
Influence of Training and Development on Employees Retention in Deposit Money Banks,
Kwara State, Nigeria

ADEYEMI, Sunday Moses
LCU/PG/001030

Being a Thesis Submitted to the Department of Management and Accounting, Faculty
of Management and Social Sciences, Lead City University, Ibadan, Oyo State, Nigeria

In Partial Fulfillment of the Requirement for the Award of Doctorate of Philosophy Degree
(PhD) in Business Administration

2022



ii

Certification

This is to certify that this dissertation was carried out by Sunday Moses, ADEYEMI with

Matriculation number LCU/PG/001030, student in the Department of Management Accounting

under my supervision in the Faculty of Management and Social Sciences, Lead City University,

Ibadan, Nigeria.

________________________ _________________________

Dr. T. M. Akinbo Date

Supervisor

_______________________ _________________________

Dr. T. M. Akinbo Date

Head of Department



iii

Dedication

This research is dedicated to all Almighty God for his mercy and love shown to me from the

beginning of the study to the end.



iv

Acknowledgements

I give profound gratitude to God Almighty for His infinite mercies, protection, and sustenance

throughout the duration of this programme.

My unreserved gratitude goes to Lead City University, the great institute that provided the

platform for this degree program. I am forever grateful for giving me the opportunity to

consolidate on my academic success. I also appreciate the Vice-Chancellor of the University,

Professor K.A. Adeyemo, the Head of Department, Dr. T.M. Akinbo, and other lecturers in the

Department, Prof G. E Oyedokun, Dr. K Longe, Dr. O.O Adepoju, Dr C. T. Jegede, Dr J. O.

Olaleye, Dr F. Igbadumhe, Dr. B.S Adeleke, Mr. O.A Taiwo, Mr. M.A Ayilara, Mr. O.I Ibikunle,

Mr. I.A Olateju, Mrs E.I Aina, Miss D. Oloyede. I also appreciate Dr E.A Sanya, Dr. A.S

Oduguwa and Dr M.O Ayo for their immense contribution to this study.

I acknowledge specially the invaluable and unquantifiable contributions of Dr. T.M. Akinbo, my

supervisor, who created an enabling supervision towards the completion of this thesis. Also, I

acknowledge all my colleagues and fellow students of the University.

Furthermore, is the inestimable contribution of my family through prayers and financial support

to me throughout the cause of the programme. I say a very big thank you for your physical and

spiritual support throughout the duration of this programme. I pray almighty God to grant us the

privilege to achieve more height on earth, Amen.

Even though the above mentioned institutions and persons have assisted in the process of this

research work, I alone stand responsible for the errors, if any, find in the work.



v

Table of Contents

Title Page

Certification ii

Dedication iii

Acknowledgement iv

Table of Contents v

List of Tables viii

List of Figures x

Abstract xi

Chapter One: Introduction 1

1.1 Background to the Study 1

1.2 Statement of the Problem 10

1.3 Aim and Objectives 11

1.4 Research Questions 12

1.5 Hypotheses 12

1.6 Significance of the Study 13

1.7 Scope of the Study 14

1.8 Limitations of the Study 15

1.9 Operational Definition of Terms 15

Endnotes 16

Chapter Two: Literature Review 19

2.1 Conceptual Review 19

2.2 Theoretical Review 107



vi

2.2.1 Herzberg’s Two Factor Theory 107

2.2.2 ERG Theory 110

2.2.3 Expectancy Theory 112

2.3 Review of Empirical Studies 113

2.4 Conceptual Review 128

2.5 Summary of Literature Review 129

Endnotes 131

Chapter Three: Methodology 155

3.1 Research Design 155

3.2 Population 156

3.3 Sample and Sampling Technique 157

3.4 Instrument (s) for Data Collection 158

3.5 Pilot Study 159

3.6 Validation of the Research Instrument(s) 159

3.7 Reliability of the Research Instrument(s) 160

3.8 Model Specification 161

3.9 Method of Data Analysis 162

Endnotes 163

Chapter Four: Results and Discussion of Findings

4.1 Data Presentation 164

4.2 Presentation of Research Questions 171

4.3 Discussion of Findings 185

Endnotes 191



vii

Chapter Five: Conclusion 194

5.1 Summary of Findings 194

5.2 Conclusion 196

5.3 Recommendations 196

5.4 Contribution to Knowledge 197

5.5 Areas of Further Studies 197

References 198

Appendix I: List of Money Deposits Banks in Kwara State, Nigeria 226

Appendix II: Questionnaire 227

Biodata 231

University Compliance Certification 234



viii

List of Tables

Table Title Page

4.1 Response Rate 164

4.2 Presentation of Demographic Data 165

4.3 Respondents by Age 167

4.4 Respondents by Gender 168

4.5 Respondents by Marital Status 169

4.6 Respondents by Qualification 170

4.7 Respondents by Years of Service in the Bank 170

4.8 Measures that can Curtail Performance 171

4.8b Summary of the Measures that can Curtail Performance 172

4.9 Training has a Positive Resultant Effect on Employee Retention 173

4.9b Summary of the Training has a Positive Resultant Effect on Employee Retention 175

