needs of employees. 
5.6 Limitation of the Study TC "5.6 Limitation of the Study" \f C \l "1" 
Similar to other studies, this study was not free from limitations. Employee’s biased responses toward their employing organization undermined the truthiness of the respondents’ information. Also, it is important to note that the sample size of the study was restricted to personnel of MNMA, which did not include the larger populations that are present in other institutions in Tanzania. The reason for this was that the researcher was working with limited financial resources. Because the research was conducted primarily at MNMA, it is possible that the conclusions of the study will not apply to other higher education institutions because these institutions have different cultures, rules, or personnel demographics.

5.7 Areas for Further Studies TC "5.7 Areas for Further Studies" \f C \l "1" 
 This study focused on the influence of training and development on employee retention in higher learning institutions. Further research is advised to focus on comparative studies: Identifying the most successful methods of training and development, mentorship models, and career development can be accomplished by comparing the effectiveness of various training and development procedures. The study delimited itself on one Higher Learning Institution namely Mwalimu Nyerere Memorial Academy (MNMA), so the study recommends further studies should be conducted in other learning institutions including private higher learning institutions to show the influence of training and development in higher learning institutions. 

REFERENCES TC "REFERENCES" \f C \l "1" 
Abbasi, S. M &Hollman, K.W. (2000).Turnover: The Real Bottom Line. Public personnel Management, 29 pp 333-342.

Abutabenjeh, S., & Jaradat, R. (2018). Clarification of research design, research methods, and research methodology: A guide for public administration researchers and practitioners. Teaching Public Administration, 36(3), 237-258.

Aiyar, S. & Ebeke, C. (2018). The impact of workforce aging on European productivity.
IMF Working Papers, 16(238), 1.https://doi.org/10.5089/9781475559729.001.

Alnaqbi, W. (2011). The relationship between human resource practices and employee retention in public organisations: an exploratory study conducted in the United Arab Emirates.

Alyoubi, B. A., Hoque, M. R., Alharbi, I. M., Alyoubi, A. A., &Almazmomi, N. K.
(2018). Impact of knowledge management on employee work performance: evidence
from saudiarabia. The International Technology Management Review, 7(1), 13.
https://doi.org/10.2991/itmr.7.1.2. 

Anjana, C. (2022). Human resources analysis of education, training and job placement in
improving employee performance.Ilomata International Journal of Management, 3(1),
416-429. https://doi.org/10.52728/ijjm.v3i1.401. 
Ashoton, A.S. (2017). “What a Human Resources Management Best Practice Influence
Employee Satisfaction and Job Retention in Thai Hotel Industry.Journal of Human
Resources in Hospitality & Tourism.1-25.
Astuti, R. J. & Harnuansa, H. A. (2022). The effect of employee training on organizational
commitment and turnover intention: a mediating role of job satisfaction. Journal of
Economics, Management and Trade, 61-69.
https://doi.org/10.9734/jemt/2022/v28i830430. 

Barkhuizen, N, Lesenyeho, D, & Schutte, N. (2020). Talent Retention of Academic Staff in South African Higher Education Institutions.International Journal of Business and Management Studies Vol 12 (1), pp 1309-8047 

Becker, G.S. (1993). Human Capital: A theoretical and Empirical Analysis with Special
Reference to education. 3rd edition. Chicago, IL: University of Chicago Press.

Benitez et al., (2020). How to perform and report an impactful analysis using partial least squares: Guidelines for confirmatory and explanatory IS research. Information & management, 57(2), 103168.

Bhimani, H., Roitenberg, J., &Suarly, M. (2020). Promising practices: triple m—a
coaching and mentorship program for public health leadership development. Health
Promotion Practice, 22(3), 304-308. https://doi.org/10.1177/1524839920940707. 
Blau, D. M. and Weinberg, B. A. (2019). Why the us science and engineering workforce is
aging rapidly. Proceedings of the National Academy of Sciences, 114(15), 3879-3884.

https://doi.org/10.1073/pnas.1611748114. 
Chris-Madu, A (2020). Exploring Training and Development as a Motivational Tool for Sustaining Employee Retention within the Irish Retail Industry.Thesis.

Croxen et al., (2022).Sharing stories of
mothering, academia and the covid 19 pandemic: multiple roles, messiness and family
wellbeing.INYI Journal.https://doi.org/10.25071/1929-8471.98
Dai et al.,(2019).An enhanced estimation of distribution algorithm for energy-efficient job-shop scheduling problems with
transportation constraints.Sustainability, 11(11), 3085.
https://doi.org/10.3390/su11113085. 
Dutta, A.B &Barnerjee, S. (2014). Study of Employee Retention. International Journal of Business Management and Research, 4 (1), 2249-6920.

