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Abstract: This paper aims at exploring the influence of Training and Development (T&D) on employee
retention in the banking industry of Tanzania. A stratified sampling technique was used to ensure
representativeness of the sample, eleven banks were selected purposely and a simple random sampling was
applied to draw a sample of 370 employees. Binary logistic regression analysis was used to analyze
quantitative data. The results revealed a ‘p’ value of 0.001 that indicate that T&D was significantly
influencing employee retention. The study concluded that T&D attributes (career planning and growth
opportunities) have significant influence on employee retention at the banks. The study recommends retention
policies which are reflecting career planning and growth opportunities as T&D attributes that were valued
most by employees.
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1. INTRODUCTION

Recently, employee retention has become a serious concern in many organizations (Mehrez and
Bakri, 2019). Thirupathy and Dhayalan (2016) argued that today’s business environment is very
competitive thus making skilled employees the major differentiating factor.The study admitted that
organizations in these days rely on the expertise of their employees in order to compete and gain
competitive advantage in the market. Samuel and Chipunza (2009) emphasized that retention of
skilled employees is vital for sustaining competition as well as in increasing effective and efficient
service delivery in the organizations. In the same perspective, Ibidunni, et al. (2016) argued that
employee retention helps in improving organizational performance. Conclusively, employee retention
is now regarded as vital for organizational performance as well as competitiveness.

The liberalization of the economy in Tanzania in 1980s and financial sector reforms in 1990s allowed
private banks to operate in the country. The economic liberation and financial reforms also resulted
into increased number of banks. Prior to economic liberalization, Tanzania had four banks but by
2017 the number had raised to fifty eight banks (BOT, 2017). This resultedin existence of competitive
business environment and dynamic market in the banking industry. The banks started experiencing a
problem in retaining employees especially reputable ones (Mboya, 2012; Kweka and Sedoyeka,
2014).Recognizing the importance of employee retention and its benefits, many banks took initiatives
in order to improve employee retention (Rashidi and Rahman, 2013; Msisiri and Juma, 2017).
Banking institutions in Tanzania have adopted different employee retention strategies and initiatives.

Despite clear evidence on the benefits of employee retention from the empirical literature and
initiatives taken, still there is a problem of retaining desirable employees.Shahin (2017) admitted that
poor employee retention can lead to many operational problems, decreasing morale, low productivity
and increase in cost to the organization. Probably, the development and implementation of retention
strategies had limited understanding of the key factors in the Tanzanian context.Oyagi and Kembu
(2014) argued that poor retention of employees imposes costs of recruitment, training new employees
and additional burden of work on remaining employees. Given this situation, it is important to
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understand what factors influence employee retention in Tanzanian banks. The existing literature has
revealed many employee retention factors but this study intends to explore the T&D influence on the
employee retention in the Tanzanian banks.

Msisiri and Juma (2017) found that continuous improvement to employees influenced employee
retention at CRDB bank in Arusha, Tanzania. Oyagi and Kembu (2014) also studied employee
retention in the banking sector and indicated that promotion opportunities had significant influence.
However, studies had come with conflicting findings. For example, Umamaheswari and Krishnan
(2016) found insignificant influence of T&D on employee retention, while, Rashid and Rahman
(2013) indicated a significant influence of T&D on employee retention.

Given the conflicting findings in the literature and the problem of retaining employees which affect
the banking performance negatively, it is not clear whetherT&D can help to influence employee
retention. Therefore, this paper aimed at filling the gap by investigating the influence of T&D on
employee retention in the banking industry.

1.1. Training and Development and Employee Retention

Several scholars defined the concept of employee retention to fit their context of study. The paper
adopts the definition introduced by Gayathri, et al. (2012) who defined employee retention as a
process in which employees are encouraged to stay with the organization for the maximum period of
time or until the completion of the project. Msengeti and Obwogi (2015) defined employee retention
as the efforts to develop strategies and initiatives that support current staff into remaining with the
organization. Regina and Rosalia (2015) evidenced that there was no single factor for employee
retention. According to Francis (2014) T&D refers to the formal activities undertaken by an
organization to help employees acquire the skills and experience needed to perform current or future
jobs.