4.10 Development has a Positive Impact on Employee Retention 176

4.10b Summary of Development Impact on Employee Retention 177

4.11 The Effect of Motivation on Productivity 178

4.11b Summary of the Effect of Motivation on Productivity 179

4.12 Training and Development Result in Employee Retention 180

4.12b Summary of Training and Development Result in Employee Retention 181

4.13 Correlation between Training and Employee Retention in Deposit money banks 182

4.14 Correlation between Development and Employee Retention in Deposit
money banks 183



ix

4.15 Correlation between Motivation and Productivity among Employees
of Deposit money banks 184

4.16 Correlation between Training and Development and Employee Retention 185



x

List of Figures

Figure Title Page

4.1 Distribution Name of Banks of Respondents 166

4.2 Distribution Age of Respondents 167

4.3 Distribution Gender of Respondents 168

4.4 Distribution Marital Status of Respondents 169



xi

Abstract

The study examines the influence of training and development on employee retention in deposit
money banks, Kwara State, Nigeria. Specifically, the study examine the effect of training on
performance, also determine the impact of development on employee retention, the effect of
motivation on productivity, effects of training and development on employee job satisfaction and
measures that can curtail under-performance by the staff of deposit money banks in Kwara State,
Nigeria, were all examined by the study. Participants of the study were selected from 595 junior
and senior staff of Deposit Money Banks in Kwara State, Nigeria. Pearson Moment Correlation
was used to analyse the formulated hypotheses at a 0.05 level of significance. From the research
findings, the relationship between training and development and employee performance is very
high, positive and significant (r = 0.975, p<0.05). Furthermore, the research found a strong and
significant link between training and development and staff retention in Deposit money banks (r
= 0.733, p<0.05).
Similarly, the result revealed a positive and significant relationship between motivation and
productivity among employees of deposit money banks (r = 0.560, p<0.05). Also, the study
revealed a positive and significant relationship between training and development and employee
job satisfaction (r = 0.416, p<0.05). Finally, the study revealed a high and positive relationship
between the indicated measures that curtail measures under-performance by the staff of deposit
money banks (r = 0.794, p<0.05). Hence, the study recommends that deposit money banks
management give maximum importance to these dimensions, significantly impacting overall
development achievement.

Keywords: Development, Employee Performance, Employees Retention, Training

Word Count: 252
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Chapter One

Introduction

1.1 Background to the Study

The banking subsector of a country's financial sector is a national economy in the sense that

when a country's banking industry fails, so does its economy, and vice versa, the banking sector

can be seen as the engine of the national economy. can be explained as the driving force of

Country. As a result, bank performance has a significant impact on the economy's intermediation

process. Performance can be evaluated using return on equity, profitability, earnings per share,

profitability index, and other metrics1. Therefore, due to the importance of bank performance to

the country's economic situation, the Nigerian government has always focused on improving the

efficiency of the banking sector. In addition, the challenges posed by the integration of the

international economy into the global village, the ever-increasing ICT, a weakening economy

and increasing competition from banks in other countries required a more productive workforce.

Human resources development initiatives in the banking industry should focus on training

employees with a variety of new and different skills and ensuring employee flexibility to adapt to

current developments. To improve employee satisfaction and job security, talent development

strategies should proactively address issues such as job security and job satisfaction2. People

(employees), both individually and collectively, are an organization's greatest asset and require

good leadership and management to ensure job satisfaction and retention3. The Nigerian banking

industry suffers from high turnover due to ineffective training methods and low employee

retention. The Nigerian banking industry suffers from high turnover due to ineffective training

methods and low employee retention. There is ample evidence from the Nigerian banking sector,

including job insecurity and dissatisfaction with industry changes4.
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Employee retention, especially skilled staff, is an important concern for managers. This is

because every organization is designed to achieve certain goals, and people are the most

important resource in achieving those goals. Motivation is necessary to retain employees, and the

factors that encourage employees to stay on the job are important because they influence an

organization's work routines5. Managers are particularly concerned with retaining highly

qualified employees. That's because every organization exists to achieve certain goals, and

people are the most valuable resource in achieving those goals. In order for companies to retain

their employees, they need to be motivated to continue working. This impacts the organization's

day-to-day operations. Ultimately, talented people give companies a competitive edge. This

confirms that highly motivated employees work hard to achieve company goals, especially when

given the necessary resources and training. Bankers have different opinions about what

motivates their employees. Financial incentives such as housing allowances and year-end

bonuses are common in Nigerian banks to motivate employees. In Nigerian financial institutions,

money has become a tool to attract and retain staff. This has contributed to the stability of the

Nigerian financial system. Motivational techniques used to retain bankers in the past may no

longer work for bankers today6,7. This explains why Nigeria's banking sector workforce is prone

to instability, impacting bank operations and recurring bank failures7. For example, the Nigerian

banking industry has been severely affected by poor performance and a shortage of qualified

staff at various times8. Employees, especially young and enthusiastic employees, consider

education to be the most important factor in their decision to stay with the company. To prevent

future employee turnover, organizations should invest in professional development to encourage

new ideas and innovation. When workers' work is aligned with company goals and they are

properly trained to perform their duties, their job performance and motivation are enhanced.
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Employee retention is influenced by many real-world factors, including company image,

learning opportunities, performance recognition and awards, job security, fair wages, training

and development, and work environment9. Retention strategies include ways to make employees

feel more comfortable at work so that they are satisfied with their jobs and stay with the

company9, anything else will lead to employee dissatisfaction. Issues such as production, land,

and capital cannot produce economic results without people's coordinated activities. Many

practical factors, such as wages, affect employee retentio10.

Human resource development is seen as the process of finding and bringing together more

people with the knowledge, skills and experience needed for a country's economic growth and

population growth11. Additionally, the banking industry’s discourse on workforce development

methods focuses on improving employee skills, ingenuity, and technical literacy in order to

increase productivity and employee retention. However, employers should also strengthen their

own resources to increase their ability and effectiveness in managing their physical and other

human resources, provided that training and development method ideas are not limited solely to

the benefit of workers. Banks, in particular, need to invest heavily in training and further

education to meet the challenges of today's business dynamics and the growing global network

of financial transactions.

Banks cannot meet their N25 billion recapitalization target, build compelling structures, and

acquire current physical assets without the expertise, talent, and creativity of the people available.

In other words, it is an X-ray that shows the importance of human resource development. Several

authors and researchers emphasize the need for good education, training, development, fair

wages, decent working conditions and good health. In other words, this is an X-ray showing the

importance of human resource development. Several authors and researchers have highlighted
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the need for excellence in education, training and development, fair wages, decent working

conditions, and health as key factors defining the quality of human resource development

practices12. Most modern economists seem to believe that investments in public education and

health care are critical to boosting a country's economic output13. This includes investments in

education, training, health and other social services that affect accessibility to transportation and

housing. As for the economic growth of the country, the efficient management of the resource

side mentioned above helps a lot.