Ferdiana, S, Khan, Z, & Ray, S. (2023). Investigating the Impact of Career Development, Organizational Commitment, and Organizational Support on Employee Retention. Journal of Management Studies and Development Vol. 2 (2) No. 02, pp. 117-128

Field, A. (2017). Discovering Statistics Using IBM SPSS Statistics. (5th Ed). Sussex: Sage-edge publishers

Gan, J. L., & Halimah, M.Y. (2019). The Relationship between Training and Employees’ Retention: A Review Paper. International Journal of Entrepreneurship and Management Practices, 2 (5), 16-24
Gerhart, B. & Feng, J. (2021). The resource-based view of the firm, human resources, and human capital: Progress and prospects. Journal of management. sagepub.com
Ghani et al., (2022). Challenges and strategies for employee retention in the hospitality industry: A review. Sustainability, 14(5), 2885. mdpi.com
Gujarati, D. & Porter, D. (2009).Basic econometrics. (5th Ed). Boston: McGraw Hill

H.Mutabuzi, H. (2019). “Factors Affecting Academic Staff Retention at the College of
Business Education in Tanzania”.Dissertation for the award of Masters in Human
Resource Management at Mzumbe University.

Hadi, N. U. & Ahmed, S. (2018). Role of employer branding dimensions on employee
retention: evidence from the educational sector. Administrative Sciences, 8(3), 44.

https://doi.org/10.3390/admsci8030044. 
Hanai, A. E. (2020). Factors Influencing Employee Retention in Banking Institutions in Tanzania: A Case of Selected Banks in Dar es Salaam Region. [“eprintfieldopt   thesis type phd” not defined, The Open University of Tanzania.


https://doi.org/10.30537/sijmb.v7i2.586. 

Ingersoll, R. & Strong, M. (2018).The impact of induction and mentoring programs for
beginning teachers. Review of Educational Research, 81(2), 201-233.
https://doi.org/10.3102/0034654311403323. 
Kamal, M. (2022).A blended tot model for developing efl teacher trainers’ coaching and
mentoring performance and students’ achievement. 33(131), 59-92.
https://doi.org/10.21608/jfeb.2022.285466. 

Kassa, T. (2015). Employee Motivation and its Effect on Employee Retention in Ambo Mineral Water Factory. International Journal of Advance Research in Computer Science and Management Studies. 3(3): 10 - 21.

Kombo, D. K & Tromp, D, A (2014).Proposal and Thesis Writing: Introduction.14th edition. Makuyu: Paulines Publications Africa

Kothari, C.R & Garg, G. (2019).Research Methodology.Methods and Techniques. 4th edition,
New Delhi: New Age International (P) Limited.

Kraimer et al., (2018). Antecedents
and outcomes of organizational support for development: the critical role of career
opportunities. Journal of Applied Psychology, 96(3), 485-500.
https://doi.org/10.1037/a0021452. 
Kurdi, B. & Alshurideh, M. (2020). Employee retention and organizational performance: Evidence from banking industry. Management Science Letters. growingscience.com
Kutsyuruba, B. & Godden, L. (2019).The role of mentoring and coaching as a means of
supporting the well-being of educators and students.International Journal of Mentoring and Coaching in Education, 8(4), 229-234.https://doi.org/10.1108/ijmce-12-2019-081. 
Kyndt et al., (2019). Employee retention:
organisational and personal perspectives. Vocations and Learning, 2(3), 195-215.
https://doi.org/10.1007/s12186-009-9024-7. 
Lancaster, G. (2005). Research Methods: A Concise Introduction to Research in Managements
and Business Consultancy. London: Butterworth-Heinemann.
https://builtin.com/recruiting/employee-turnover-statistics. 

Ldama, J. &Bazza, M.I. (2015).Effects of training and development on employees’ retention in selected banking institutions in Adamawa state-Nigeria.European journal of Business and Management.7 (36):96-101.

Malik et al., (2023).Barriers to gender equity for female healthcare academicians and researchers in
Pakistan: is it still an issue? Frontiers in Public Health, 10.
https://doi.org/10.3389/fpubh.2022.981178
Mankayi, M. and Cheteni, P. (2021). Experiences of female deans in South African
universities: a phenomological study. Cogent Education, 8(1).
https://doi.org/10.1080/2331186x.2021.1981199
Methimaran, K.B & A. A. Kumar, A. A. (2017). “Employee Retention Strategies”-Empirical
Research.Global Journal of Management & Business Research: E-Marketing 17(1),
16-22

Mkunde, B. M., & Mahundu, F. G. (2022). Academic Staff Mobility in Tanzania’s Higher Learning Institutions: Understanding the Push and Pull Factors.

