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ABSTRACT TC "ABSTRACT" \f C \l "1" 
The general objective of this study was to examine the influence of training and development on employee retention in Tanzanian banking industry. The specific objectives of the study included determining the influence of on-job training,    off-job training and   career development programs, on the employee's retention. Human capital theory was employed. Possivit and quantitative well as well used. The study used explanatory research design with a sample size of 80 employees from the banking industry in Njombe region who were randomly selected. Data was collected using structured questionnaires and analyzed by using descriptive statistics and multiple regression with the help of SPSS software version 25. The findings of the study revealed that on job training, off job training and career development program positively and statistically significantly influence employee’s retention. Therefore, the study concludes that on job training, off job training and career development programs are predictors of employee’s retention in the Tanzanian banking industry. It is recommended that banking organizations continue to fund structured, needs-based on -job training programs. Moreover, the study suggests that banks should continue to support off -job training programs because they positively affect employee retention and career advancement. Furthermore, to enhance employee’s retention, the management of banks should regularly assess and modify career development initiatives to accommodate employees' varied career preferences. 
Keywords: Training and development, Employees retention, Banking sector, on-job training, off-job training, career development program
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CHAPTER ONE TC "CHAPTER ONE" \f C \l "1" 
INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Background of the Problem TC "1.1 Background of the Problem" \f C \l "1" 
Employee retention encompasses an array of policies and practices designed to keep employees within the organization for an extended period (Nasir et al., 2019). It permits organizations to enhance their competitive edge by concentrating their resources on unnecessary staffing and training (Aleem & Bowra, 2020). The retention of employees has gradually become one of the most serious challenges of the 21st century, which requires intervention (Iqbal et al., 2017). Despite the evidence in the literature regarding the advantages of retention, and all interventions that have been put in place, an encounter still exists in retaining desirable employees (Pallangyo & Hanai, 2020). The researcher based this study on the Human Capital Theory which states that investments in employee education and training improve production and retention (Becker, 2002).
Training and development are on-going activities within the organization and in these activities, on-and-off the job enhance productivity and quality of services from clients (Aleem & Bowra, 2020). Human capital development can be enhanced through training & development because funding of employees helps corporate enterprises realize their goals amidst today’s stiff competition as a strategy to boost retention and commitment among workers (Aleem  & Bowra, 2020). Training has been considered as the means that employees require to develop the skills and the knowledge relevant to their jobs (Koteswari et al., 2020). Organizations across the globe consider it crucial to maintain a workforce of their employees, with the retention being especially sensitive issue to employers when it comes to retaining employees having certain skillsets (Al-Wareth & Amirah, 2020).
Strategies for retention onto staff are some of the most crucial elements for ensuring that an organization keeps its skilled employees, thus preventing the loss of company knowledge and reducing the expenses for hiring and training new staff ( Elsafty & Oraby, 2022). The high turnover rates are common features of banking sector, which can adversely affect the performance and stability of an organization. It has been pointed out in previous works that there is a positive relationship between efficient training and development schemes and staff retention, indicating that properly designed training programs can greatly minimize employee turnover rates by enhancing job satisfaction among staff as well as their loyalty towards the organization (Pallangyo & Hanai, 2020).
Tanzania’s banking sector faces serious difficulties regarding employee retention which is a key factor in keeping a firm’s competitive edge and ensuring efficient service provision (Bwana et al., 2022). Numerous banks have embraced various measures aimed at enhancing employee retention thus enhancing the significance of employee retention and the reimbursements associated with it, this includes introducing diverse employee retention strategies and measures among others (Pallangyo & Hanai, 2020). Multiple push and pull factors contribute to the undeveloped employee retention levels in developing countries (Najib et al., 2019). Additionally, previous researchers have identified a significant relationship between good training programs and high staff turnover, thus implying that truly worth investing in employee development (Kumari et al., 2022). Substantial investment is being made by banks in respect of hire and personnel training (Karki et al., 2023). 
Nowadays, strategies that relate to retention which are effective have increased so much that they have become an area of concentration for those organizations interested in productivity and long-term success (Yaseer & Murthy, 2023). In recent years, the bank industry in Tanzania has encountered numerous difficulties in terms of retaining experienced personnel despite a total of various employee retention techniques which have been put in place by banking institutions (Pallangyo & Hanai, 2022; Bwana et al., 2022). Therefore, this study intends to investigate the effect of training and development on the retention of employees in the banking sector in Tanzania.
1.2 Statement of the Problem TC "1.2 Statement of the Problem" \f C \l "1" 
Employee retention is one of the greatest difficulties facing the 21st century and requires proper intervention (Iqbal et al., 2017). Firms have increasingly found it difficult to keep their employees on board, given the freedom to move around the job market, with increased job flexibility now. According to Al Suwaidi & Akmal (2022).There is insufficient focus on retention practices in the developing countries where pull and push factors result in lower retention levels in most of them according to Najib et al. (2019). Hanaysha (2016) emphasized that employees who undergo more trainings demonstrate higher commitment than others. Training also increases employee satisfaction and creates a competitive advantage over other employees as well as helps converting them into desired employees (Al Suwaidi & Akmal, 2022). Training is also beneficial as it increases job skills and knowledge while expanding an individual’s intellect (Ahmed et al., 2020).
Even though numerous studies on employee retention exists and many programs have been put in place, retaining the right talent remains a challenge (Pallangyo & Hanai, 2020). Most banks in Tanzania are currently experiencing employee retention challenges as depicted by the fact that the CRDB bank had 13% turnover rate and NMB had 14.5% while EXIM Bank and TPB had 16% and 11% respectively between 2020/2021 according to BOT. (2021). According to Kavitha et al. (2016), the banking industry had a hard time with losing important employees because this would lead to deficiency and instability in service quality alongside the cost that comes with hiring new employees for those who resign. Therefore, this study intends to examine the effect of training and development on the retention of employees in the banking sector in Tanzania.
1.3 Objectives of the Study TC "1.3 Objectives of the Study" \f C \l "1" 
1.3.1 General Objective TC "1.3.1 General Objective" \f C \l "1" 
The general objective of this study is to examine the influence of training and development on employee retention in banking industry in Tanzania. 
1.3.2 Specific Objectives TC "1.3.2 Specific Objectives" \f C \l "1" 
The specific objectives of this study were
i. To determine the influence of on-job training on the employee’s retention in the Tanzanian banking industry 
ii. To determine the influence of off-job training on the employee’s retention in the Tanzanian banking industry 
iii. To determine the influence of career development program on the employee’s retention in the Tanzanian banking industry

1.4 Significance of the Study TC "1.4 Significance of the Study" \f C \l "1" 
Policymakers finds the results of this study beneficial as it  used in formulating strategies that improve retention for employees through effective training and development programs. The banking industry in Tanzania is intensely competitive hence a situation where employees are well trained leads to their retention which is significant for skilled labor force. The empirical evidence it provides enriches discourse on human resource management within Tanzania’s banks. The current study argues from a human capital theory perspective that investment in the skills and career development of employees increases retention levels and offers rewards for both the employees and organizational performance. In addition, this study serves as a basis for similar studies that will be conducted in the future.
1.5 Scope of the Study TC "1.5 Scope of the Study" \f C \l "1" 
This study was delimited to banking industry at Njombe region. However, it is delimited within these organization in order to facilitate an understanding of the training and development on employee retention in a specific regulation. The study employed both quantitative approaches with banking officers being the main respondents. Limitations in this case include self-reporting bias as well as the lack of complete financial data from all the commercial banks which limit the applicability of the results beyond this framework.
1.6 Organization of the Study TC "1.6 Organization of the Study" \f C \l "1" 
The study consists of six chapters: Chapter one contains the background to the problem and a detailed statement of the problem, research objective both general and specific objectives, research questions, scope, and significance of the study. Chapter two presents theoretical and empirical reviews on various studies regarding the subject under investigation, research gap analysis, and conceptual framework for the study. Methodology adopted for the conduct of this research is included in Chapter three. Findings from the study are presented in Chapter four, while Chapter five discusses the analysis of the data and the discussion of the findings. Finally, Chapter 6 is the conclusion and recommendations.
CHAPTER TWO TC "CHAPTER TWO" \f C \l "1" 
LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Overview TC "2.1 Overview" \f C \l "1" 
This chapter presents conceptual definitions, theoretical reviews, and empirical reviews regarding the topics at hand against which the theories discussed guide the study, whereas the empirical review presents the views of different researchers on the variables under study, guided by the research gaps, aims of the study, and finally, the conceptual and theoretical framework of the study.
2.2 Conceptual Definitions TC "2.2 Conceptual Definitions" \f C \l "1" 
2.2.1 Training and Development TC "2.2.1 Training and Development" \f C \l "1" 
Training and development are a process and methodology that bring about improvement in the mind-set, skill, knowledge, ability, and attitude of employees take on their specific job-related duties (Butt et al., 2020).  Training and development have been defined as systematically increasing the knowledge, skills, and attitudes of an employee to help perform job-related tasks (Armstrong and Taylor (2014).Therefore, this study was guided by the definition of Butt et al. (2020).  Butt et al. (2020) definition was selected since it captures the core essence of training and development, which are mostly aptitude, skills, knowledge, ability, and attitude, all of which are significant for successful performance on the job.
2.2.2 Employees Retention TC "2.2.2 Employees Retention" \f C \l "1" 
Employee retention is one of the most complicated issues facing the researchers and organizations alike today (Houssein et al., 2020). Employee retention is that keeping an employee for the maximum time possible with the current organization (Bidisha & Mukulesh, 2013).Therefore, this study is guided by the definition of Bidisha and Mukulesh (2013). The reason for choosing definition of Bidisha and Mukulesh 2013 is because it emphasizes that the employee should remain with the organization for the maximum period. 
2.2.3 On-Job Training TC "2.2.3 On-Job Training" \f C \l "1" 
On-the-job training is a practical method to obtaining new competences and abilities required for a job in a genuine, or nearly actual, working environment (Andreev, 2021). According to Ezigbo (2011), on -job training is meant to ensure that the worker learns better ways of providing services in the course of his usual tasks through the intervention of a supervisor. Therefore, this study is guided by the definition of Ezigbo (2011). The definition of on -job training given by Ezigbo (2011) is selected, since it emphasizes the enhancing of service delivery through direct supervision of the work on the job. 
2.2.4 Off -Job Training TC "2.2.4 Off -Job Training" \f C \l "1" 
Off-the-job training is an aspect of instruction that is done for a certain amount of time at a location other than the real workplace (Barker, 2018). The primary focus of off -job training is to increase the experiences, skills, knowledge and competencies of the trainee in occupational fields that are different from their workplace and work situations (Ndidi & Moses, 2021). Therefore, this study is guided by the definition of Barker (2018). The definition by Barker (2018) is selected because it succinctly identifies the salient characteristics of off -job training: learning that occurs outside the job environment, opportunities for collective learning and networking, and teaching done by specialists. 
2.2.5 Career Development TC "2.2.5 Career Development" \f C \l "1"  
The career development programs entail mentorship, training, and education that resonate not only with the aspirations that the workers have in regard to their professions but also with the goals set by their respective organizations (Pallangyo & Hanai, 2020). Thus, the definition adapted from Pallangyo and Hanai is the guiding principle of this study. The definition explains that career development programs involve mentoring, training and education which resonate with not only the aspirations workers have with regard to their professions but also with objectives set by their organizations.
2.3 Theoretical Literature Reviews TC "2.3 Theoretical Literature Reviews" \f C \l "1" 
2.3.1 Human Capital Theory TC "2.3.1 Human Capital Theory" \f C \l "1" 
Schultz (1961) and Becker (1964) were the first advocates of this theory, the main point of which is that the generation of income within any organization is tied with the growth of human capital. Investment in personnel through education, training, and provision of modern working methods enhances their skills and technical know-how, thereby increasing productivity and productivity levels. This theory assumes that training and education of employees will shape the marginal productivity of labor directly related to earnings (Ndiritu, 2022). From that viewpoint, education and training provides people with a basic understanding of many diverse jobs while human capital shall be transferred across different settings through acquired knowledge and skills. Through giving empirical proof from the Tanzanian banking industry, this work is going to add to human capital theory by pointing out how on-job, off-job training and career development program specifically affect employee retention. 
2.4 Empirical Literature Reviews TC "2.4 Empirical Literature Reviews" \f C \l "1" 
2.4.1 On Job Training and Employees Retention TC "2.4.1 On Job Training and Employees Retention" \f C \l "1" 
Damei (2020) evaluated the role of job training on employee retention across three Telecommunication establishments in Somalia. Out of 260 employees working for the three telecommunication companies in Somalia, 150 respondents were sampled. Training on the job has been positively linked in a significant relationship with retention among workers. Moreover, job rotation has developed a positive correlation with employee retention. To conclude, it is advised that to promote employee productivity and keep them in the company, management should come up with policies on training employees on how they can improve their working performance.
Tashobya et al (2022) establish the relationship between on-the-job and off-the-job training regarding employee job satisfaction at Mbarara University of Science and Technology (MUST) in Western Uganda. The results from the study indicated a moderate positive and statistically significant association between on-the-job training/off-the-job training and job satisfaction. Since the finding was that the case institution does not train its supervisors in performance appraisal techniques, this study therefore recommends that HR practitioners and policy makers develop performance appraisal training programs for supervisors to equip them with the skills necessary for carrying out performance appraisals; an activity that finally will help them in identifying the training needs of employees accurately.
Atikur and Sayed (2023) analyze the determinants of bank employee retention and their impact on organization in Bangladesh. The researcher collected information through a series of questionnaires adapted from previous research. Therefore, considering a sample size of 180, the actual questionnaires were sent to the respondents via e-mail. Data collected were analyzed using SPSS Version 26.0 to examine the study's model and hypotheses. The four independent variable, training and development, organizational culture and job satisfaction, and career development-have an independent positive significant effect on employee retention. Therefore, the management of banks is required to organize a retention program for employee welfare.
Karungi (2024) examine the influence of training on retaining employees in universities. The specific objectives of the study were to evaluate the effectiveness of UCU on-the-job training programs and practices, ascertain the relationship between training and employee retention, as well as determine the factors governing employee retention. The research design was cross-sectional and adopted a quantitative approach. Cross-sectional studies give a usually temporal view of the prevalence and characteristics of a phenomenon in a population at a specific given time. It is evident that employee training is not only meaningful to employees but also creates significant meaning in connection to job performance and betterment of employees.