In all these cases, administrators have an important role to play. One of the best ways to keep

employees engaged is through transparent leadership. This is due to the unique and essential role

of managers in directing and motivating leadership. This component ignites the unique abilities

of each employee and acts as the spark that makes them shine. Organizational diversity is

essential for managers to unlock the hidden skills of their employees that are critical to increased

productivity and profitability14. Motivating people is a management strategy that can be applied

externally or internally. The use of motivational strategies responds to employee requirements

and thanks employers for extra effort. Understanding and meeting customer needs is the most

fundamental way an organization earns employee loyalty15.

Each employee's contributions to the organization's success may be disclosed with well-

motivated personnel, allowing them to improve their knowledge, ethics, behaviour, skills, and

effectiveness. Employees have been shown to become more energized due to incentives, leading

to better work performance16. Individuals' work performance and other outputs can be improved

or influenced by motivational activities, allowing them to achieve their optimum performance

and even job satisfaction17. Several businesses are looking for effective strategies to inspire their

staff in order to boost total productivity. Organizations must have well-planned and expected
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methods for managing and boosting their workers' performance in today's more competitive

economy. However, if not properly employed or implemented, the structure used to encourage

workers may negatively impact their morale17. However, most organizations, particularly those

that provide services or operate in the sector, have found this difficult. The service industry

contributes to the country's Gross Domestic Product (GDP) and socioeconomic growth. Quality

service delivery is critical, and this has necessitated the implementation of procedures to

guarantee that services supplied to consumers are of high quality17.

A well-motivated individual will deliver pleasantly in order to surpass consumers' expectations,

therefore attracting and retaining customers while also achieving their ultimate goals

(profitability). However, in most organizations, including the financial sector, this is not the

case17. Perhaps no worker would refuse a raise in income because it would allow him or her to

accomplish various activities such as paying utility bills, purchasing clothing, automobiles,

paying school fees, acquiring land, and so on. However, because wages in Nigeria are often low,

some companies mistakenly believe that everything else would fall into place if their staffs are

paid more.

Since Nigeria's independence in 1960, it has been clear that the rate of national development has

been slow. Growth and technical progress was determined more by the efficient articulation and

exploitation of Nigeria's enormous people and material resources than by the availability of

means and resources. In Nigeria, understanding of the significance of training and development

is poor, as shown by Nigerian companies' output, employers must educate and retrain (develop)

workers for them to enhance current skills and acquire new ones, resulting in increased

production. Thus, employee training has recently been a key focus in current organizational

growth objectives18. To attain this fundamental goal of development and profitability, both
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management and employees must enhance their contributions to the business. This is because an

organization's performance is a result of its workers' aggregate performance. As businesses look

to the future, they must consider a number of critical factors. This alone implies that the success

of an organization is dependent on who works to achieve the organization's objective, i.e., the

availability of qualified personnel19.

Any organization's internal and external surroundings are always changing. They evolve as time

passes. Changes, for example, have resulted in advances in science and technology, increasing

patterns of competition, and the pursuit of competitive advantages, which has resulted in tighter

customer relationships, decentralized decision-making, and product and service quality

improvement, to name a few. Because of the dynamic nature of the organization's environment,

employees were encouraged to improve their performance to outperform rivals by offering high-

quality goods and services20. To address this basic quest for better job performance, it is essential

to recruit competent workers, retain high-quality people, and develop a more flexible, adaptable

labor pool to cope with the volatile market. People become uninformed and, as a result, unable to

operate at the level at which they formerly excelled. This is enhanced through training, which are

organizational activities intended at helping employees in learning fundamental skills required

for the effective execution of the duties for which they have been recruited22.

Employee retention is a process, and in today's environment of fast globalization and strong

economic growth, the talent competition is getting increasingly fierce23. Any company's human

resource, or talent, is an asset. What happens if a firm invests a significant amount of money in

recruiting, selection, and training, only to have these talents or workers depart the organization

searching for new opportunities24. Organizations increasingly understand the need to better

understand the supply-demand dynamic to generate strong mechanisms to recruit and retain top
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personnel, plagued by unpredictable retention patterns and cutthroat global competition.

Employees would like their jobs, like their coworkers, work hard for their organizations, be well

compensated for their efforts, have many opportunities for advancement, and flexible schedules

so they could attend to personal or family issues as needed and never leave23. Workers quit in the

real world for various reasons, including a dislike of the working circumstances, a desire for a

change, a dislike of their coworkers, a desire for more money, or because their spouse is offered

a dream job in another location.

The internal and external environments of any organisation are dynamic. They change as time

goes on. Changes for example have brought about advancement in science and technology,

increased pattern of competition, hunt for competitive advantages resulted in closer customer

relationship, decentralised decision making, quality improvement of products and services to

mention just a few. This dynamic nature of organization’s environment triggered the thought of

development in employees’ performance, in order to outweigh competitors by providing quality

goods and services20. In an attempt to solve this basic quest for enhanced work performance, the

matter of getting competent workers as well as retain high caliber employees and develop a more

flexible adaptable skill base to cope with the volatile market is therefore important. People

become uneducated and then incompetent to reach the level they once performed effectively.

Training improves this, as they are organisational efforts intended to help employees’ acquire

elementary skills required for effective performance of the roles for which they are hired22.

Employee retention is a process in the current scenario of high economic growth and rapid

globalization, the fight for talent is becoming increasingly intense23. Talent or human resource is

a major asset for any company. Company invests high amount of money for their recruitment,

selection & training and what happens to company if these talents or employees leave the
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organization in short while seeking new opportunities24. Plagued by erratic retention trends and

cut throat global competition, organizations are now realizing the need to know the supply-

demand equation better in order to garner strong mechanisms to attract and retain top talents.