Herzberg two factor theory of 1966 provided a theoretical background for this study. The theory
suggests that there are certain factors in the workplace that cause job satisfaction (and motivation)
whiles others cause dissatisfaction. According to Herzberg (1966) two factor theory, motivation of
employees at workplace can occur as a result of the use of motivators such as achievement,
responsibility, the work itself, recognition, advancement and growth. Whereas hygiene factors such as
company policy and administration, interpersonal relations, salary, supervision, job security and
working conditions, would not motivate or create satisfaction to employees but instead it would result
in a neutral state. Despite that Herzberg two factor theory is a motivation theory which was developed
to study employee motivation, but in this study the theory was considered relevant on studying
employee retention as it has been empirically evidenced (Motlou and Karodia, 2016; Waweru and
Kagiri, 2018) that when employees are motivated or satisfied at work they are likely to stay in the
organization.

The Applicability of Herzberg (1966) two factor theory in studying employee retention have been
observed and evidenced in a number of empirical studies (Msengeti and Obwogi, 2015; Thirupathy
and Dhayalan, 2016). For instance, Kassa (2015) used Herzberg two factor theory to study employee
retention and found a positive and significant relationship between motivational factors such as
recognition, promotion and development on employee retention. In related perspective, Adzei and
Atinga (2012) linked motivation and retention of health workers in Ghana’s district hospitals.
Thirupathy and Dhayalan (2016) on studying employee retention in India indicated that T&D is
among the motivational variables that significantly influenced employee retention. This finding is
similar to the results of Mehrez and Bakri (2019) who indicated a relationship between T&D with
employee retention in emerging economies in Qatar. Nyambura and Kamara (2017) did a study on
employee retention in public universities in Kenyaand revealed a positive and significant relationship
between T&D and employee retention.Despite that many empirical studies (Ldama and Bazza, 2015;
Mathimaran and Kumar, 2017) evidenced the significant relationship between T&D with employee
retention but some studies indicated contrary findings. For example, Umamaheswari and Krishnan
(2016) who conducted a study on employee retention in India found insignificant relationship between
T&D and employee retention.

On the other hand, Imna and Hassan (2015) found that career development has a positive and
significant impact on employee retention in Maldives retail industry. In a Pakistani an banking
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context, Ahmada, et al. (2015) did a study on human resource practices and employee retention found
that training opportunities was one of the most important strategies in retaining employees. However,
Terera and Ngirande (2014) revealed insignificant relationship between training and employee
retention. Sohail, et al. (2011) in studying employee retention at the textile sector in Pakistan
indicated that there was strong positive correlation between career path and employee retention.
Similarly, Nasir and Mahmood (2016) revealed a significant relation of career development with
employee retention when studying determinants of employee retention in Pakistan.

Salman, et al. (2014) carried out a study on factors affecting employee retention at the banking sector
in Pakistan and found that promotion opportunities, education/training opportunities and growth
opportunities have influence on employee retention. On the other hand, Francis (2014) who found a
significant relationship between T&D and employee retention in Nigeria’s manufacturing industries
used opportunities to upgrade knowledge and skills, opportunities to improve performance, job related
training and opportunity for professional development. In related perspective, Hong, et al. (2012)
studied the effect of T&D on employee retention used attributes such as opportunities for higher
qualification, training on job skills, training on quality improvement skills, mentoring and career
planning to measure training and development. In the African context, Mutiria, et al. (2015) argued
that training and career growth have significant influence on employee retention at Meru University
of Science and Technology in Kenya.

In Tanzania, Msisiri and Juma (2017) did a study on the relationship between non-financial rewards
and retention of employees in the banking industry in Arusha and used regression analysis found that
continuous improvement to employees had positive influence on employee retention. Muhoho (2014)
in studying factors influencing employee retention in Tanzania’s work organizations indicated that
opportunities for further development strongly influenced retention of employees.

Most prior studies as cited above have indicated the relationship between T&D with employee
retention. However, different results from previous studies on the attributes of training and
development which influenced employee retention may be due to the fact that satisfaction level,
sensitivity level, perceptions, attitudes, behaviours and needs of every individual are different (Zareen
et al., 2013). This may imply that more research is needed in different organizational settings in
finding out specific training and development attributes that can influence employee retention on
those settings. This may also raise a need for investigating further the needs and perceptions of
employees with respect to training and development that can influence retention since they are not the
same.