Nasution et al. (2024) determine the influence of employee development experiences, pertaining to training and career development, on employee retention. The results indicated that training significantly improves retention, but little effect exists for job satisfaction. Career development does not have a direct impact on employee retention, Nevertheless, it largely affects job satisfaction among employees. Job satisfaction mediates career development and employee retention; however, it does not mediate training and employee retention. The study recommended improving training programs and career development to enhance satisfaction and thereby enhance employee retention.
Nasikah and Sukesi (2025) examine the impact of training and development on employee retention with job satisfaction as an intervening variable on members of the Ditreskrimum Polda Jatim. The research used the quantitative method of partial least square (PLS) to further analyze the relationships between the variables. The sample for this research is made up of 43 members of Ditreskrimum Polda Jatim, proposed through purposive sampling technique. The result shows that training greatly influences job satisfaction as well as employee retention. However, development proves to be not significant concerning both job satisfaction and employee retention. Moreover, job satisfaction does not significantly influence employee retention. Therefore, it was hypothesized that, 
H1: On Job Training has a positive and statistically significant influence on Employees Retention
2.4.2 Off Job Training and Employees Retention TC "2.4.2 Off Job Training and Employees Retention" \f C \l "1" 
Aleem and  Bowra (2020) examine the effects of training and development on employee retention and organizational commitment in the banking sector of Pakistan. It adopted the sequential exploratory design, using both qualitative and quantitative data collection methods. For interviews, purposive sampling was used while a multistage sampling design was used for the purpose of distribution of questionnaires. Findings from the study provide ample evidence on the positive relationship and effects of training and development towards employee retention and commitment. The training and development are highly critical for the employee career growth, compensation improvement, skill improvement, and capacity to serve the clients with better quality in achieving the organizational goals. 
Mule et al. (2020) explore the relationship between employee retention and career development has been investigated. The survey descriptive research design was adopted. The findings of the correlation study established that indeed, career development and employee retention have a very good, positive correlation and significant relationship. Thus, the conclusion is that career development significantly correlates with employee retention. Furthermore, the provision of training in the job, training out of the job, and training abroad are consideration that development in career will directly affect the retention of employees in the County Government of Meru. The study, therefore, proposed that the County Government should upgrade employee training.
Isa (2021) examine the influence of training and employee retention in microfinance, institutions in rukungiri district, Uganda. The research employed cross-sectional and correlational design. Data analysis was performed using SPSS version 24. The findings of the study revealed that off-job training practices had a positive but insignificant influence on the retention of employees. The study found it necessary to recommend to the government and organizations to ensure that every employee goes through training on a regular basis. Off-job training should be geared toward the career advancement of the employees, should involve giving feedback to employees on their performance, should be fair, and it should be strongly linked to employee retention.
Pragathi and Ahamed (2023) examining various training and development programs and their effects on retention rates for employees from different industries and geographical locales, a sample of 261 employees was used for the study in Delhi, India. Through literature synthesis including doctoral dissertations, scholarly journals, and other relevant journals, the interrelationship between training initiatives, employee motivation, and their effect on retention could be evaluated. The study in question showed that training and development programs serve as motivational tools towards employee retention. This study found that compensation, reward systems, and opportunities for career development have the mediation effects with regard to employee retention.
Ritah et al. (2024) examine the influence that off-the-job training has on employee commitment (EC) among foreign academic staff in selected private universities in the Kampala metropolitan area that this study arose. Thus, the findings of the study established that the state of EC was moderately given off-the-job training. Hierarchical multiple regression results concluded that off-the-job training had a positive and significant influence on EC. Hence, the study concluded that training undertaken outside one's normal duties is an important practice influencing the commitment of foreign academic staff to private universities in Uganda. It is recommended that private universities' management make use of such forms of training for their foreign academic staff, including workshops, seminars, and conferences, as recommended.
Umana et al. (2024) The study's scope focused on training and development, resulting in employee retention in commercial banks in Akwa Ibom State in Nigeria. The main objective of this research was to determine the effects of training and development on employee retention in the selected banks. The questionnaire method was used to collect data, while the obtained data from the study were analyzed using simple regression analysis. According to the study findings, employee training and development have significant effects on retention in commercial banks operating in Akwa Ibom State. The study recommended to commercial banks within the region that making training and developing employees their number-one aim will encourage retention among the populaces.
Siddiqui et al. (2025) This paper studied the association between training and employee retention and emphasizing that training was a critical factor for retaining certain employee groups. The study adopted an online questionnaire that extracted data from 76 officer staff based on Herzberg and Human Capital theories. The report states that training has a negative influence on turnover, while on the other hand, it positively influences satisfaction and retention. One of the major limitations of the results presented is the restriction of the study to a single university, which indicates a need for wider research across different industries and communities. The practical implication for banks is that their job satisfaction targets can impact through training their employees in talent retention and turnover reduction. Thus, this study hypothesized that, 
H2: Off Job Training has a positive and statistically significant influence on Employees Retention

2.4.3 Career Development Program and Employees Retention TC "2.4.3 Career Development Program and Employees Retention" \f C \l "1" 
Houssein et al. (2020) study the influence of employee engagement, work-life balance, and career growth on employee retention in the financial sector of Djibouti. The analysis of the independent variables will be done to find their respective effects on retention through multiple regression. This study establishes a positive and significant association from the involvement of employees with career development as retention of employees. Thus, the findings provide greater understanding and additional information to the human resource practitioners on how employee engagement and career development affect various retention techniques. The findings from this study show that employee engagement is an essential determinant of employee retention.
Pallangyo and Hanai (2020) examine  the relationship that Training and Development (T&D) has with employee retention among the banks in Tanzania. It employed stratified sampling techniques in order to ensure representativeness of sampled employees, by purposively selecting 11 banks and taking a sample of 370 employees using a simple random sampling method. The result of a p value of 0.001 indicated that such T&D had significant influence on retention of employees. Furthermore, the study provides a conclusion that T&D attributes (career planning and growth opportunities) are important motivators of employee retention in the banking sector.
Ferdiana et al. (2023) Determine the impact of career development, organizational commitment, and organizational support on employee retention among employees. A purposive sampling method was used to select 70 employees from a population of 391 at a university. A questionnaire was administered to collect data on the four variables which were then analyzed using some statistical techniques such as multiple regression analysis. The findings indicate that career development, organizational commitment, and organizational support greatly influence other factors involving employee retention. The study laid emphasis on the viability of a competent working atmosphere coupled with satisfaction of the employees to pull high levels of retention among its employees.
Srivastava (2023) assesses the influence of training programs on enhancing employee skills and improving retention within organizations. This study defines a well-structured training program as one that relates to skill development, productivity, job satisfaction, and eventually employee retention. A mixed method approach, survey and interview, was applied for insights across the spectrum of employees and management through several industries. Findings suggest best training programs are associated with high employee engagement and low turnover, making employees feel valued and ready for career advancement. Furthermore, training programs targeting the individual career goals of employees enhance employee motivation and commitment to the organization.
Augossy et al. (2024) studied the relationship between career development initiatives and employee retention at the Ministry of Works in Tanzania. The research findings indicate a very high level of retention at the Ministry of Works. The results also suggest highly positive and significantly favorable effects that improvement programs have on retention. The qualitative findings further indicated that these development programs such as educational development, career autonomy, and awards and promotions for recognition increase the chances of retaining the employees. Thus it is advised for organizations to invest in training, freedom in careers, and avenues for innovation to enhance retention and further diminish attrition.
Jamaludin et al. (2024) find out the impact of employee training, career development and employee remuneration benefits on retention of employees in selected manufacturing companies in Johor Bahru. The results indicate career development as the most significant among all the independent variables, thereby calling organizations to do more in the development of career development to their employees. The top management should enhance career development by constantly running training programs and inducing employees' interest in enduring stay with the organization. That top management has an awareness of the importance and benefits of career development programs is a way of getting employees interested therein.
Khoirunnisa and Aisyah (2025) studied the effects of career development and welfare schemes on employee retention in manufacturing industries. The research paradigm is qualitative in nature, relying upon purposive sampling methods, with 60 respondents chosen who had worked for at least two years. Variables studied were career development (dedication, commitment, passion, and learning) and welfare program aspects (salary, supervision, co-workers, and communication) tied to issues of employee retention (working conditions, vision and mission, work attitudes, and work assessments). The findings suggest that clear career development opportunities and supportive welfare programs greatly enhance commitment, loyalty, and, consequently, retention of the employees. It was therefore hypothesized that, 
H3: Career Development Program has a positive and statistically significant influence on Employees Retention