Employees would love their works, like their colleagues, work hard for their organisations, get

paid well for their job, have sufficient chances for improvement, and flexible timetables so they

could attend to private or family needs when required and never leave. But then, in the real world,

workers do leave, either because they hate the working conditions, want a change, hate their

coworkers, want more money, or because their spouse gets a dream job in another region.

Employee retention is critical to the long-term health and success of any organization; however,

it is becoming increasingly difficult for companies across the globe to attract, motivate and retain

key talent. Employee retention is important to a company's long-term health and performance;

yet, organizations worldwide find it more challenging to recruit, motivate, and keep vital

people25. Employee turnover is a major concern for companies all over the world26. Employee

retention is on the increase. As the competition for talent heats up each year, companies must

ensure that they have the legal authority to urge employees to remain with the firm for as long as

feasible or until the project is completed27. Both the business and the workers benefit from staff

retention. Employees are encouraged to stay with the company for an extended length of time or

until the project is completed. As a result, employee retention benefits both the company and the

employee28. Each year, employee turnover costs a company hundreds of thousands of dollars.

While the whole cost of turnover (which includes training, recruitment, and lost productivity) is

difficult to quantify, business experts typically use a figure of 25% of the average worker's

salary27.
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When a staff member quits, he leaves behind important knowledge about the company, its

history, clients, and ongoing initiatives (sometimes to competitors). Typically, a significant

amount of time and money has been invested in such an employee in the expectation of a future

return29. When the employee eventually leaves, the investment is lost. Customers and clients may

choose to do business with a company in part because of the individual employees. Relationships

are formed that encourage the firm to continue to be sponsored.

When an employee's appointment is terminated, the ramifications are felt across the

organization30. Coworkers are frequently called upon to pick up the slack. For the surviving

employees, the underlying negativity frequently intensifies. When a company's retention rate is

low, the company's goodwill is preserved. Potential workers are more likely to join an

organization with a higher retention rate. When one employee resigns, it takes a long time to find

and train a replacement31. Even after that, the management will not be able to match the new

employee's efficiency. Executives are under growing pressure to link a company's human

resources to its business plan. Executives and senior managers recognize that an organization's

performance in the global market is determined by its talent level, which stems from its core

competencies. They also recognize that retaining talent is both a challenge and a threat to them.

Businesses are currently experiencing a stealth revolution, with small businesses recognizing the

power of individuals for the first time32. Industrial relations management is based on the belief

that happy workers are more loyal, engaged and more likely to influence customer retention,

which has a positive impact on bottom line33. Her one of the most pressing problems facing HR

managers today is retaining key employees.
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Deposit of funds as a financial institution, involves moving cash from the surplus unit of the

economy to the unmatched unit and converting deposits into loans or credits34. The impact of

bank credit on economic growth has been described as borrowing by various economic

institutions to cover investment and operating costs. For example, businesses can get credit to

buy machinery and equipment, and farmers can get credit to buy seeds, fertilizers, tractors and

other agricultural equipment35, 36. Individuals and families borrow money to meet their needs,

satisfy their wants, and pay for products and services.

Prospects for self-employment can be created by offering loans with due consideration of

industry capacity and pricing structures39. This is because the funds will be used to start and/or

expand the business, taking advantage of economies of scale to help achieve and maintain a

realistic scale of the business. In addition, bank loans can be used to expand and improve

informal activities.

1.2 Statement of the Problem

Many businesses did not take the problem of staff training seriously. This is because they are

reluctant to admit the fact that the business environment has become so dynamic. Only

companies with the workforce they need to meet today's technical and information requirements

can thrive in a global corporate environment. Training is therefore essential to achieving the

goals of modern organizations, and in order to compete effectively, organizations must educate

their employees to meet long-term sustainability standards. On the other hand, organizations that

do not properly train their employees experience stagnation, poor coordination, increased

turnover, poor performance, loss of market share, inadequate workforce, insufficient capital base,
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failure, etc. You may face various challenges. Adopt technology that meets the needs of the

business environment36.

The purpose of this study is to solve the problem that Nigerian depository banks suffer from a

number of problems related to training and development, as well as retention of staff. For

example, 97% of banks prohibit employees from receiving required external or development-

related training. Moreover, if an employee develops a personal desire for further education or

personal development, most banks would prefer the employee to quit before beginning such

developmental studies, and most banks would invest less in the employee36. As a result,

employees rarely stay at the bank for long periods of time. When they see a better opportunity,

they jump at it. The aim of this study is therefore to examine the impact of training and

development on employee retention in deposit money banks, Kwara State, Nigeria.

1.3 Aim and Objectives of the Study

The aim of this study is to examine the the Influence of Training and Development on

Employees Retention in Deposit Money Banks, Kwara State, Nigeria. The specific objectives are

to:

i. describe measures that can curtail under-performance by staff of deposit money banks,

Kwara State, Nigeria.

ii. examine resultant effect of training on employee retention in deposit money banks,

Kwara State, Nigeria.

iii. determine the impact of development on employee retention in deposit money banks,

Kwara State, Nigeria.
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iv. identify whether training and development tailored towards employee retention can

motivate staff to higher performance in deposit money banks, Kwara State, Nigeria.

v. evaluate the extent to which training and development results in employee retention

in deposit money banks, Kwara State, Nigeria.

1.4 Research Questions

For this study, the following research questions were raised:

i. What measures can curtail under-performance by staff of deposit money banks, Kwara

State, Nigeria?

ii. To what extent would training positively affect employee retention in deposit money

banks, Kwara State, Nigeria?

iii. Would development have a positive impact on employee retention in deposit money

banks, Kwara State, Nigeria?

iv. To what extent would training and development tailored towards employee retention can

motivate staff to higher performance in deposit money banks, Kwara State, Nigeria?

v. Could training and development result in employee retention in deposit money banks,

Kwara State, Nigeria?