Mousa, M. (2020). Does gender diversity affect workplace happiness for academics? The
role of diversity management and organizational inclusion. Public Organization
Review, 21(1), 119-135. https://doi.org/10.1007/s11115-020-00479-0
Mrisho, H, Matiku, E. & Kipilimba, T. (2023).A Comparative Analysis on Factors Influencing Teacher Retention in Rural Public Primary Schools in Tanzania: The Case of Kilolo, Mufindi and Iringa Rural Public Primary Schools in Iringa Region. East African Journal of Education Studies, Volume 6 (3).

Msengeti, D.M. &Obwogi, J. (2015). Effects of pay and work environment on employee
retention: A Study of Hotel Industry in Mombasa County. International Journal of
Scientific and Research Publications. 5(4): 2250-3153.

Muhoho, J.M.E. (2014). Assessment of factors influencing employee retention in Tanzania’s
work organizations.International Journal of Innovation and Applied Studies. 9(2):687
697

Mule, M, Rintari, N, & Moguche, A. (2019).Relationship between Career Development and Employee Retention in Country Government of Meru in Kenya. African Journal of Emerging Issues. 2663-9335

Muttarak, R. & Pothisiri, W. (2018). The role of education on disaster preparedness: case
study of 2012 Indian ocean earthquakes on thailand'sandaman coast. Ecology and
Society, 18(4).https://doi.org/10.5751/es-06101-180451. 
Mwaitinda, B. M. & Hu, P. (2020). Causal relationship of employee loyalty &amp;
organizational commitment based on satisfaction model. International Journal of
Scientific and Research Publications (IJSRP), 10(3), p9921.
https://doi.org/10.29322/ijsrp.10.03.2020.p9921. 
Mzava, H. Y. & Ngirwa, C.C. (2023).Talent Development Practices on Employee Retention: An Experience of Commercial Banks in Tanzania. International Journal of Business Management and Economic Review.Vol. 6 (1).

Naris, N.S &Ukpere, I.W. (2010).Developing a retention strategy for qualified staff at the
Polytechnic of Namibia.Africa Journal of Business Management.Vol. 4(6), pp.1078
1084.

Noe, R.A. (2020). Training and Development.8th edition. New York: McGraw Hill Education
Publisher.

Oso, W.Y& Onen, D. (2009).Writing Research Proposal and Report. The JomoKenyata Foundation, Kenya

Pallant, J. (2020). SPSS Survival Manual: A step by step guide to data analysis using IBM SPSS. (7th Ed). London: Routlege

Powell, R. (1991). Basic Research Methods for Librarians.2nd edition.Norwood N.J Ablex.
Presbitero, A, Roxas, B &. Chadee.D. (2016). “Looking Beyond HRM Practices in Enhancing Employee Retention in BPOS: Focus on Employee-Organization Value Fit”.The International Journal of Human Resource Management. 27(6):635-652.
Qasim, A. (2020). The impacts of high employee turnover in the UAE hospitality industry. Human Capital in the Middle East: A UAE Perspective. researchgate.net
Raghavan, S. & Janardhanan, S. V. (2019).Investigating employees’ tenure and
performance among middle managers: the moderating role of psychological
empowerment.International Journal of Academic Research in Business and Social
Sciences, 9(6).https://doi.org/10.6007/ijarbss/v9-i6/5971. 
Saira et al., (2020). Training effectiveness and employee outcomes: a study of an Australian manufacturing organization. European Journal of Training and Development. 45(4/5), 301-319. https://doi.org/10.1108/ejtd
03-2020-0052. 

Saunder, et al., (2009).Research Methods for Business Students.5th edition. England. Person
Education Limited.

Schnohr et al., (2017). Does educational level influence the effects of smoking, alcohol,
physical activity, and obesity on mortality? a prospective population study.
Scandinavian Journal of Public Health, 32(4), 250-256.https://doi.org/10.1177/140349480403200403. 
Schultz, T.W. (1982). Investing in people: The economics of population quality.University of
California.

Shanghvi, I. (2012). Retaining Immigrants in rural Communities Employee Retention
Strategies, Rural Development Institution.

Sima, V., Gheorghe, I. G., Subić, J., & Nancu, D. (2020). Influences of the industry 4.0 revolution on the human capital development and consumer behavior: A systematic review. Sustainability. mdpi.com
Sirtuy, E. (2015). Perceived Influence of learning and development on employee’s retention.