2.5 Research Gap TC "2.5 Research Gap" \f C \l "1" 
Several similar studies have been carried out elsewhere, for instance, Damei (2020), Pragathi and Ahamed (2023), and Houssein et al. (2020), however, their   findings in this case do not apply to all Tanzanian context. In Tanzania, Pallangyo and Hanai (2020) explore the effect of Training and Development (T&D) on employee retention in the banking industry of Tanzania. The study considers only career planning and growth opportunities as indicators of training and development to explain employee retention in banking sectors, this study is different from previous research done in Tanzania by incorporating the effect of on-job training and off-job training on employees’ retention in banks and thus contribute the body of knowledge. Moreover, this study is different from previous studies in terms of methodological choice, including research design (explanatory research design), theories used (Human capital theory) and area that the study (Njombe region) where the research was carried out.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1" 
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Figure 2.1: Conceptual Framework of the Study TC "Figure 2.1: Conceptual Framework of the Study" \f F \l "1" 
Source: Author, (2025)
CHAPTER THREE TC "CHAPTER THREE" \f C \l "1" 
RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Overview TC "3.1 Overview" \f C \l "1" 
The chapter details the research methodology that was used for the study in terms of the research philosophy, design and approach, description of the area of study, target population, sample size, sampling design, and collection of data, as well as validity and reliability, and then, analysis of this data as explained below.
3.2 Research Philosophy TC "3.2 Research Philosophy" \f C \l "1" 
Research philosophy is the position on the world a researcher takes, shows in the research, and makes public once through publication (Saunders et al., 2019). The five philosophies affecting business and management are positivism, critical realism, interpretivism, postmodernism, and pragmatism (Saunders et al., 2016). This study employed the positivism research philosophy as it facilitates collecting numerical data through questionnaires, which could be used to perform statistical analysis and gauge the effect of training and development on employee retention in Tanzania's Banking Sector.
3.3 Research Design TC "3.3 Research Design" \f C \l "1" 
Research design constitutes a significant phase since it comes after the selection of a study subject along with the creation of a research aim and the framing of the research questions that would be addressed by the research philosophies and research methods (Creswell and Creswell, 2018). The explanatory research design was chosen for this study. This type of study design is one that is fitting for this type of research because it seeks to establish cause and effect among the variable.

3.4 Research Approach TC "3.4 Research Approach" \f C \l "1" 
The two main categories of research approaches are deductive and inductive (Saunders et al., 2012). A third research process called abduction also exists and alternates between deduction and induction (Saunders et al, 2012). This study used deductive approach, which entails developing hypotheses to test potential outcomes. According to Saunders et al. (2016), this approach often provides a rigorous technique that rules out other explanations for the observed events. The deductive scheme sets a systematic basis for examining how training and development influence employee retention in the banking industry in Tanzania.
3.5 Study Population TC "3.5 Study Population" \f C \l "1" 
Kothari (2019) defines a population as any finite or infinite collection of diverse people. Population, according to Daniel (2012), is the total number of objects that a researcher plans to study and that can be used to create a sampling frame. The target population for this study consists of 100 employees from CRDB bank (18), Mkombozi commercial bank (16), NMB bank (18), National bank of commerce (16), FINCA microfinance bank (16) and Njombe community bank (16).
Table 3.1: Population Distribution TC "Table 3.1: Population Distribution" \f T \l "1" 
	Category of Population
	Population
	Percentage 

	Management 
	26
	26%

	Bank officers
	37
	37%

	Accounting and Finance staff
	21
	21%

	Auditing and IT
	16
	16%

	Total
	100
	100%


Source: Researcher Concept (2024)

3.6 Area of the Study TC "3.6 Area of the Study" \f C \l "1" 
The research was conducted using the banking institutions found in Njombe region Tanzania. There have been increased banking services after economic liberalization and financial reforms that allowed many banks to start their operations in this area. Moreover, Njombe region is an important area for studying employee retention in the banking sector considering its distinct socio-economic features (economic stability, demographic factors) and ease of data collection. The economy of Njombe is mainly agricultural, accounted for roughly 45.2% of the region’s GDP by 2019. In addition, The Njombe Region in Tanzania was inhabited by 889,946 people as enumerated from the 2022 Population and Housing Census carried out on August 23, 2022. (URT, 2024).
3.7 Sampling Design and Sample Size TC "3.7 Sampling Design and Sample Size" \f C \l "1" 
3.7.1 Sampling Design TC "3.7.1 Sampling Design" \f C \l "1" 
Sampling has been defined as the process of choosing suitable persons or objects from a larger population for research purposes (Baltes & Ralph, 2022). Sampling methods, essentially, are the ways in which the process of sampling, per se, would entail the gathering of sample size from a population (Saunders et al 2014). This study adopted the probability sampling techniques which is the simple random sampling method. This is because it ensured all participating subjects could have equal probability to be included in the sample.
3.7.2 Sample Size TC "3.7.2 Sample Size" \f C \l "1"  

A sample is a subset of the population of interest that can be used to make observations that are representative of the entire population (Holmes et al., 2018). Therefore, a sample of 80 from CRDB bank, Mkombozi commercial bank, NMB bank, NBC, FINCA Njombe community bank were chosen to discuss the relationship between continuous dependent variables and continuous independent variables. The study sample size 80 respondents were obtained using the Yamane’s formula from the target population of 100 respondents as shown below;
                n =       N
                        (1 + Ne^2)

When; n is the required sample size, N is the target population and e is the significance level (5%)

  n =                        100
                         (1 + 100*0.05^2)

              n =      80
Therefore, the study’s sample size will be 80
3.8 Variables and Measurements TC "3.8 Variables and Measurements" \f C \l "1" 
The Likert scale was employed in the study, giving a chance to the participants to choose the most appropriate answer option for each question in the presented questionnaires.
Table 3.2: Variable and Measurements TC "Table 3.2: Variable and Measurements" \f T \l "1" 
	Variable Name
	Measurement / Proxy 
	Source

	Dependent variable
	Employee Retention
	5 Point Likert Scale
	Pragathi and Ahamed (2023)

	Independent variables
	On-Job Training
	5 Point Likert Scale 
	Damei (2020), Tashobya et al (2022)

	
	Off-Job Training
	5 Point Likert Scale
	Pragathi and Ahamed. (2023) Ritah et al (2024)