1.5 Hypotheses

Based on the variables of this study, these null hypotheses were formulated upon which the

research study will be anchored.

H01: There is no significant relationship between training and employee retention in deposit

money banks, Kwara State, Nigeria.
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H02: There is no significant relationship between development and employee retention in

deposit money banks, Kwara State, Nigeria.

H03: There is no significant relationship between training/development and motivation toward

employee retention in deposit money banks, Kwara State, Nigeria.

H04: There is no significant relationship between training and development and employee

retention in deposit money banks, Kwara State, Nigeria.

1.6 Significance of the Study

The purpose of this study was to examine the effects of training and development on employee

retention among selected money deposit banks employees in Kwara State, Nigeria. To remain

competitive, all businesses, including deposit banks, strive to outperform their competitors in

providing superior service to their customers. But no company can thrive without motivated

employees who can help it reach its goals. As money deposit banks become more informed about

employee motivation and how it affects employee performance, they will be able to take specific

steps to make and keep employees happy, both at home and at work.

The study helps employees provide superior and quality service to their esteemed customers, and

as a result, consumers remain loyal to the company by receiving quality service. Deposit banks

management teams also benefit from this to build a positive image, increase productivity and

ultimately profit, which is the ultimate goal of every organization. The findings are also expected

to pave the way for deposit bank authorities in Kwara State, Nigeria, to recognize the variables

that influence manager behavior and their impact on worker performance.
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The results of this study provide additional insight into the factors that influence employee

satisfaction or dissatisfaction. It also serves as a blueprint for understanding what inspires and

enhances the work ethics and management behaviors necessary to achieve optimal results.

Finally, the study will aid research students in various areas, particularly Human Resources

Management and Business Administration, by serving as a reference point for subsequent

research.

1.7 Scope of the Study

This study investigated the Influence of Training and Development on Employees' Retention

Deposit Money Banks, Kwara State, Nigeria. This location was selected because the bulk of the

banks who have agreed that we study them are located within this region. In addition, this study

was restricted to seventeen (17) selected deposit money banks in the State. This covers the entire

workers across senior and junior cadres whom such establishments have employed for not less

than three years. However, the selected banks had been in existence for over ten years. This

makes Training and Development information on employees' Retention in Deposit Money Banks

Workers in Kwara State reliable. Therefore, seventeen (17) deposit money banks were selected

for the study with different classes of Staff used as study population based on cadre; Fifteen (15)

senior staff and Twenty (20) junior staff in each of the banks totaling 595 respondents. The

rationale behind the selection of Seventeen (17) depost money banks is to derive a proportional

population percentage in the figure for the study.
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1.8 Limitations of the Study

Many problems occurred while writing this project. Problems include the uncooperative attitude

of some staff members toward information gathering, and time constraints due to the balance

between clerical work and research.

1.9 Operational Definition of Terms

In order to guide against any doubt, ambiguity, vagueness and inconsistency of concepts and

terms in this study and for clarity, the following terms were operationally defined according to its

usage in the study.

Development: Preparing individuals through learning and education for the future needs of an

organisation

Deposit money banks: These are resident depository companies and quasi-corporations that

accept deposits in the form of demand deposits that are transferable by check or otherwise used

for payments. These are resident depository companies and quasi-corporations that accept

deposits in the form of demand deposits that are transferable by check or otherwise used for

payments.

Employees: This is an individual whom an employer hired to do a specific job.

Employee’s Retention: Employee retention is a process in which workers are urged to stay with

the organization for the longest possible time or until the project is completed.

Training: Learning activities directed towards achieving specific knowledge and skills for a task

or career. The focus of training is the job/task; the acquisition or learning of specific

competences.
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Chapter Two

Literature Review

The chapter will review some existing literature relevant to the influence of training and

development on employees’ retention in deposit banks, Kwara State, Nigeria. Some theories and

empirical studies that are germane and relevant to explaining the variables under study will be

investigated in the research work. This will enable us authenticate our findings and submissions

on the proposed study. Specifically, some of the topics to be covered are:

2.1 Conceptual Review

2.1.1 Training

Human resource management is incomplete without proper and adequate training. Natural

abilities are strengthened, adjusted, and combined with it so that they can be used more

effectively. Training is the process of improving your ability to do a particular job. Most people

believe that willingness to comply with the schooling process should be influenced by the ability

to pay for it. It is a fundamental concept that covers all aspects of the human experience1.

Training is a structured way for employees to acquire new knowledge and skills to maximize

organizational prosperity2. It is the process of acquiring the expertise and skills necessary to

accomplish more complex tasks. Employee proficiency is typically driven by training, so

changing behavior helps an organization achieve its goals and objectives3. Schools are a way of

helping people qualify and become qualified.

A well-designed training program can reduce turnover and increase employee satisfaction.

Therefore, it is important to develop people who can apply their newly acquired knowledge and
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skills to achieve organizational goals6. Trainer training is a management strategy used to

maximize the potential of key organizational resources7.

Training is thus defined as a systematic approach to gathering and applying new knowledge to

achieve a specific goal. He believed that successful trainees needed operational skills, technical

proficiency, and a willingness to solve problems. “Management tools” (that is, their human

resources) complement the use of newly learned skills and talents by employees in the workplace

to support the achievement of the organization's goals. He argues that one of the school's

functions, he argues, is to help students make the behavioral changes they need to succeed in the

workplace.