1.2. Conceptual Framework

The study developed the conceptual framework based on the discussion of the literature review above.
One dependent variable namely Employee Retention (ER) and one independent variable namely
Training and Development (T&D) were used to develop a conceptual framework as described in
figure 1.

Independent Variable Dependent Varable

raining and Development Bank Emplovee
Retention

Figurel.0. Conceptual framework

Source: Literature review
2. RESEARCH METHODOLOGY

The Quantitative method was used in this study and the positivism philosophical stance was adopted.
This is because the developed hypothesis and proposed model can be tested to explain the influence of
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T&Don employee retention among banking institutions. According to Lancaster (2005) positivism
philosophy assumes that the researcher is independent, concentrates on facts by testing hypothesis and
there are no human interests on the study.Thestudy used the survey strategy and employed
explanatory research design which helped to test the existence of relationships among variables and
validated a model which can be used to explain employee retention in aspects of training and
development in the context of banking institutions in Dar es salaam, Tanzania. The rationale to use
explanatory design was based on its usefulness in explaining causal relationship among variables and
to produce a model for these relationships.

Data was collected in Dar es Salaam region. The study area was selected because most of the banking
institutions are operating in Dar es Salaam region than any other region in the country and this
resulted high competition which in turn influences competition in retaining skilled bankers. Stratified
sampling was used to ensure representativeness of banks basing on their bank categories such as
commercial banks, community banks, financial institutions, development finance institutions and
microfinance banks. Thereafter eleven banks were selected purposively and then simple random
sampling was used to draw a sample of 370 employees from the selected banks that were given
questionnaires. The overall sample size was allocated proportionally among the eleven banks
depending on their number of employees.

The pilot study was conducted before the main survey to ensure the suitability of data collection
instrument. Data analysis was done using both descriptive and inferential analysis. Binary logistic
regression analysis was used to test a hypothesis and to develop a model on training and development
that can explain employee retention among banking institutions in Dar es Salaam. IBM SPSS
23software was applied to support the analysis in the study.

2.1.Findings
2.1.1. Employee’s Characteristics

The employee’s characteristics were profiled based on their gender, marital status, age, education
level, management level and years worked in the organization as described in Table 1.

Tablel. Employee’s Characteristics

Characteristics Frequency Percentage
Gender Male 134 41.1
Female 192 58.9
Marital status Married 188 57.7
Single 124 38
Widow 7 2.1
Divorced/Separated 7 2.1
Age 20-30 years 100 30.7
30-40 years 158 48.5
40-50 years 48 14.7
50-60 years 20 6.1
Education level Secondary 6 1.8
Non-degree 15 4.6
Bachelor 217 66.6
Postgraduate 88 27
Years worked Less than 1 year 17 5.2
1 to less than 5 years 153 46.9
5 to less than 10 years 96 29.4
Above 10 years 60 18.4
Management level Non-management 197 60.4
Mid-level management 121 37.1
Top management 8 2.5
Total 326 100

Based on the findings in table 1, it is implied that at least there was representativeness of the sample
in terms of each unique employee characteristic. The findings on gender of the respondents indicated
that female respondents were slightly higher than male respondents as among the 326 respondents
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contacted, 41.1% were male and 58.9 % were female. This proportional of the percentage showed that
there was representation of gender in the study as the data captured each group of gender. The study
results on age revealed that majority of the respondents are in the age between 20 to 40. The age
group of 326 respondents of the study were as follows; 30.7% were aged between 20 - 30 years,
48.5% were aged between 30 - 40 years, 14.7% were aged between 40 - 50 years and 6.1% were aged
between 50 - 60 years.

The study findings on the level of education of the respondents contacted indicated that the majority
(66.6%) were bachelor degree holders, (27%) were postgraduate degree holders, (4.6%) were non-
degree holders while a few (1.8%) were secondary education holders. This implies that the majority of
the respondents involved had good level of education to handle bank operations and support
customers and that each level of education background was captured. It was revealed that between the
326 respondents, 57.7% were married, 38% were single, 2.1% were widow and 2.1% were
divorced/separated. Majority of respondents were married and single, however the proportional of the
percentage indicated representation of marital status in the data collected and that each group of
marital status was addressed.