	
	Career development program
	5 Point Likert Scale 
	Houssein et al. (2020),


Source: Literature Reviews
3.9 Types of Data TC "3.9 Types of Data" \f C \l "1" 
3.9.1 Primary Data TC "3.9.1 Primary Data" \f C \l "1" 
The study collected primary data. Researchers choose this approach because it guarantees the validity of the response and the study's dependability by providing essential demographic data that is needed to collect study date. According to (Hulland et al 2018) information obtained from questionnaires is free from bias and researcher influence and thus accurate and valid data was gathered.
3.10 Data Collection Methods TC "3.10 Data Collection Methods" \f C \l "1" 
The study adopted a structured questionnaire for primary data collection from the sampled respondents.  Mugenda and Mugenda (2009) state that questionnaires are the most effective tools of data collection in survey research, just as is the case with this current research. The questionnaire was structured in a manner that incorporates independent questions together with dependent questions of the study variables and the context of the research. The questions were structured in closed ended form and the study utilized a Likert scale of five points so that respondents’ responses can be measured against the variables of the research.
3.11 Validity and Reliability of Data TC "3.11 Validity and Reliability of Data" \f C \l "1" 
3.11.1 Validity of Data TC "3.11.1 Validity of Data" \f C \l "1" 
Validity is a measure of whether or not the instrument and criteria used in a study actually measure what they are supposed to measure (Weakley et al, 2021). Sample questionnaires were distributed to supervisor of researcher to confirm validity. Moreover, peer review will identify weaknesses and biases in research and gives valuable feedback that helps to improve on validity of the study. Furthermore, the study used both construct and content validity. 
3.11.2 Reliability of Data TC "3.11.2 Reliability of Data" \f C \l "1" 
Reliability is the ability of certain study-adapted items to yield the same results in several contexts (Afshari et al., 2022). In order to generate values for Cronbach’s α, the SPSS version 24 was employed. This research examined the Likert scale’s reliability by utilizing Cronbach’s Alpha as a means of performing reliability analysis. A reliability co-efficient of α ≥ 0.7 was considered satisfactory (Konateke & Yılmaz, 2022).
3.12 Data Processing and Analysis TC "3.12 Data Processing and Analysis" \f C \l "1" 
3.12.1 Data Processing TC "3.12.1 Data Processing" \f C \l "1" 
Data processing represents the process of editing, classifying, and tabulating data abductively so that the edited and classified data can be analyzed (Alem, 2020).The completed questionnaires were evaluated to make sure the answers are accurate and complete. This was critical to minimizing the outlier count and improving the accuracy of the data collected. There is fewer outliers in the data that was collected, leading to more reliable results. To handle outliers and missing data in study, researcher replaced it with the mean value
3.12.2 Data Analysis TC "3.12.2 Data Analysis" \f C \l "1" 
Zhang & Velez. (2022) defined data analysis as the methodical organization and synthesis of research data as well as use of this data to test hypotheses regarding the research. It also entails meaningful classification, organization, alteration, summarization, and description of data (Lakens, 2022). The first step of data analysis was coding and entering data on Statistical Package for Social Sciences software. Data analysis was simplified herein using SPSS version 25.
3.12.2.1 Descriptive Analysis TC "3.12.2.1 Descriptive Analysis" \f C \l "1" 
This analysis covered demographic variables like age, sex, education level and duration of employment in addition to attitudes toward those training programs offered by the banks. Descriptive statistics includes measure such as frequencies, percentages, means, and standard deviation was used.
3.12.2.2 Inferential Analysis TC "3.12.2.2 Inferential Analysis" \f C \l "1" 
A Multiples Regression Analysis is statistical analysis used to analyze and predict the relationship between training and development and retention of employees. It is a technique through which the amount of independent variables can affect their respective dependent variable. Multiple regression analysis has five main assumptions which include: linearity, normality, multicollinearity, serial correlation and homoscedasticity. Therefore, preliminary data screening was done to confirm these assumptions are met. The following multiple regression function were adopted.
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3.13 Ethical Consideration TC "3.13 Ethical Consideration" \f C \l "1" 
Research ethics are a code or set of ethical conduct that a researcher is expected to adhere to when carrying out research (Arafat, 2024). The ethical considerations the researcher and enumerators remained attentive to while conducting this research regarded respect for the privacy of the participants,  confidentiality all information collected during the course of the study was treated confidentially; consent was sought from the participants for the public sharing of any information,  voluntary participation with no participants being forced to take part in the research; and participants were free to withdraw from the research at any given time.
CHAPTER FOUR TC "CHAPTER FOUR" \f C \l "1" 
RESEARCH FINDINGS ANALYSIS AND DISCUSSION TC "RESEARCH FINDINGS ANALYSIS AND DISCUSSION" \f C \l "1"  
4.1 Chapter Overview TC "4.1 Chapter Overview" \f C \l "1" 
This chapter presents the analysis of the collected data. The presentation, analysis, and interpretation of the findings hinged on the specific research objectives and questions set out in chapter one. The objectives of this research were threefold, firstly to consider the influence of on-the-job training on the retention of employees within the banking industry in Tanzania, secondly to reflect on the influence of off-the-job training on banking employees' retention in Tanzania; thirdly, to determine the influence of career development programs on the retention of employees within the banking industry in Tanzania.
4.2 Response Rate TC "4.2 Response Rate" \f C \l "1" 
The questionnaires were distributed to 80 employees of CRDB bank (16), Mkombozi commercial bank (12), NMB bank (16), NBC (12), FINCA, (12), Njombe community bank (12). For these, 80 questionnaires were distributed from which 67 questionnaires were collected given the response rate of 83 per cent, this shows good response rate from the participant of the study. According to Hardigan et al  (2016), states that a return rate of 50% is satisfactory for analysis and publication; 60% is considered good and above 70% is rated very good. The researcher then contacted the respondents by e-mail and by telephone before data collection commenced, in order to influence them to comply with the questionnaires. This exerted great influence on the response being extremely high.
Table 4.1: Response Rate TC "Table 4.1: Response Rate" \f T \l "1" 
	 
	Frequency
	Percent

	Valid
	Returned
	67
	83.0

	
	Unreturned
	13
	17.0

	
	Total
	80
	100.0


Source: Field Data, (2025)

4.3 Demographic Characteristics TC "4.3 Demographic Characteristics" \f C \l "1" 
This segment focuses on the respondents' demographics. It consists of the three subdivisions of gender, age, and level of academic education of the respondents. Various considerations come into play for the utilization of respondents' demographics in the study. Such characteristics would provide information on the participants' backgrounds, experiences, and perceptions which, in turn, can greatly impact research results and interpretation.

4.3.1 Gender of Respondents TC "4.3.1 Gender of Respondents" \f C \l "1" 
This study on the impact of training and development on employee retention in the banking sector in Tanzania reveals important gender distribution of the participants. Out of the 67 responders, 38 were men (55.7%) and 29 were women (42.6%). This distribution, although it affords male and female representation, still ostensibly gives a slight minority weight to gender discourse, perpetuating male dominance as cited in different studies in the field, some of which record instances of further male dominance (Pallangyo & Hanai, 2020). This kind of distribution could be an indirect indicator of broader industry trends as well as a reflection of hiring practices or cultural influences on workforce composition. Crucially, by decreasing the possibility of gender bias in the results, having both sexes represented in significant numbers enhances the validity of the findings regarding training, development, and retention (Kileo, 2017).
Table 4.2: Gender of Respondents TC "Table 4.2: Gender of Respondents" \f T \l "1" 
	 Gender
	Frequency
	Percent

	
	Male
	38
	56.7

	
	Female
	29
	42.6

	
	Total
	67
	100.0


Source: Field Data (2025)
4.3.2 Age of Respondents TC "4.3.2 Age of Respondents" \f C \l "1" 
Table 4.2 revealed that 27.9 percent of the respondents indicated 25 -35 years, 41.2 percent indicated 35 -45 years, 20.6 percent indicated 45-50 years and 8.8 percent represents respondents of the age 50 years and above. Research conducted in Tanzania’s banking sector indicates that workers in these age groups place a high value on training and development (T&D) programs when searching for opportunities for career growth and advancement (Pallangyo & Hanai, 2020; Ngirwa, 2023). 
Younger workers (25–35) are often drawn to opportunities for skill development and career advancement, which improves retention, even though people in the 35–45 age range might place a higher value on stability and ongoing professional development (Dishnica & Dojçe, 2022). Effective T&D programs will therefore probably increase retention in these important age groups (Pallangyo & Hanai, 2020; Ngirwa, 2023).

Table 4.3: Ages of Respondents TC "Table 4.3: Ages of Respondents" \f T \l "1" 
	Age 
	Frequency
	Percent

	
	25 - 35 Years
	19
	27.9

	
	35 – 45 Years
	28
	41.2

	
	45 -50 Years
	14
	20.6

	
	50 Years and Above
	6
	8.8

	
	Total
	67
	100.0


Source: Field Data (2025)
4.3.3 Level of Academic Qualification TC "4.3.3 Level of Academic Qualification" \f C \l "1" 
The respondents were asked to indicate their highest level of academic qualification. According to the distribution of qualifications, 14.7% of the respondents possess a certificate qualification, 39.7% of the respondents possess a Diploma, 32.4% hold a first university degree, and 11.8% possess a Master’s degree. Training and development programs, especially those that emphasize career planning and growth opportunities, have shown to have a significant impact on employee retention (Shabbir, 2020). Since higher educational attainment usually translates into higher expectations for professional development, targeted training is crucial for retaining skilled workers across all qualification levels. Therefore, policies that encourage lifelong learning and growth are crucial for increasing retention in this diverse workforce (Onyango, 2020).
Table 4.4: Level of Academic Qualification TC "Table 4.4: Level of Academic Qualification" \f T \l "1" 
	 Education level
	Frequency
	Percent

	
	Certificate
	10
	14.9

	
	Diploma
	27
	40.2

	
	First University Degree
	22
	33

	
	Master’s Degree
	8
	11.9

	
	Total
	67
	100.0


Source: Field Data (2025)
4.3.4 Working Experience TC "4.3.4 Working Experience" \f C \l "1" 
Out of 67 participants, the majority 41.2% of the respondents had work experience that ranges between 6 to 10 years translating to a rather stable workforce with a considerable length of service.  32.4% had 3 to 5 years working experience, 13.2% had 10 and above years of experiences while 11.8% had 2 or less years of experience. Research indicates that training and development (T&D) has a major impact on employee retention, particularly when it is connected to opportunities for career planning and advancement (Onyango, 2020; Ngirwa, 2023). Since employees are more likely to stick around when there are opportunities for skill development and career advancement, the prevalence of longer-tenured staff suggests that effective T&D programs are potentially contributing to higher retention (Onyango, 2020). This supports research showing that T&D plays a significant role in keeping seasoned workers in banks.
Table 4.5: Working Experience TC "Table 4.5: Working Experience" \f T \l "1" 
	Work experience
	Frequency
	Percent

	
	Less than 2 Year
	8
	12

	
	3 – 5 years
	22
	33

	
	6 - 10 Years
	28
	42

	
	10 Years and Above
	9
	13

	
	Total
	67
	100.0


Source: Field Data (2025)

4.3.5 Frequency of Training Program TC "4.3.5 Frequency of Training Program" \f C \l "1" 
Out of the 67 respondents, 44.1% indicated that they “attended” training programs “several times” during the year. On the other hand, 35.3% of the survey participants reported being trained only once, whilst 19.1% attended trainings a second time. This trend implies that most workers have regular access to training, which has been associated in research with higher levels of job satisfaction, motivation, and employee retention in the banking sector (Onyango, 2020; Akther, 2020). Regular training and development opportunities are highly valued by employees, and this has a significant impact on their decision to remain with their company, according to research from Tanzania and other countries (Umana et al., 2024). Thus, the rather high frequency of training in banks probably helps to support better organizational commitment and retention.

Table 4.6: Frequency of Training Program TC "Table 4.6: Frequency of Training Program" \f T \l "1" 
	 Frequency of Training Program
	Frequency
	Percent

	
	Only Once
	24
	36

	
	Twice
	13
	19

	
	Several Time
	30
	45

	
	Total
	67
	100.0


Source: Field Data (2025)
4.3.6 Methods of Facilitation at the Training TC "4.3.6 Methods of Facilitation at the Training" \f C \l "1" 
Use of seminars was the most commonly used method, where 38.2% of the respondents showed in favor of it, followed by lectures (23.5%), case studies (9.8%) and group exercises (8.5%). This inclination for seminars and lectures points to employees' value of organized, interactive, and instructor-led forms that fit results showing that practical and interesting training methods such as seminars and on-the-job training-are most effective in improving employee skills and satisfaction in Tanzanian banks (Makombe & Rutenge, 2025). Reduced desire for case studies and group projects could point to limited exposure or perceived relevance, but research shows that different training approaches are necessary to meet different employee needs and learning styles (Makombe & Rutenge, 2025). Through encouraging skill development and participation, interactive and practical training approaches can ultimately greatly help to support employee retention (Onyango, 2020).