On-the-job training is the systematic development of the employee's skills, competencies and

attitudes necessary to perform a particular job or task9. This author's systematic method includes

identifying educational goals, determining the type of training needed to achieve those goals, and

designing and implementing a training program for a running expert using his shoes. This

includes a systematic approach to finally track and compare your education to make sure it is

more effective. Employee training is essential in any organization. Organizational effectiveness

is directly related to the quality of training. Both new line employees and senior staff need

training to recognize the demands of the work they are given and to be prepared for transfers and

promotions10. Employees are more likely to work harder when trained. Managers who bring

virtues to work recognize that education is a long, patient process, not a one-time activity, and

indicate that their employees are satisfied with their education. Training is often about preparing

students for the industry and ensuring that they can apply what they learn once they arrive in the

industry.
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The purpose of training is to help employees meet production, quality, waste management, safety

standards, and operational needs. The main purpose of training is to enable trainees to change

their behavior and perform tasks differently12. An apprenticeship is an organizational effort to

help them learn the basic skills necessary to do the job for which they are hired13. In order to

promote human learning for male employees, we are aiming for training that is easy to apply

while meeting the needs of the company. Training is important because a well-trained mind is

worth more than all the gold in the world; Staff training continues and money spent is well

spent15. It is seen as a teaching or discipline designed to help people hone their skills or create the

type of personality they desire. Extend to short-term efforts to close the skills gap between your

skills and those you already have.

To summarize the importance of training, development includes training to improve skills and

knowledge about specific jobs and efforts to learn more about performance in general18.

employee. This is especially true given recent technological and information developments in the

Nigerian business environment. In other words, strategies for equipping people with the skills,

knowledge, and mindset they need to do their jobs better. Training programs are designed to help

employees improve their skills and increase their productivity. As a result, manager training

focuses on human and conceptual skills that help managers better manage their company's

human capital.

2.1.1.1 Methods of Training

There are many training techniques. These includes21:

a. Induction Method

In this approach, new hires are introduced to the company and mentored there. Formal and

informal adoption programs are common in most companies. Organizations have a variety of
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induction training topics. This may include company products, different services offered,

employee wages, security, probationary periods, vacations, and grievance mechanisms for

employees who are not treated equally. Proper adoption is an important step in the training

process. This allows new hires to get used to it quickly and benefit from specialized professional

training. Managers and departments should educate new hires about the department's resources

and needs. Supervisors should also provide this information. At her follow-up meeting a few

weeks later, HR can answer new questions posted and repeat some of the information previously

covered. That said, an onboarding program should make new hires feel welcome and part of the

team. Frustration, poor work practices, and high employee turnover are all the result of poor

onboarding or orientation. Successful completion is important for future educational and job

performance.

b. On the Job-training

On-the-job training is an important part of preparing for various careers. In his opinion, an

ineffective teacher can undermine the performance of many students both in the workshop and in

the office. An employee learns on the job from qualified trainers or certified trainers with

qualified senior employees. Using this method, large numbers of unskilled clerks, cashiers, and

salespeople can be quickly trained. This training approach gives learners the opportunity to learn

using real devices in a real environment. Moreover, training is very cheap. The materials,

equipment and tools used in training are the same as those students may encounter in their

regular work. However, this type of education has the significant drawback of being

disorganized and haphazard. Another drawback is that in busy workplaces, trainees can be

distracted by the noise of other employees. Productivity also suffers when learners are studying

and working at the same time.
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An example of on-the-job training is as follows:

Job Rotation: This is how the student travels from one table to another or from one department

to another to acquire all of the job's abilities and methods.

Internship: This is a technique of assigning a trainee to someone in the company to find out

what is going on. This is a combination of hands-on training and classroom instruction. It's a

kind of emotional connection.

Information Presentation Method: The display of information was the focus of this technique.

The goal here is to teach facts, ideas, and concepts without needing simulated or actual on-the-

job practice. The approaches used in this strategy are as follows.

Conference Method: A conference is organized or conducted for a smaller group, often

managers from multiple businesses, in this method. The number of individuals may vary based

on the organization, but it will usually be fewer than a classroom.

Classroom Method: This is the conventional teaching approach, which is extremely cost-

effective and widely used to convey specific knowledge. It is confined to a specific number of

people, unlike the conference technique. As a result, it may instruct a big group of people while

also providing a two-way communication mechanism. This implies that questions might be

asked about the instructor's skewed knowledge and categorization.

Programmed Instruction: For the most part, this is a newer technique that draws on

psychologists who created pre-programmed teaching devices and books. Instead of having the

trainer lead the learning process, this technique lets the student take charge of it by responding

with correct or incorrect answers or solutions. The learner can only progress as fast as he

comprehends and completes each step or chunk of the learning process. This method requires the

learner to respond fast and double-check any correct answers in order to be effective. The aim

will be reached as long as the process continues. It's a less efficient method, but it saves time
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over time. It's also flexible, because the cassette may be spliced in and out as needed to repeat the

procedure as needed.

Lecture Method: This is a typical institutional technique used by colleges, polytechnics, and

universities worldwide. The benefit of this method is that it is less expensive and can handle

many people. However, its most serious flaw is that each trainee's pace or degree of absorption

varies, and this is not taken into account.

d. Simulation Approach

People are trained in a simulation method by mimicking real-life events in the classroom. People

are taught how to deal with issues that arise in real life and problems that must arise. It is

employed in the training and development of managers. The different simulation approaches are

listed below.

Case Study Method: This technique involves giving trainees a case study to simulate a work

setting when making business choices. They then assess the issue and make judgments as if it

were a real-life scenario. It enables students to apply their theoretical and practical knowledge to

real-world issues. This is a fantastic way to improve your analytical thinking abilities.

Critical Incident Method: Participants are given an outline or sketch of a genuine problem

before working on it together. Most of the time, trainees’ research by responding trainer

questions. The students' responses are factual. The participants construct their reasoning even

though the information provided may be inadequate. Aside from that, they conduct in-depth

analyses of the situation and develop workable remedies.