Skocylis, J. (2018). Applying Research.Sage Publishers, London, United Kingdoms.

Sleeman, K. E., Koffman, J., & Higginson, I. J. (2017).Leaky pipeline, gender bias, self
selection or all three?a quantitative analysis of gender balance at an international
palliative care research conference. BMJ Supportive &Amp; Palliative Care, 9(2), 146 148. https://doi.org/10.1136/bmjspcare-2016-001211
Sotery, P. & Munisi, H. I. (2022). Examining the effect of knowledge management on
performance of small firms in dare es salaam: a case study of garage workshops in
temeke district, dares salaam, Tanzania. East African Journal of Business and
Economics, 5(1), 48-61. 

https://doi.org/10.37284/eajbe.5.1.549. 
Steffens et al., (2019). Organizational tenure and
employee performance. Group &Amp; Organization Management, 39(6), 664-690.
https://doi.org/10.1177/1059601114553512. 
Sufi et al.,
(2018). Ten simple rules for measuring the impact of workshops.PLOS Computational
Biology, 14(8), e1006191.https://doi.org/10.1371/journal.pcbi.1006191. 
Syech, S., Anisah, A., & Sari, A. P. (2023).Employee performance model based on knowledge management and employee retention.J-Mas (JurnalManajemen Dan
Sains), 7(2), and 1391.https://doi.org/10.33087/jmas.v7i2.983. 
Tabachnick, B. G., &Fidell, L. S. (2019). Using Multivariate Statistics (7th ed.). London:
Pearson.

Tettey, J.W. (2006). Staff Retention in African Universities. Elements of Sustainable Strategy,
Washington, DC: World Bank.

Thirupathy, A. & Dhayalan, C. (2016).Employee retention and turnover using Motivational
Variables at India.International Journal of Research. 4(8):1-9.

Umamaheswari, S. & Krishnan, J. (2016). Workforce retention: Role of work environment,
organization commitment, supervisor support and training and development in India. Journal of industrial Engineering and Management. 9 (3):612.

Weer, C. H. and Greenhaus, J. H. (2019). Managers’ assessments of employees’ organizational career growth opportunities: the role of extra-role performance, work
engagement, and perceived organizational commitment. Journal of Career
Development, 47(3), 280-295. https://doi.org/10.1177/0894845317714892. 
Wickramaratne, W. (2021). Role of perceived career development opportunities in
predicting employee commitment and subjective career satisfaction of middle
managers in commercial banks in srilanka. Sri Lanka Journal of Social Sciences and
Humanities, 1(1), 23-32. https://doi.org/10.4038/sljssh.v1i1.27. 
Yamane, T. (1967).Statistics, an Introductory Analysis.2 edition. New York: Harper and Row.
Yousaf et al., (2020). Impact of training, job rotation and managerial coaching on employee commitment in context of banking
sector of Pakistan. Sukkur IBA Journal of Management and Business, 7(2), 60-72.

APPENDICES TC "APPENDICES" \f C \l "1" 
Closed Handed Questionnaire

Research on the influence of training and development on employees’ retention in higher learning institutions.

Dear respondent

I, Hassani Hamisi Hassani a student of the Open University of Tanzania pursuing Master of Human Resource Management (MHRM) as part of my academic curriculum. I am conducting research to examine the influence of training and development on employees’ retention in higher learning institutions. This research work is one of the requirements for the award of Master of Human Resource Management. I hope to get relevant information from you as a stakeholder in matters that are important for this study. The study is solely for academic purposes and the information given will be treated with strict confidentiality. The questionnaire is mainly intended for education purposes and would not be used for any other purpose. Thank you very much for your understanding. I therefore, humbly request you to spare some time and answer the following questions.

SECTION A: BASIC PROFILE OF RESPONDENT

Please put a tick the most appropriate answer.
1. AGE (YEARS)

	
	YEAR
	TICK

	1.1
	 From 18 to 25
	

	1.2
	From 26 to35
	

	1.3
	From 36 to 45
	

	1.4
	From 46 to55
	

	1.5
	56-above
	


2. GENDER

	
	GENDER
	TICK

	2.1
	Male
	

	2.2
	Female
	


3. LEVEL OF EDUCATION



	
	LEVEL OF EDUCATION
	TICK

	4.1
	Certificate
	

	4.2
	 Ordinary Diploma 
	

	4.3
	Bachelor Degree
	

	4.4
	Master 
	

	4.5
	PhD Above
	


4. How long have you been working with your current employer?
a) Below 1 year
b) From 1 to 5 years
c) From 6 to 10 years
d) Above 10 years
SECTION B: QUESTIONS RELATED TO OBJECTIVE NO.1, 2 AND 3. 