Table 4.7: Methods of Facilitation at the Training TC "Table 4.7: Methods of Facilitation at the Training" \f T \l "1" 
	Methods of Facilitation at the Training
	Frequency
	Percent

	
	Lecture
	16
	24

	
	Case Study
	14
	21

	
	Seminar
	26
	39

	
	Group Excise
	11
	16

	
	Total
	67
	100.0


Source: Field Data (2025)
4.4 Reliability Test TC "4.4 Reliability Test" \f C \l "1" 
Coefficient measures from 0-100 convey reliability indices. Higher coefficient indicates that the level of coefficient denotes common test level as better. Reliability of the constructs was established using the scales as having suitable reliability to measure the intended construct based on reliability tests. There is an agreement in the literature, for example, (Konateke & Yılmaz 2022) that values above .600 are considered reasonable. The reliability of the constructs is indicated in Table 4.8.
Table 4.8: Reliability Test TC "Table 4.8: Reliability Test" \f T \l "1" 
	Variable
	No. of Items
	Cronbach’s Alpha
	Comment

	Employees Retention
	6
	0.754
	Accepted

	On- Job-Training
	5
	0.809
	Accepted

	Off-Job-Training
	5
	0.798
	Accepted

	Career Development Program
	5
	0.862
	Accepted


Source: Field Data (2025)
4.5 Descriptive Analysis TC "4.5 Descriptive Analysis" \f C \l "1" 
Descriptive analyses were employed to present descriptive scores for each of the variables used in the survey. The calculation of statistical measures such as mean and standard deviation is included in descriptive analysis of this study. As an output, a total of 21 items questions with a specific mean score were obtained. 
4.5.1 Descriptive Statistics for On-Job Training TC "4.5.1 Descriptive Statistics for On-Job Training" \f C \l "1" 
Respondents were asked various questions regarding on-job training. Results indicate that; regarding whether employees obtain awareness of their employees’ talents by means of on-job training, the mean and standard deviation was as follows: mean = 4.0; Std. Deviation; 0.90. Moreover, regarding the preferred method of training is on -job because employees are trained using tools from their places of work (mean = 4.1; St. Deviation; 0.97). 
The on-job training support in building a strong employee obtained the mean = 4.2; Std. Deviation; 0.93. Moreover, the statement that I perceive on-job trainings as really a great investment in my professional advancement (mean = 4.2; St. Deviation; 0.88) was attained. Furthermore, regarding the issue that on -job training has improved my skills with respect to practical applications (mean = 3.9; Std. Deviation; 1.10). 
Table 4.9: Descriptive Statistics for On Job Training TC "Table 4.9: Descriptive Statistics for On Job Training" \f T \l "1" 
	Statement
	N
	Mean
	Std. Deviation

	Employers obtain awareness of their employees’ talents by means of on-job training
	67
	4.0000
	0.90453

	The preferred method of training is on -job because the employees are trained using tools from their places of work
	67
	4.1940
	0.97295

	On-job training support in building a strong employee
	67
	4.2687
	0.93066

	I perceive on-job trainings as really a great investment in my professional advancement
	67
	4.2239
	0.88456

	On-the-job training has improved my skills with respect to practical applications
	67
	3.9701
	1.10055


Source: Field Data (2025)
4.5.2 Descriptive Statistics for Off-Job Training TC "4.5.2 Descriptive Statistics for Off-Job Training" \f C \l "1" 
Results indicate that, regarding the issue that the bank has been able to train numerous employees through off-job training (mean = 4.0; Std. Deviation; 1.13) was achieved. Moreover, regarding the issue that off-the-job training is the best kind of training since it takes place somewhere else (mean = 4.0; St. Deviation; 1.19) was attained. More so concerning on the issue that the training off-the-job is cost-effective as numerous employees can be trained at once (mean = 3.8; Std. Deviation; 1.18) was attained. Moreover, the statement that participation in off-job training activities has enhanced my loyalty towards the bank (mean = 3.8; St. Deviation; 1.18) was achieved. Furthermore, regarding the statement that off-the-job training programs are more beneficial than in-company ones for the issue of career development (mean = 3.9; Std. Deviation; 1.16) was attained. 
Table 4.10: Descriptive Statistics for Off Job Training TC "Table 4.10: Descriptive Statistics for Off Job Training" \f T \l "1" 
	Statement
	N
	Mean
	Std. Deviation

	The bank has been able to train numerous employees through off-job training.
	67
	4.0149
	1.13475

	Off-the-job training is the best kind of training since it takes place somewhere else.
	67
	4.0299
	1.19304

	Training off-the-job is cost-effective as numerous employees can be trained at once.
	67
	3.8955
	1.18237

	Participation in off-job training activities has enhanced my loyalty towards the bank.
	67
	3.8358
	1.18829

	Off-the-job training programs are more beneficial than in-company ones for the issue of career development
	67
	3.9552
	1.16037


Source: Field Data (2025)
4.5.3 Descriptive Statistics for Career Development Program TC "4.5.3 Descriptive Statistics for Career Development Program" \f C \l "1" 
From the questionnaire regarding the on the issue that my company is a representative of one career growth opportunity which is so much transparent to employees (mean = 3.9; Std. Deviation; 1.12) was attained. In addition, my bank's training and development programs are effective in improving employee skills and knowledge (mean = 3.9; St. Deviation: 1.16) was achieved.  
Bank's investments in training and development have improved employee retention (mean = 3.9; standard deviation: 1.16) was attained. In addition, initiatives for career advancement keep me inspired to work at the bank for a long time. (Average = 3.8; standard deviation = 1.01) was achieved. Bank's career development programs also help me achieve my professional goals. (Mean = 4.0; standard deviation: 1.19) was attained. 
Table 4.11: Descriptive Statistics for Career Development Program TC "Table 4.11: Descriptive Statistics for Career Development Program" \f T \l "1" 
	Statement
	N
	Mean
	Std. Deviation

	My company is a representative of one career growth opportunity which is so much transparent to employees
	67
	3.9552
	1.12051

	In my bank, employee skills and knowledge enhancement through the training and development programs is effective enough
	67
	3.9701
	1.16736

	The retention of employees in my bank has been enhanced by the investment it makes in training and development
	67
	3.9552
	1.16037

	Career growth initiatives keep me motivated to stay long-term at the bank.
	67
	3.8657
	1.01348

	The bank's career development programs align with my career goals.
	67
	4.0299
	1.19304


Source: Field Data (2025)
4.5.4 Descriptive Statistics for Employees Retention TC "4.5.4 Descriptive Statistics for Employees Retention" \f C \l "1" 
The questionnaire on the theme indicates that my bank offers coaching and mentoring programs for staff development (mean = 4.0; standard deviation: 1.19) was attained. Moreover, regarding the issue that sufficient training chances for career development are offered by my bank. (Mean = 3.8; Std. Deviation; 1.01). Moreover, the statement that my job performance is being improved by the training programs offered by my bank (mean = 4.2; Std. Deviation; 1.02) was attained. 
Moreover, training and progress investments done by my bank positively affect employee retention (mean = 3.8; Std. Deviation; 1.18) was attained. Furthermore, training and development are key elements in order for employees to grow and work longer in your organization (mean = 4.1; Std. Deviation; 1.10) was achieved. Additionally, regarding the issue that the purpose of my company makes me feel my job is important (mean = 3.9; St. Deviation; 1.14) was attained.
Table 4.12: Descriptive Statistics for Employees Retention TC "Table 4.12: Descriptive Statistics for Employees Retention" \f T \l "1" 
	Statement
	N
	Mean
	Std. Deviation

	My bank offers coaching and mentoring programs for employee development
	67
	4.0299
	1.19304

	Sufficient training chances for career development are offered by my bank.
	67
	3.8657
	1.01348

	My job performance is being improved by the training programs offered by my bank
	67
	4.2687
	1.02369

	Training and progress investments done by my bank positively affect employee retention
	67
	3.8955
	1.18237

	Training and development are key elements in order for employees to grow and work longer in your organization.
	67
	4.1642
	1.10915

	The purpose of my company makes me feel my job is important
	67
	3.9851
	1.14802


Source: Field Data (2025)
4.7 Correlation Analysis TC "4.7 Correlation Analysis" \f C \l "1" 
The correlation coefficient indicates the associative property, and it ranges from -1.00 to +1.00, whereas a mid to low level would be interpreted as follows: -1.00 is equivalent to the perfect backward associative property, while +1.0 is the perfect forward correlation. a zero would suggest the absence of a correlation between the two variables in question (Patel, 2025). The correlation analysis results are presented in Table 4.13 below. Correlational analysis shows a significant positive correlation among the involved variables under study since the Pearson value ranges from 0.124 to 0.675 indicating a strong correlation. All significant correlations were for hypothesis testing at the 0.01 level.
Table 4.13: Correlation Analysis TC "Table 4.13: Correlation Analysis" \f T \l "1" 
	Variable
	1
	2
	3
	4

	1.Employees Retention
	1
	
	
	

	2.On-Job-Training
	0.2324**
	1
	
	

	3.Off-Job-Training
	0.6749**
	0.6317*
	1
	

	4.Career Development Program
	0.6260**
	0.1236**
	0.5708**
	1


Source: SPSS Output (2025)
4.8 Assumption Underlying Regression Analysis TC "4.8 Assumption Underlying Regression Analysis" \f C \l "1" 
Regression diagnostics can help avoid spurious regression results, and hence, several diagnostic tests were conducted before establishing the regression model. Among such tests were, checks for linearity test, multicollinearity, normality tests, Heteroscedasticity tests, and autocorrelation tests.

4.8.1 Linearity Test TC "4.8.1 Linearity Test" \f C \l "1" 
The linearity assumption indicates that the dependent variable at least has a linear relationship with each of the independent variables, taking into account the effects of the other independent variables in the regression model. Therefore, in the framework of this study, the relationship between training and development with employee retention is said to be linear. Figure 4.1 shows the linearity test of the variables studied. 
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Figure 4.1: Linearity Test TC "Figure 4.1: Linearity Test" \f F \l "1" 
Source: SPSS Output
4.8.2 Normality Test TC "4.8.2 Normality Test" \f C \l "1" 
To test the residuals for normality, graphical analysis was performed. It appears from the diagram in Figure 4.2 that the data is normally distributed. A bell-shaped curve thus indicates that the data represented under the curve is nearly normal. This means the data represented under the normal curve are free of outliers, the observations are all within a reasonable distance from the mean.
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Figure 4.2: Normality Test TC "Figure 4.2: Normality Test" \f F \l "1" 
Source: SPSS Output
4.8.4 Multicollinearity Test TC "4.8.4 Multicollinearity Test" \f C \l "1" 
Multicollinearity was examined through its quantification using the Variance Inflation Factor (VIF). As a rule of thumb, VIFs below 3 (VIF ≤ 3) show no Multicollinearity while VIF above 10 (VIF ≥ 10) indicates a problematic Multicollinearity problem (Kim, 2019). Initial results demonstrate no multi-collinearity among independent variables, which was corroborated by all the independent variables having a value of less than 3 for VIF (VIF≤3).  
Table 4.14: Multicollinearity Test TC "Table 4.14: Multicollinearity Test" \f T \l "1" 
	Collinearity Statistics