Business Game Method: This method makes use of a business scenario mode. The trainee may

be called upon to represent his business at a negotiation table. They carry out the same activities

and make the same policy decisions as in real life.
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Role Playing: In this method, a trainee takes over the work of another worker. Relationships and

leadership roles are emphasized as the main goals of this approach. As already mentioned,

trainees play the role of other workers and take over the work of senior workers. Students learn

by doing and get immediate feedback on their choices and actions. Successful role-playing

games require careful crafting of roll aid scenarios. Each performance should give the audience

enough information to express themselves while providing context to understand the scenario

and the people involved, which are powerful tools. One drawback is that gimmicks are used

instead of experience.

e. Training

Suppose an employee with only a high school diploma has shown a willingness and aptitude for

learning professional skills. In that case, the bank will help him or her complete the necessary

training to become a member of the Institute of Chartered Accountants of Nigeria (ICAN) or the

London-based Chartered Institute of Bankers (ClB) 23.

f. Vestibule Training

If many people need to be trained quickly. For example, many companies use vestibular training

when employment in a particular company or industry is growing rapidly21. The operation of the

front room school is a special project of the Human Resources Department. In another location,

new employees are trained on how to use specific machines and devices. Vestibular school

teachers tend to have much more teaching experience than traditional school teachers.By

escaping the complexities and stressors of the workplace, students can focus on learning.

Professional learning environments often reach certain qualification levels faster. Vestibular

training has the disadvantage of being more expensive than other methods as it requires the use

of industry equipment and devices to teach learners. Devices and machines should be cloned
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even if they are not used for productive purposes. The costs can be justified when an error has a

large and costly impact and new employees must be trained to become proficient with their

trading tools before being placed on the field.

g. Apprenticeship

Apprenticeships are usually required for jobs that require a variety of difficult and specialized

skills and knowledge. Jobs such as plumbers, carpenters, and welders require as much practice as

jobs such as printing, engraving, and tool making. An apprenticeship program is essential if you

want your employees to become familiar with all the nuances of the job. The best on-the-job and

off-the-job training can be combined if the apprenticeship is effectively organized. It provides an

opportunity for trainees to earn money while they are away. Apprenticeship programs are

beneficial, but they also have some drawbacks. In many cases, an apprenticeship period is

specified. Depending on your ability to pick things up quickly, the time frame will lengthen or

shorten. Second, unions usually oppose employers' attempts to save money by unnecessarily

lengthening training periods.

2.1.1.2 Approaches to Training

Training may be divided into four categories. They are as follows:

a. Traditional Approach

This method gives individuals the training they need to accomplish their current jobs without

looking ahead to their future. There are three sorts of conventional training approaches23. They

are as follows:

Training as “Nuts and Bolts”: This indicates that training is primarily aimed at enhancing

current job abilities. It is only useful if the company has given appropriate attention to what the

employee will accomplish as a result of receiving such training; otherwise, the company will find
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that it has spent money on training, and employees will be assessed and instructed only on

existing techniques.

Training as Smorgasbord: Training was seen as simply a work bonus with some educational

value in this training. As a consequence, workers have a variety of choices available to them on

the side, ranging from in-house programs to courses at local universities.

Training as Rewards: For example, performance or promotion to another job may entitle you to

a conference, tuition reimbursement, seminar reimbursement, and other educational perks. This

is comparable to a training smorgasbord, except that smorgasbord is more common. It can be

more successful when used in conjunction with a complete, integrated career program24.

b. Cognitive Approach

From this perspective, individuals learn through a fairly automated process. For example, when

actions are taken, rewards or penalties are applied, and based on the rewards or penalties, activity

is reported more or less frequently. This indicates that the current trend strictly follows the above

rules, leading to a mechanistic view. This approach emphasizes a thorough assessment of skills,

workshop case studies, role-plays, and each level or phase of the training process.

c. Combined or Social Learning Approach

As the name suggests, this method combines cognitive and behavioral approaches. It is based on

both internal (thought) processes and external (environmental) processes (reward or punishment).

This strategy is based on faith. Knowledge helps people understand clearly what actions lead to

desired outcomes, and value is associated with desired outcomes. He also states that Matt's skill

is that he learns by watching others perform it, and performs that behavior until he feels

confident about a new action. Performance appraisals, denial of public sale methods, employee

misconduct handling, and counseling are simplified by the above methodologies. Learning

techniques are also used in teaching machine operation, repair, and other skills. The stages at
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which this technique is applied are: creating performance value, providing information (pre-

knowledge for training), providing a model by doing it yourself, and empowering learners with

competence and confidence. is. Intervene quickly when an error is detected.

2.1.1.3 Problems of Training

The following are the primary roadblocks to training in Nigeria26:

i. The Geo-Political Factor in Management tends to overwhelm the excellent ones due to

others' lack of skill.

ii. There is a difficulty with releasing employees for outside training, especially the good

ones. This is because management's workload has grown to the point where the company

can no longer devote current people to training.

iii. The explosion of economic activity has resulted in an excessive growth of existing

institutions and new ones, both in the public and private sectors.

iv. Inefficiency in management: as a consequence of increasing indiscipline and

authoritarian tendencies in both public and private organizations.

v. The public sector's competitive demand for skilled employees and training and its

consequences on productivity.

vi. Inefficiency in management: as a consequence of increasing indiscipline and

authoritarian tendencies in both public and private organizations.Inefficiency in

management: as a consequence of increasing indiscipline and authoritarian tendencies in

both public and private organizations.

2.1.1.4 Benefits of Training

Several advantages may be gained if a training program is effectively organized; these benefits

are categorized into three primary areas27: employees, employers, and society.

To the Employees
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i. By making them more marketable.

ii. By boosting their earning potential.

iii. By increasing the stability of their employment.

iv. Employees are qualified for greater roles and responsibilities as a result of their

qualifications.

v. Possessing a sense of belonging and recognition.

vi. It gives a platform for meeting and interacting with people from various backgrounds.

vii. It boosts staff morale and self-assurance.

viii. It improves job stability and pleasure for employees.

To the Employers

The following benefits accrue to labor employers as a result of their employees' training.

i. It improves efficiency.

ii. It makes it possible to compete.

iii. It aids in the resolution of operational issues.

iv. It ensures efficient negotiating and fosters industrial harmony.

v. It raises yearly turnover rates.