The study findings on management level of respondents indicated that majority (60.4%) were non-
management employees, (37.1%) were mid-level management employees while a few (2.5%) were
top management employees. Therefore, at least each level of management was contacted in the study
and data covered each management level as it was considered that each level may have different needs
or perceptions that influence their decision to stay (Uitzinger, et al., 2016).The study results revealed
that out of 326 respondents, 5.2% have worked less than 1 year, 46.9% have worked 1 to less than 5
years, 29.4% have worked 5 to less than 10 years and 18.4% have worked above 10 years. This shows
that the data covered each group category as the study considered that the number of years an
employee has worked may have influence on their decision to stay as argued by (Agyeman and
Ponniah, 2014).

2.2.Validity and Reliability

The study considered validity and reliability issues as these are important in testing the
trustworthiness of the measurement instrument used in any research (lhantola and Kihn, 2011).
Content validity, construct validity and criterion validity were observed in this study as many scholars
have used these kinds of validity in ensuring validity is achieved (Drost, 2011). A pilot study of
survey instrument was done in order to ensure that the items in the questionnaire accurately reflect the
theoretical domain of the latent construct it claims to measure. This involved few experts in human
resource particularly in training and development area and few respondents as a sample population to
help the study to strengthen the data collection instrument by assessing its coverage in theoretical
domain.

To ensure construct validity the study identified correct operational measures for the T&D construct.
Furthermore, the study ensured that criterion validity was achieved by making sure that the data
collection instrument was drawn and developed by considering strong validated literature and expert
panels. Kimberlin and winter stein (2008) argue that criterion validity provides evidence about how
well scores on the new measure correlate with other measures of the same construct or very similar
underlying constructs that theoretically should be related.

Reliability issues were considered in this study by first ensuring that the data collection instrument
was suitable to respondents and second assessing the internal consistency of the scale using
Cronbach’s Alpha. The study ensured that the language used in the questionnaire was clear to the
respondents and hence the data collection instrument was suitable to them. A reliability analysis on
the training and development scale comprising five items showed that the questionnaire attained an
acceptable reliability with Alpha coefficient (o) equal to 0.882 as indicated in table 2.0 below. The
obtained Alpha was within the acceptable range as it was between 0.7 and 0.9 as suggested by
Streiner (2003). Streiner (2003) recommended a maximum value of Alpha coefficient (o) of 0.9 as
when it is above that it can be too high and point to redundancy among the items.

Table2. Reliability Statistics

Cronbach's Alpha Cronbach's Alpha Based on Standardized Items N of Items
.882 .883 5
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Furthermore, it was checked if Alpha coefficient could increase by removing some items in the
questionnaire. The study retained all items as any deletion of an item would have resulted in a
decrease in the Alpha coefficient. This is as postulated in the last column in table 3.0 below.

Table3. Item-Total Statistics

Scale Mean if Item[Scale Variance ifiCorrected Item-Squared  MultipleCronbach's Alpha if
Deleted Item Deleted [Total Correlation  [Correlation Item Deleted

TD1 14.13 14.515 .668 .449 .869

TD2 13.77 13.945 714 .514 .858

TD4 13.87 15.046 .673 .456 .867

TD5 13.86 13.744 .784 .643 .841

TD6 13.90 14.174 .752 .606 .849

Key Note: TD1 = Career planning, TD2 = Growth, TD4 = Coaching, TD5 = Advancement, TD6 = Improve
performance

2.3. Hypothesis Testing

The objective of this paper was to test the hypothesis which state; Training and development have
significant influence on employee retention at the banking industry in Dar es Salaam. Findings using
binary logistic regression are as presented in the following tables.

Table4. Variables in the Equation

B S.E.
-.360 113

Wald Df
10.209 1

Sig.
.001

Exp(B)
.698

Step 0 | Constant

The results in table 4.0 above indicate a significant value (p) of 0.001 which is less than 0.05 implying
that the predictor (training and development) makes a significant contribution in predicting the
dependent variable employee retention.

In addition, the statistical significance of the indicators of training and development were also
presented in table 5.