	
	Tolerance
	 VIF

	On- Job- Training
	0.518
	1.932

	Off- Job- Training
	0.354
	2.822

	Career Development Program
	0.581
	1.722


Source: SPSS Output (2025)
4.8.5 Heteroscedasticity Test TC "4.8.5 Heteroscedasticity Test" \f C \l "1" 
The use of statistical analysis as one of the assumptions in the regression analyses that variance of residuals must be the same in the multiple regression function explanatory variables. Thus, Heteroscedasticity was tested using the graphical procedure of residual scatterplot. As indicated in Figure 4.3, the residuals plot conforms to the property of normality, indicating that error terms have a constant variance, this implies that the error terms are homoscedastic and thus the ordinary estimation techniques are efficient.
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Figure 4.3: Heteroscedasticity Test TC "Figure 4.3: Heteroscedasticity Test" \f F \l "1" 
Source: SPSS Output
4.8.6 Serial-Correlation Test TC "4.8.6 Serial-Correlation Test" \f C \l "1" 
The Durbin-Watson test was carried out to check if there was serial correlation in the residuals. The value of the test statistic is bound between zeros to four. A value of 2 indicates no correlation among the residuals, whereas a value lying between 0 and 1 suggests a positive autocorrelation, while more than 2 indicates a negative autocorrelation. The acceptance criteria specify that test statistic values in between 1.5 and 2.5 fall into the normal zone (Chen, 2016). The results are shown in Table 4.10, hence the null hypothesis of autocorrelation holds, having residuals being auto correlated (Durbin-Watson statistic value = 1.775). 
Table 4.15: Serial Correlation Test TC "Table 4.15: Serial Correlation Test" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate
	Durbin- Watson

	1
	.751a
	0.565
	0.544
	0.79863
	1.775


a. Predictors: (Constant), On the Job- Training, Off the Job- Training and Career Development Program.

b. Dependent Variable: Employees Retention

Source: SPSS Output (2025)
4.9 Regression Analysis TC "4.9 Regression Analysis" \f C \l "1" 
The SPSS output below shows the model summary which constitutes R, R-squared and Adjusted R-squared. It determines the strength of the relationship between employee’s retention and explanatory variables including on the job training, off the job training and career development program. The value of R-square is 0.565 which showed that the explanatory variables in this study can account for 56 per cent of variation in employee’s retention. However, the remaining 44 percent of the disparity in employee’s retention are caused by other factors that are not incorporated in this model.
Table 4.16: Model Summary TC "Table 4.16: Model Summary" \f T \l "1" 
	Model
	R
	R Square
	Adjusted R Square
	Std. Error of the Estimate

	1
	.751a
	0.565
	0.544
	0.79863


a. Predictors: (Constant), On the Job Training, Off the Job Training and Career Development Program
b. Dependent Variable: Employees Retention
Source: SPPS Output (2025)
4.9.1 ANOVA TC "4.9.1 ANOVA" \f C \l "1" 
The p-value is a statistical measure which indicates how important it is for an independent variable to be affecting a dependent variable. The analysis of variance (ANOVA) results in Table 4.17 show that the overall model was significant. Furthermore, the results imply that the independent variables are good predictors of employee retention.
Table 4.17: ANOVA TC "Table 4.17: ANOVA" \f T \l "1" 
	Model
	
	Sum of Squares
	Df
	Mean Square
	F
	Sig.

	1
	Regression
	52.086
	3
	17.362
	27.221
	.000

	
	Residual
	40.182
	63
	0.638
	
	

	
	Total
	92.269
	66
	
	
	


a. Predictors: (Constant), On the Job Training, Off the Job Training and Career Development Program.


b. Dependent Variable: Employees Retention
Source: SPPS Output (2025)
4.9.2 Regression Coefficient Results TC "4.9.2 Regression Coefficient Results" \f C \l "1" 
Table 4.18 shows the regression results. It reveals that on -job training has positive and statistically significant influence on employee’s retention (B = 0.268, t =1.826, p =0.033). Moreover, the study reveale that off -job training has positive and statistically significant influence on employee’s retention (B = 0.647 t =4.630 p = 0.000). Furthermore, the study reveale that career development has positive and statistically significant influence on employee’s retention (B = 0.288 t =2.593 p = 0.012).
Table 4.18: Regression Coefficient TC "Table 4.18: Regression Coefficient" \f T \l "1" 
	
	
	Unstandardized Coefficients
	
	Standardized Coefficients
	
	

	Model
	
	B
	Std. Error
	Beta
	t
	Sig.

	1
	(Constant)
	1.381
	0.566
	
	2.438
	0.018

	
	On Job Training
	0.268
	0.147
	0.211
	1.826
	0.033

	
	Off Job Training
	0.647
	0.140
	0.647
	4.630
	0.000

	
	Career Development Program
	0.288
	0.111
	0.283
	2.593
	0.012


Source: SPSS Output (2025)
CHAPTER FIVE TC "CHAPTER FIVE" \f C \l "1" 
DISCUSSION OF THE FINDINGS TC "DISCUSSION OF THE FINDINGS" \f C \l "1" 
5.1 Chapter Overview TC "5.1 Chapter Overview" \f C \l "1" 
This chapter  presents the discussion of the findings based on the finding presented in chapter four; to this chapter will thus be structured in to discussion of descriptive statistics, and discussion of regression results based on specific objectives of the study.
5.2 Descriptive Statistics TC "5.2 Descriptive Statistics" \f C \l "1" 
5.2.1 Descriptive Statistics for On-Job Training TC "5.2.1 Descriptive Statistics for On-Job Training" \f C \l "1" 
From the results regarding whether employers obtain awareness of their employees’ talents by means of on-job training. With an average rating of 4.0, on -job training was perceived to improve career advancement and role-specific competence since skills' gaps are directly addressed and knowledge is applied immediately. Employees value this as it shows that the organization is concerned about their professional growth; this is a very important aspect of employee retention (Srivastava, 2023). The mean score of 4.0 indicates that most employees agreed about its efficacy. This echoes issues observed in Tanzanian banks, where lingering discontent can be explained by uneven training quality or discrepancies between program content and individual career goals (Makombe et al., 2025). 
Moreover, regarding the issue that the preferred method of training is on -job because the employees are trained using tools from their places of work, a mean of  4.1 was attained. High average scores reflect research that Tanzanian banks have increased job competence and retention by factorizing specialized skills developed in the workplace tools (Pallangyo et al. 2020; Hanai 2020). According to studies that link on-the-job training with lower turnover with greater engagement and career growth opportunities, this preference suggests that employees may prefer practical, job-aligned training compared to theoretical (Dikshit, 2017). 
Moreover, the on-job training support in building a strong employee a mean score of 4.2 was achieved. The relatively small standard deviation indicates consistent employee responses, while the high mean indicates broad agreement that such training is beneficial. Training and development, particularly on-the-job training, has a significant impact on employee retention by improving skills, raising morale, and increasing job satisfaction (Onyango, 2020; Pallangyo et al., 2020). Employees are also more likely to stick with a company when they feel supported by ongoing professional development, which lowers turnover and related expenses (Pallangyo et al., 2020; Onyango, 2020). 
Moreover, the statement that I perceive on-job trainings as really a great investment in my professional advancement also received a higher mean. This indicates that a greater number of bank employees in Tanzania have an unwavering belief that on -job training improves their career paths. It has been established that training augments job satisfaction, motivation, and a sense of advancement in careers, thus, employees who are provided with regular, relevant training feel valued by their employers and are more likely to stay with them (Juma, 2016; Shabbir, 2020). The results are in agreement with more in-depth studies carried out in the banking sectors of Africa and globally, which have shown that successful training and development programs have less employee turnover and higher staff retention (Al-Wareth & Amirah, 2020). 
Furthermore, the issue that on -job training has improved my skills with respect to practical applications attained a relatively higher mean. A quite higher average indicates a favorable opinion consistent with research showing a significant positive correlation between employee retention and training and development in the banking sector (Onyango, 2020). It further shows that when employees perceive that their training is meant to enhance their careers and satisfying job performance, likelihood increases that they will tend to stay with the company (Gange & Barongo, 2024). Thereby, these results would support the argument that well done on-the-job training programs improve retention by engaging the employee and providing opportunities to develop skills (Onyango, 2020).
5.2.2 Descriptive Statistics for Off-Job Training TC "5.2.2 Descriptive Statistics for Off-Job Training" \f C \l "1" 
When respondents were asked about the off-job training, they reported that the bank has been able to train numerous employees through off-job training the mean score 4.0 was attained. This significantly higher mean indicates that staff members have very favorable opinions about the availability and effectiveness of these training programs. Although there is some variation in the responses, there is generally agreement, as indicated by the comparatively moderate standard deviation. Off-the-job training gives employees the chance to develop their skills and advance their careers, which increases job satisfaction and increases the likelihood of them will remain with the company (Juma, 2016; Abdullahi & Umar, 2023). These results are consistent with other research demonstrating that well-designed training initiatives are linked to higher retention rates since it gives workers a sense of support and motivation to stick with their company (Abdullahi & Umar, 2023).
Moreover, regarding the issue that off-the-job training is the best kind of training since it takes place somewhere else the mean score of 4.0 was achieved. Makombe and Rutenge (2025) state that this means off-the-job training, which is normally conducted away from the immediate work environment (say workshops and seminars), is appreciated for creating opportunities for networking with peers and acquisition of new knowledge, thus boosting continuous professional development. On-the-job training is very often seen as better for skills improvement because of its applicability and immediate relevance to day- to- day work, contrasting the acceptance of off-the-job training (Makombe & Rutenge, 2025).
More so concerning on the issue that the training off-the-job is cost-effective as numerous employees can be trained at once, a mean of 3.8 was achieved. This suggests that off-the-job training is generally seen by employees as cost-effective, particularly because it enables multiple employees to receive training at the same time. Workshops and seminars common off-the-job training techniques are valued for refreshing knowledge and facilitating networking, which supports employee development and retention, according to research conducted in Tanzanian banks (Makombe & Rutenge, 2025). On-the-job training is frequently chosen for its immediate impact on performance and direct applicability, while off-the-job training is valued for its cost-effectiveness and group learning potential, according to studies (Juma, 2016).
Moreover, the statement that participation in off-job training activities has enhanced my loyalty towards the bank, a mean of 3.8 was achieved. This means that employees normally hold a moderate opinion that receiving training away from the job enhances their loyalty; findings assert this since training and development have a significant role in employee retention in banks in Tanzania, especially when training involves career planning and growth opportunities (Onyango, 2020; Ngirwa, 2023). According to previously research, training can be inconsistently effective if it fails to address particular organizational contexts or employee expectations, even though it usually helps in retention (Onyango, 2020). 
Furthermore, regarding the statement that off-the-job training programs are more beneficial than in-company ones for the issue of career development. A mean of about 3.9 indicates agreement with the statement. This is corroborated by research in Tanzania and similar contexts: off-the-job methods, including workshops and seminars, provide the opportunities for the staff to pursue new market trends and network, and to develop professionally, whereas on-the-job training is appreciated for immediate, practical relevance (Makombe & Rutenge, 2025). The imparting of skills not always available within the company through an external course assists in career advancement, which in turn impacts employee retention (Ldama, 2015).
5.2.3 Descriptive Statistics for Career Development Program TC "5.2.3 Descriptive Statistics for Career Development Program" \f C \l "1" 
Results on descriptive analysis on career development program items shows: My company is a representative of one career growth opportunity which is so much transparent to employees, a mean of 3.9 was achieved. This suggests that the majority of workers concur with this view in general. Research indicates that banks give career planning and growth opportunities a lot of weight, which has an enormous effect on employee retention (Onyango, 2020; Ngirwa, 2023). Furthermore, Onyango (2020) avers that retention is enhanced only through training and development programs dealing with the aspects that matter most to employees, such as well-defined career paths and personal development. Hence, management must evaluate and modify career development programs to be in tune with the needs of employees for maximum retention, even when general feedback is encouraging (Onyango, 2020; Ngirwa, 2023).
In addition, my bank's training and development programs are effective in improving employee skills and knowledge mean score of 3.9 was achieved. The majority of bank workers concur that these initiatives are effective. Tanzania's banking industry has shown that once training and other development programs care for career planning or opportunities, they greatly impact employee retention (Onyango, 2020). Retaining strategies, however, further work empirically only if it meets the real needs and wants of employees, which vary a lot (Onyango, 2020). In this regard, on one hand, the general impression is positive; on the other, management must often gauge which aspects of training and development their staff chiefly value to enhance retention benefits.
My bank's investments in training and development have improved employee retention (mean = 3.9; standard deviation: 1.16). This implies that workers believe career development initiatives had a role in their decision to remain. The 1.16 standard deviation suggests that overall agreement is high, even in the face of possible response variation. Employee retention is significantly influenced by training and development, particularly career planning and growth opportunities (Pallangyo & Hanai, 2020; Ngirwa, 2023). Opportunities for skill growth and promotion are valued by employees, which increases loyalty and lowers turnover. Since structured training and development programs concentrate on important factors that encourage employees remain with the company, banks that invest in these initiatives have a higher chance of maintaining their staff (Pallangyo & Hanai, 2020; Ngirwa, 2023).
In addition, initiatives for career advancement keep me inspired to work at the bank for a long time, a mean score of 3.8 was achieved. There is a generally positive perception among employees, as evidenced by the majority of respondents agreeing and strongly agreeing that career development programs increase their motivation to stay with the bank. These programs have been shown to boost employee motivation, cultivate devotion and loyalty, and align employee goals with corporate objectives (Aleem & Bowra, 2020; Alzghoul & Khaddam, 2024). Because career development is a strategic tool for retaining talent and gaining a competitive edge in the banking industry, the observed mean score is in line with the greater body of research (Aleem & Bowra, 2020; Takeed et al., 2024).