5. How would you rate your agreement/disagreement with the following statements which address the independent variable of skills and knowledge on employees. Please put a tick on the appropriate cell, 

Strongly Disagree (1),

Disagree (2), 

Neutral (3),

Agree (4) 

Strongly Agree (5).
	
	
Statements
	1
	2
	3
	4
	5

	5.1
	Skills and knowledge development workshops help me in solving job related  problem
	
	
	
	
	

	5.2
	Skills and knowledge development workshops help me to uplift job performance
	
	
	
	
	

	5.3
	Skills and knowledge development workshops help me  to communicate and interact effectively and this motivate me to stay 
	
	
	
	
	

	5.4
	Skill and knowledge development workshops makes me to be flexible and this motivate me to stay
	
	
	
	
	

	5.5
	Skill and knowledge development workshops help me to commitment and loyalty which in turn increasing staying decision
	
	
	
	
	


6. How would you rate your agreement/disagreement with the following statements which address the independent variable of mentoring on employees.Please put a tick on the appropriate cell, 

Strongly Disagree (1),

 Disagree (2), 

Neutral (3),

 Agree (4) 

 Strongly Agree (5).

	
	
Statements
	1
	2
	3
	4
	5

	6.1
	Mentoring program helps to improve  my skills and this makes me to stay
	
	
	
	
	

	6.2
	Mentoring programs helps me to familiarize organization culture and this make me to stay
	
	
	
	
	

	6.3
	Mentoring helps me to increase job performance and this makes me to stay
	
	
	
	
	

	6.4
	Mentoring programs enhance quality of work and this quality of work makes me motivated to stay 
	
	
	
	
	

	6.5
	Mentoring programs promote employee engagement and this engagement makes me to stay 
	
	
	
	
	

	6.6
	Mentoring helps  me to promote self efficacy and this self efficacy makes me to stay
	
	
	
	
	


7. How would you rate your agreement/disagreement with the following statements which address the independent variable of career development opportunities on employees. Please put a tick on the appropriate cell, 

Strongly Disagree (1),

 Disagree (2), 

Neutral (3),

 Agree (4),

 Strongly Agree (5).
	
	
Statements
	1
	2
	3
	4
	5

	7.1
	Career development opportunities acquired through  seminars and workshops motivate me to stay
	
	
	
	
	

	7.2
	Career development opportunities help me in vertical career progression and this motivate me to stay
	
	
	
	
	

	7.4
	Career development opportunities help me in succession planning  and this motivate me to stay
	
	
	
	
	

	7.5
	Career development opportunities help me in promotion opportunities and this motivate me to stay
	
	
	
	
	

	7.6
	Career development opportunities increased my engagement in the job and organization
	
	
	
	
	

	7.7
	Career development opportunities help me  to increase job satisfaction
	
	
	
	
	


8. How would you rate your agreement/disagreement with the following statements which address the dependent variable of employees’ retention.  Please put a tick on the appropriate cell, 

Strongly Disagree (1),

 Disagree (2), 

Neutral (3),

 Agree (4),

 Strongly Agree (5).
	
	
Statements
	1
	2
	3
	4
	5

	8.1
	I am satisfied with my overall experience at MwalimuNyerere Memorial Academy, which encourages me to continue working here
	
	
	
	
	

	8.2
	The positive work environment at MwalimuNyerere Memorial Academy contributes to my intention to stay with the institution
	
	
	
	
	

	8.3
	The opportunities for professional growth and development provided by the organization influence my decision to remain employed here
	
	
	
	
	

	8.4
	I feel a strong sense of commitment and loyalty to MwalimuNyerere Memorial Academy, which plays a crucial role in my decision to stay.
	
	
	
	
	

	8.5
	The supportive organizational culture and management practices at MwalimuNyerere Memorial Academy positively impact my inclination to continue my employment
	
	
	
	
	


Thank your participation

Skills and knowledge development 


Workshops


Teaching workshop


Leadership workshops


Research and publication seminars


Grant writing and fundraising








H1





Employee Retention


Length of Employment


Low Turnover Rates


High commitment and Loyalty


Increased morale and motivation


Performance improvement

















H2





Mentorship 


Job instruction


Promotion tracks


Communication


Work-life balance





H3





Career development opportunities


Collaborative research opportunities


Professional development courses


Professional networking events


Professional conference attendance


