Tableb. Variables in the Equation

B S.E. Wald Df Sig. Exp(B) 95% C.l.for EXP(B)
Lower Upper
Step TD1 -.330 147 5.074 1 .024 719 .539 .958
1# TD2 -.587 .155 14.421 1 .000 .556 411 .753
TD4 -.094 .166 319 1 572 911 .658 1.261
TD5 .079 .185 .182 1 .670 1.082 .753 1.556
TD6 -.246 .183 1.803 1 179 782 .546 1.120
Constant 3.705 .592 39.191 1 .000 40.647

a. Variable(s) entered on step 1: TD1, TD2, TD4, TD5, TD6.

Key Note: TD1 = Career planning, TD2 = Growth, TD4 = Coaching, TD5 = Advancement, TD6 = Improve
performance

The results provided in table 5 indicated that only two indicators, that is, TD1 (career planning) and
TD2 (growth opportunities) were statistically significant. From the results you can see that three
indicators known as TD4 (p = .572), TD5 (p = .670) and TD6 (p = .179) did not add significantly to
the model whereas TD1 (p =.024) and TD2 (p = .000) added significantly to the model/prediction.

Therefore, the hypothesis which state that training and development have significant influence on
employee retention at the banking industry in Dar es Salaam is confirmed. These results agree with
other findings (Ldama and Bazza, 2015) that revealed a significant influence of training and
development on employee retention in selected banking institutions in Nigeria. The hypothetical
model derived from the findings is as shown in figure 2.0.

In the derived model, insignificant attributes (indicators) of training and development basing on p
value were included in the model. This was due to the fact that employees are not the same as they
have different levels of sensitivity, satisfaction levels, altitudes, behaviours and perceptions (Zareen et
al., 2013) so even the insignificant attributes can have influence on employee retention as some
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employees are very sensitive. These results are aligned with Babyak (2004) who contend that non-
significant values based on p-value alone does not mean no effect and that insignificant values can be
important for example, in clinical decision making of whether to intervene or not to intervene a public
health problem, and on deciding which parameters are important.

In addition, Wald Chi-Squared Test for the insignificant attributes was not zero as shown in table 4.0,
this indicated that each insignificant attribute had some contribution to the model despite its smallness
(Agresti, 1990, 2013). So, deleting insignificant indicator variables in the model would have resulted
over fitting and hence an over fitted model as it has been argued by Harrell Jr and Slaughter (2008).
Babyak (2004) also indicated that over fitting yields overly optimistic model results and the findings
from the over fitted model do not really exist in the population and hence can’t be replicated.

Training and Development
I'Ll.Ilg__________

Career planni
Growth ____________ Bank employee
Coaching ___..-----} retention

Advancement _----
Improve performance

Key Note:
————————————————— »Insignificant
» Significant

Figure2. Hypothetical Model for the Study
2.4.Findings Discussion

The influence of T&Don employee retention among banking institutions have been confirmed in prior
retention studies (Ldama and Bazza, 2015; Ahmada, et al., 2015). Thus, employees at the banking
institutions can be influenced by training and development. The paper developed one hypothesis that
T&Dhave significant influence on employee retention at the banking industry in Dar es Salaam.
Findings from binary logistic regression analysis revealed a significant p-value of 0.001 which
confirm that there is a significant relationship between T&Dand employee retention. Prior studies
(Nyambura and Kamara, 2017;Mathimaran and Kumar, 2017) have supported these results by
reporting a significant relationship between training and development and employee retention.So, the
support from empirical studies has provided evidence of what the current study confirmed through
survey data.

Furthermore, the findings also indicated that the elements namely career planning, growth, coaching,
advancement and opportunities to improve performance of T&Dare strongly influencing employee
retention at the banking industry in Dar es Salaam. Previous studies, Hong et al. 2012 revealed similar
results thatT&Dsuch as career planning; higher qualification, quality improvement, sufficient training
and regular training have significant influence on employee retention. Fransis (2014) pointed out that
there is a strong link between T&Delements (such as opportunities to improve performance,
opportunities to upgrade knowledge and skills, professional development and necessary training) with
employee retention. The previous studies and the current study both indicated a strong relationship
between training and development elements and employee retention. Despite of the similarities in the
findings of this study and previous studies, the results differ in some of the elements of training and
development.