The bank's career development programs also help me achieve my professional goals, a mean score of 4.0 was achieved. This indicates that most employees have a favorable opinion of career development programs overall and agree or strongly agree that they are pertinent to their individual objectives. This corresponds with studies that show that, in the banking sector, well-planned training and development programs enhance organizational commitment and retention of staff greatly (Aleem & Bowra, 2020; Takeed et al., 2024). Employees will feel more appreciated and motivated to remain with the firm if they think career development opportunities will help them accomplish their goals (Jonah, 2024; Sagar, 2025). The findings show that targeted career development programs are very relevant in retaining trained employees and competitive workforce for the banking industry.
5.2.4 Descriptive Statistics for Employees Retention TC "5.2.4 Descriptive Statistics for Employees Retention" \f C \l "1" 
The results on the theme indicates that my bank offers coaching and mentoring programs for staff development. The mean of 4.0 indicates a positive perception, suggesting that most employees share this view with some disagreement. The studies indicate that training and development programs, particularly in the field of employee professional and personal development, tend to positively influence employees' decisions to remain in an organization (Onyango, 2020; Ngirwa, 2023). Employees at banks that invest in structured development programs are more likely to stay with the company because employees feel valued and have clear career paths (Tarimo, 2023). Moreover, regarding the issue that sufficient training chances for career development are offered by my bank, a mean of 3.8 was achieved. This suggests that employees at specific banks generally agree to a moderate degree that their companies provide enough opportunities for training and development. Several studies highlighted training and development as vital to employee retention in the banking sector. One research in Nigeria shows that if workers feel that their career development is well supported, they are more inclined to remain with the company (Abba & Odeleye, 2018). Regardless of the generally positive outlook, banks should continue to adapt training programs to the different objectives of their employees to maximize retention benefits.
Moreover, the statement that my job performance is being improved by the training programs offered by my bank. The noticeably higher mean suggests that most employees think training enhances their performance, which is in line with Tanzania commercial banks' research showing that training significantly affects retention by providing opportunities for career planning and advancement. The findings thus align with Palikhe and Thapa (2023), who find that customized on-the-job and off-the-job training programs are being associated with better performance indicators. In Nigerian banks, the same findings show that training programs were significantly correlated (p<0.01) with improved performance and job satisfaction (Omokojie and Edith, 2021).
Moreover, training and progress investments done by my bank positively affect employee retention a mean of 3.8 was attained. This, therefore, means that employees in the banking sector are in general agreement that retention is being facilitated by training and development initiatives. This is also in line with empirical research that has shown training and development have a strong impact on employee retention, especially when training is geared towards career planning and growth opportunities (Hanai, 2020; Akther, 2020). Research supports the view that even in a situation where there is a generally positive attitude towards a firm having training programs, if such training programs do not custom fit the specific needs and expectations of employees, retention is not significantly affected. (Hanai, 2020).
Furthermore, training and development are key elements in order for employees to grow and work longer in your organization. The mean is then construed to be considered as a higher one due to the very favorable perception that workers have on training and development and that factor contributing toward their decision to remain with their company. These findings reinforce other studies that have shown training and development to greatly influence employee retention, especially when opportunities for career planning and advancement are factored in (Onyango, 2020; Ngirwa, 2023). Studies confirming that effective training and development programs increase employee motivation, satisfaction, and loyalty which positively affects retention rates within the banking sector (Onyango, 2020; Ngirwa, 2023).
Additionally, regarding the issue that the purpose of my company makes me feel my job is important, a mean score of 3.9 was achieved. This implies that the majority of employees agree that their work has purpose, which is good for retention. Studies conducted in the banking sector consistently show that training and development programs significantly increase employees' sense of value and job satisfaction, two factors that are closely linked to retention (Aleem & Bowra, 2020; Onyango, 2020; Takeed et al., 2024). A mean score of 3.9, which indicates that most employees believe their roles and the organization's mission are closely related, is indicative of good HR practices. By fostering skill development and a sense of belonging, training and development programs increase employee commitment and decrease attrition, according to studies done in Tanzania, Pakistan, and Afghanistan (Aleem & Bowra, 2020; Onyango, 2020; Takeed et al., 2024).
5.3 Regression Results TC "5.3 Regression Results" \f C \l "1" 
5.3.1 On the Job Training and Employees Retention TC "5.3.1 On the Job Training and Employees Retention" \f C \l "1" 
The regression results reveal that on the job training has positive and statistically significant influence employee’s retention. This implies that when on the job training increases, employee’s retention also increases. In other words, when employees are given more on-the-trains at workplace, they tend to stay more at the organization. With these findings, hypothesis one which stated that on the job training has positive and statistically significant influence on employee’s retention was accepted. 
These findings are similar to the study which was conducted by Al-Wareth and Amirah, (2020) in the in the Nigerian banks, This study found that regular on the job training made workers feel more capable and appreciated, which in turn improved retention. 
Similarly to Msisiri and Juma (2017) revealed that continuous employee development had an effect on employee retention at Tanzania's CRDB Bank in Arusha. Another study bay Dikshit and Jain, (2017) Indian public banks found that On-the-job training (OJT) improves employees' technical and interpersonal skills, which raises job satisfaction and lowers plans to leave the organization. The findings of this study is also consistent with the findings by Nasution et al. (2024) which indicates that training has positive and statistical significant influence  on employee retention.
5.3.2 Off the Job Training and Employees Retention TC "5.3.2 Off the Job Training and Employees Retention" \f C \l "1" 
Moreover, the study revealed that off the job training had positive and statistically significant influence on employee’s retention.  This implies that when off the job training was high, employee’s retention also was high, and In other words when employees were given more off the job training they were more willingly to stay in the organization. With this study hypothesis that off job training has positive and statistically significant influence on employee’s retention was accepted. The research results obtained mirror findings of Pallangyo and Hanai (2020) in Tanzanian banks, which revealed that the most significant T&D attributes-were career planning and growth opportunities-directly decreasing turnover intentions. Similary to Aleem and Bowra (2020) found that workers who obtained outside training expressed greater dedication since they thought the bank was making an effort to match their competencies with market needs. Moreover, the findings of this study coincide with those of Atikur and Sayed (2023) that found that training and development positively and significantly impacts the retention of employees.
5.3.3 Career Development and Employees Retention TC "5.3.3 Career Development and Employees Retention" \f C \l "1" 
Furthermore, the study revealed that career development had positive and statistically significant influence on employee’s retention. This implies that when Career Development was well structured and implemented also employee’s retention was improved. With this study the hypothesis that career development has positive and statistically significant influence on employee’s retention was established. 
The findings concur with the study done by Aleem & Bowra, (2020); Onyango, (2020) in Tanzania, Pakistan, and elsewhere that training and development, especially those focused on career planning and growth opportunities, are significantly related to increased employee commitment and decreased turnover rates.
Similarly to Alzghoul and Khaddam, (2024) revealed that once employees  feel that their employer encourages their professional growth, they are more likely to remain, feel motivated, and align their goals with the banks. The findings of this study are also consistent with the findings by Ferdiana et al. (2023) which indicates that career development has positive and statistical significantly influence  on employee retention.
CHAPTER SIX TC "CHAPTER SIX" \f C \l "1" 
SUMMARY OF THE FINDINGS CONCLUSION AND RECOMMENDATIONS TC "SUMMARY OF THE FINDINGS CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
6.1 Chapter Overview TC "6.1 Chapter Overview" \f C \l "1" 
This chapter presents the key findings presented in Chapter five, a conclusion drawn from these findings and recommendations associated therewith. This chapter would thus be structured into a summary of the findings, conclusion, recommendation, limitations of the study, and areas of further research.
6.2 Summary of the Main Findings TC "6.2 Summary of the Main Findings" \f C \l "1" 
The main objectives of this study were to assess the effects of training and development on employee retention in the Tanzanian banking industry. First, the specific objectives of this research study included establishing the effect of on-the-job training on employee retention in the Tanzania banking industry, secondly, ascertaining the impact of off-job training in the retention of employees in the banking sector in Tanzania; and finally, finding out the role that career development program has on employee retention in the Tanzania banking industry. The study employed human capital theory. The study adopted positivism research philosophy, quantitative research approach and explanatory research design. The sample size of the study was 80 respondents. 
The method used is simple random sampling. Data were collected by means of structured questionnaires developed for this purpose and compiled with both descriptive statistics and multiple regressions using SPSS. The result of the regression has positive and statistically significant effects on the employee's retention based on job training. Off-the-job training, however, has positive and statistically significant effects on employee retention. Furthermore, the study revealed that career development has positive and statistically significant influence on employee’s retention. 
6.3 Conclusion TC "6.3 Conclusion" \f C \l "1" 
6.3.1 On- Job-Training and Employee Retention TC "6.3.1 on- Job-Training and Employee Retention" \f C \l "1" 
The regression results reveal that on job training has positive and statistically significant influence employee’s retention. This implies that when on the job training increases, employee’s retention also increases. Therefore on the job- Training seen to be determinant by the employee’s retention in the Tanzanian banking industry.
6.3.2 Off- Job-Training and Employee Retention TC "6.3.2 off- Job-Training and Employee Retention" \f C \l "1" 
Moreover, the study revealed that off job training had positive and statistically significant influence on employee’s retention. As the study found that when off the job training was high, employee’s retention also was high. This concludes that Off-the-job training is predictor of the employee’s retention in Tanzanian banking industry. 
6.3.3 Career Development and Employee Retention TC "6.3.3 Career Development and Employee Retention" \f C \l "1" 
Furthermore, the study revealed that career development has positive and statistically significant influence on employee’s retention. This implies that when Career Development was well structured and implemented also employee’s retention was improved.  Therefore structured career development is also the determinant of the employee’s retention in the Tanzanian banking industry. 
6.4 Recommendations TC "6.4 Recommendations" \f C \l "1" 
6.4.1 On- Job-Training and Employee Retention TC "6.4.1 On- Job-Training and Employee Retention" \f C \l "1" 
The regression results reveals that on job training have positive and statistically significant influence employee’s retention. It is recommended from the findings that banking institutions should keep on funding structured on-the-job training programs that focus on needs. This type of training not only addresses skill gaps and accelerates the application of knowledge but, in addition, builds employee retention based on career advancement, job satisfaction, and loyalty to the organization. Thus, banks should be prepared to align their training programs with employees' jobs and career objectives for maximum efficiency. High performance will be maintained and turnover will be reduced with this strategic focus.
6.4.2 Off- Job-Training and Employee Retention TC "6.4.2 Off- Job-Training and Employee Retention" \f C \l "1" 
The regression results reveals that off- job- training has positive and statistically significant influence on employee’s retention. Therefore, banks are recommended to continue with off-the-job skills training programs primarily on account of their beneficial influence toward employee retention, promotion, and loyalty. To maximize the impact, training must be properly designed, reasonably priced, and suited to the needs of each employee. The best application of skills in real-life scenarios while receiving off-the-job training will increase skills application and thus job satisfaction. Networking opportunities and industry trends will be exposed through outside workshops and seminars for the promotion of professional development. Such a well-rounded employee-centered training strategy, in the long run, will ensure that the bank maintains its success and competitive advantage through increased employee engagement, performance improvement, and turnover reduction.
6.4.3 Career Development and Employee Retention TC "6.4.3 Career Development and Employee Retention" \f C \l "1" 
Furthermore, the study revealed that career development has positive and statistically significant influence on employee’s retention. It is advised that management in banks and comparable organizations regularly assess and modify career development initiatives to accommodate employees' varied career preferences and goals. Transparent career growth opportunities, pertinent training, and skill-building programs that employees value most should be prioritized. Frequent feedback systems can assist in recognizing changing needs, guaranteeing that programs continue to be successful in inspiring employees and improving retention. Strategic career development investments increase organizational competitiveness, lower turnover risks, and increase employee satisfaction and loyalty.
6.5 Limitations and areas for Further Study of the Study TC "6.5 Limitations and areas for Further Study of the Study" \f C \l "1" 
The scope of the current study was limited to the primary data. Moreover, the uses of self-administered questionnaires introduce bias as the respondents provide socially desirable responses rather their true opinions. Furthermore, study was cross-sectional in nature future studies could use longitudinal studies. Additionally, for the further research study could expand this scope by increasing the sample size of the study and should be carried out at public sectors.
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APPENDICES TC "APPENDICES" \f C \l "1" 
APPENDIX I

Dear, Respondent


I am current working on the research project on an empirical analysis of the influence of training and development on employee retention in banking industry in Tanzania. Supervised at the Open University of Tanzania. The enclosed questionnaire is the most important aspect of the study, and I would appreciate your help in completing it. This questionnaire is designed to elicit responses from your personal experience. Your responses will be strictly for academic purposes only and with high confidentiality and anonymity will be maintained. Answering it should take between 10 and 15 minutes. Your contributions are critical to the study's success. 

Thank you for your Cooperation



Yours faithfully

Peter Haule

Mobile phone: 

SECTION ONE: DEMOGRAPHIC FACTORS
To answer the following questions please tick in the empty box as appropriate;

1. Gender;

a)
Male                                                                                   (        )                      

b)
Female                                                                                (        )

 2. Education level achieved;

a)        Certificate                                                                           (       )

b)
Diploma                                                                               (       )

c)
First university degree                                                         (       )

d)
Masters and above                                                               (       )

3. Age 

a)
 25 – 35 years                                              (      )

b)
 35 -45 years                                                (      )

c)
45 – 50 years                                              (      )

d)
50 and above years                                     (      )

4. Working experience;

a)
2 years or less                                            (     )  

b)
3 to 5 years                                                (      )   

c)
6 to 10 years                                               (      )

d) 10 Years and Above                                        (     )

5. Frequency of training program you have participated in one year?

a)
Only Once                                                   (     )  

b)
Twice                                                          (      )   

c)
Several Time                                               (      )

d)     Never                                                          (      )

6. Methods of facilitation at the training you have attended 

a)
Lecture                                                        (     )  

b)
Case Study                                                 (      )   

c)
Seminar                                                       (      )

d)  Group Excise                                               (      )

SECTION TWO: ON-JOB STATEMENTS
Please indicate the extent to which you agree or disagree with the following statements by applying a tick (√) using the following guidelines:

1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree

	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	On Job Training
	1
	2
	3
	4
	5

	7. Employers obtain awareness of their employees’ talents by means of on-job training.
	
	
	
	
	

	8. The preferred method of training is on-the-job because the employees are trained using tools from their places of work.
	
	
	
	
	

	9. On-job training support in building a strong employee.
	
	
	
	
	

	10. I perceive on-job trainings as really a great investment in my professional advancement.
	
	
	
	
	

	11. On-the-job training has improved my skills with respect to practical applications.
	
	
	
	
	


SECTION THREE: OFF-THE-JOB TRAINING STATEMENTS
Please indicate the extent to which you agree or disagree with the following statements by applying a tick (√) using the following guidelines:

1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	Off Job Training
	1
	2
	3
	4
	5

	12. The bank has been able to train numerous employees through off-job training.
	
	
	
	
	

	13. Off-the-job training is the best kind of training since it takes place somewhere else.
	
	
	
	
	

	14. Training off-the-job is cost-effective as numerous employees can be trained at once.
	
	
	
	
	

	15. Participation in off-job training activities has enhanced my loyalty towards the bank.
	
	
	
	
	

	16. Off-the-job training programs are more beneficial than in-company ones for the issue of career development.
	
	
	
	
	


SECTION FOUR: CAREER DEVELOPMENT PROGRAM STATEMENTS
Please indicate the extent to which you agree or disagree with the following statements by applying a tick (√) using the following guidelines:
1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	Career Development Program
	1
	2
	3
	4
	5

	17. My company is a representative of one career growth opportunity which is so much transparent to employees.
	
	
	
	
	

	18. In my bank, employee skills and knowledge enhancement through the training and development programs is effective enough.
	
	
	
	
	

	19. The retention of employees in my bank has been enhanced by the investment it makes in training and development.
	
	
	
	
	

	20. Career growth initiatives keep me motivated to stay long-term at the bank.
	
	
	
	
	

	21. The bank's career development programs align with my career goals.
	
	
	
	
	


SECTION SIX: EMPLOYEES RETENTION STATEMENTS
Please indicate the extent to which you agree or disagree with the following statements by applying a tick (√) using the following guidelines:

1= Strongly Disagree, 2= Disagree, 3= Neutral, 4= Agree, 5= Strongly Agree
	Statement
	Strongly Disagree
	Disagree
	Neutral
	Agree
	Strongly Agree

	Employees Retention
	1
	2
	3
	4
	5

	22. My bank offers coaching and mentoring programs for employee development.
	
	
	
	
	

	23. Sufficient training chances for career development are offered by my bank.
	
	
	
	
	

	24. My job performance is being improved by the training programs offered by my bank.
	
	
	
	
	

	25. Training and progress investments done by my bank positively affect employee retention
	
	
	
	
	

	26. Training and development are key elements in order for employees to grow and work longer in your organization.
	
	
	
	
	

	27.The purpose of my company makes me feel my job is important
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Manager,

NBC,

P.0. Box. 550,
MAKAMBAKO- NJOMBE

Dear Manager,

RE: RESEARCH CLEARANCE FOR MR. PETER HAULE, REG NO: PG202087524

2. The Open University of Tanzania was established by an Act of Parliament No. 17
of 1992, which became operational on the 1#March 1993 by public notice No.55 in the
official Gazette. The Act was however replaced by the Open University of Tanzania Charter
of 2005, which became operational on 1*January 2007.In line with the Charter, the Open
University of Tanzania mission is to generate and apply knowledge through research

3. Tofacilitate and to simplify research process therefore, the act empowers the Vice
Chancellor of the Open University of Tanzania to issue research clearance, on behalf of
the Government of Tanzania and Tanzania Commission for Science and Technology, to
both its staff and students who are doing research in Tanzania. With this brief background,
the purpose of this letter is to introduce to you Mr. Peter Haule, Reg.No: PG202087524,
pursuing Master of Human Resource Management (MHRM). We here by grant this
clearance to conduct a research titled “Influence of Training and Development on
Employee Retention in the Banking Industry in Tanzania: Empirical Evidence from
Njombe Region” He will collect his data at your office from 17* March to 30" April 2025
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