For instance, Salman, et al. (2014) argued that promotion, education/training opportunities, growth
opportunities, opportunities for training, sufficient time and budget for training and experienced
trainers as important elements of training and development that significantly contributed on employee
retention while this study couldn’t find any support for experienced trainers, promotion, sufficient
time and budget for training. The observed differences on the elements of training and development in
influencing employee retention may have implication that not all elements are fulfilling and
applicable in all contexts. This can be because of the influence of context on the outcome of research
(QDvretveit, 2011).

This aligned with the results by Umamaheswari and Krishnan (2016) which revealed an insignificant
relationship between training and development and employee retention. The study alsoconcluded that
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adoption of retention strategies by an organization with intention to improve employee retention can
sometimes lead to insignificant influence on retention. This can imply that the prediction of training
and development on employee retention may likely become insignificant if the elements do not cover
the needs of employees that would influence their decision to stay. In addition, Zareen et al. (2013)
argued that the needs and perceptions of employees are not the same and employees themselves are
different as some of them strive for monetary rewards while others desire for authority and
involvement in decision making process. This implies that it is important for the management to find
out what attributes of training and development are valued most by employees in an organization that
can be adopted to influence employee retention.

While the study results make clear that T&D is the base for improving employee retention in the
banking industry in Dar es Salaam region, it also revealed that not all attributes are rewarding. This
means that despite that coaching, career planning, growth opportunities, opportunities to improve
performance and advancement are all together explaining the significant influence of training and
development on employee retention in this study, but only two elements namely career planning and
growth opportunities were statistically significant with p value of 0.024 and 0.000 respectively.

The empirical results in this paper indicated that career planning is significantly related to employee
retention in the banking industry in Dar es Salaam. The results of this paper aligned with Kaur (2015)
who revealed that career planning was among the critical variables that influenced employee
retention. Rakhra (2018) who did a study on factors influencing employee retention in India also
found that career planning contributed significantly on employee retention.

Despite many scholars (Kigo and Gachunga, 2016;Rakhra, 2018) as well as this paper argued that
career planning contributes significantly on employee retention, Chew and Girardi (2012) came up
with a contrary finding that career planning has no influence on employee retention. This may mean
that career planning cannot be taken for granted by management that it can retain employees because
it may not be applicable in other contexts. It is therefore crucial to find out what retention strategies
are valued most by employees in their context so as to use them to influence retention of employees.
On the other hand, this may also have implication that even if there is career management policy in
place to ensure career path to employees but if the policy is not practiced by management it may not
help to influence employee retention.

Previous studies (Alagusundaram and Raghavan, 2017; Palwasha, et al., 2017) as well as this
paperargued that opportunities for growth contributed significantly on employee retention. In
Tanzanian context, Muhoho (2014) revealed similar finding that opportunities for employee
development strongly influencedretention of employees. Basing on results of the previous scholars
and this paper it can be suggested that adequate growth opportunities to employees at the banking
institutions in Dar es Salaam can significantly contribute on employee retention. These findings imply
that the significance of training and development is simply contributed by career planning and growth
opportunities as these were marked as strong retention strategies that helped to increase retention of
employees among banks in Dar es Salaam. Therefore, the independent variable training and
development and its attributes had significant contribution to bank employee retention.

3. CONCLUSION AND RECOMMENDATION

The paper tested the hypothesis on the influence of training and development on employee retention
in the banking industry in Dar es Salaamand developed a model that can be used to explain employee
retention specifically on training and development aspects. Grounded on employee retention
literature, the study borrowed a factor (construct) from Herzberg (1966) dual factor theorytostudy
employee retentionin the banking industry.This study confirmed thattraining and development has
significant influence on employee retention at the banking industry in Dar es Salaam. The results from
this paper can help bank managers in managing retention of employees especially on aspects of
training and development. Moreover, the study pointed out further that career planning and growth
opportunities were the most important attributes due to their significance influence, hence, can help in
the development and implementation of training and development policies to enhance employee
retention.

This study was done in Dar es Salaam region only in Tanzania. In future, additional research on the
influence of T&D on employee retention is needed to be conducted in other regions of Tanzania.
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Also, the use of other methods such as multiple regression, Structural Equation Modeling and
multinomial logistic regression can be applied in future to study employee retention.
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