To the Society

The following are some of the benefits to society.

i. It raises one's degree of awareness in general.

ii. It raises the society's level of living.

iii. It ensures that job possibilities exist.

iv. It supports both industrial and political peace.

v. It aids in the expansion of the economy.
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Training has some distinct benefits for workers, it helps provide valuable skills while it also

increases a person's value to companies and increases employment opportunities. A safe and

well-trained workforce increases opportunities for advancement, leading to higher pay and status.

On the other hand, it is also a technique that helps emphasize the importance of training because:

Increased productivity, work-related injuries, reduced waste and costs in

manufacturing/operational processes, hard-working and engaged employees, adapting to new

technologies and workplace changes, having a dynamic and health-oriented company, and

provides a platform for human growth

Training is designed to help organizations achieve their goals by identifying needs, designing

and implementing training programs, delivering and evaluating training at all levels of the

organization30. In his opinion, training is essential to an organization's success as it allows for

continuous management of employee and organizational growth. Training supports goal setting,

employee progress evaluation, and changes to achieve goals more efficiently and effectively. It

also provides employees with feedback and evaluates their performance before rewarding them.

Due to the benefits of training, most organizations and their employees have noticed improved

health. Businesses need to overcome poor performance, match employee skills with job needs,

improve organizational viability, keep up with new technological advances, increase the quantity

and quality of work, and improve productivity and efficiency. A good organization provides

training to our employees for a variety of reasons, including inducing specific behavioral

changes in the workforce.

Employee training helps companies address competitive and environmental issues. Employee

performance must be a top priority, with the ability to adapt to changing technology, customers

and markets secondary. As already mentioned, even if training is valuable to a company, it
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enables management to create and promote human capacity to achieve company goals33. It was

emphasized that managing employee performance is important in moving training plans forward.

Employee training directly improves employee and organizational performance by improving

overall skill levels34. Employee training can be viewed as a modest management activity that

instantly increases a company's human capital and contributes directly to improved performance.

Employee performance improves and organizational deficiencies are directly amplified.

Education benefits both workers and their families by increasing the market value of workers and

raising their living standards. Through training, organizations can improve their performance

today while ensuring their employees have the skills they need to meet the needs of the future.

He emphasized the importance of training to improve employees' current job skills and prepare

them for future positions with more responsibility. Benefits of training include increased

productivity, retention and job satisfaction, especially in sales, customer service and information

technology36.

2.1.1.6 Advantages of Training Programme

The following are some of the benefits of a training program:

i. It raises worker performance standards, resulting in increased productivity, higher quality,

and on-time work.

ii. A multiplier effect occurs as a result of training. A trained employee returned to his

company to use the information and skills he had gained.

iii. Because a trained individual is highly motivated, training improves organizational morale.

"It is only then that he feels confidence to carry-out the task, because he believes he can

do it, his passion for the job increases"37.

iv. The quantity of supervision needed is reduced by training; the more competent an officer

is the more confidence he has in the organization.
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v. Training aids in the reduction of industrial accidents as well as the modification of

equipment and machinery.

vi. As it seeks to improve the cordial relationship between management and workers, as well

as morale and job satisfaction, training helps in decreasing labor turnover, dissatisfaction,

complaints, absenteeism, and other ethical organizational problems.

vii. Employee work satisfaction improves because of training, as does employee performance.

Formal training courses might be used for various objectives, from introducing a new set of

regulations to developing high-level talents related to national development38. In a similar line,

advancements in automation and technology have raised the value put on training, as well as the

following considerations:

Efficiency: To see that training is offered for government workers to enhance their efficiency is

a typical way of stating the aim of training. Training equips employees with the information they

need to speed up work, remove waste, and better use labor and material resources to reduce the

cost of the operations they are responsible for.

Makes the Organization more Manageable: Training allows workers to make better choices or

achieve greater levels of productivity without the need for constant• monitoring or the exercise

of superior power. Employee training may therefore result in cost and time savings for an

organization in terms of supervision.

Economy in Learning Time: Experience is the best teacher, but training accelerates the

accumulation of experience. Training provides solutions and quickly brings civil servants up to

acceptable levels of performance. Training increases the potential for self-development and

increases work efficiency, while also helping to improve group morale and cohesion. Employee

morale is boosted to the benefit of both themselves and the company by acquiring the skills and
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knowledge they need to improve their job performance. This increases motivation and reduces

absenteeism.

Profession Development: The purpose of this training is to enable employees to take on greater

responsibility through job transfers and promotions, and to pursue a happy and fulfilling career.

By preparing employees to perform better in their current jobs, they can advance in their careers

and be more productive in their current jobs. Increased organizational stability and flexibility:

Public services can lose key individuals through mass layoffs, deaths or retirements. If there are

not enough qualified people to maintain the system, the stability of the service can be

jeopardized. The resulting vacuum may force officials to change jobs or rotate to new positions.

Training results in increased job rotation.

2.1.1.6 Objectives of Training

The following are some of the primary training objectives39:

Increased Productivity: According to the company, productivity is the pinnacle of any training

program. A well-trained person with the same physical ability can do more than an unskilled

person.Employee productivity determines whether a company performs well or poorly. For

example, well-trained salespeople earn more than their untrained colleagues.

Low Turnover Rate: Unproductive employees are more likely than productive employees to be

dissatisfied with their jobs and quit. Unskilled employees are like boring schoolchildren. He

hates school and prefers to be absent. He drops out more often than other students. He also

resembles an unproductive employee. He despises his job and quits at the slightest provocation

from anyone. This is a problem many companies face.

Higher Morale: Trained employees are confident in their abilities. He has a sense of control and

is willing to deal with occasional disappointments, frustrations, and inconveniences. A trained
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person's morale is boosted by the sheer joy they derive from their work. Regular training

programs give employees a sense of being needed and wanting to achieve something.

Better Coordination: Training helps coordinate people and material resources. Through training

programs, employees are informed about the company's expectations and goals. They are taught

how to climb ladders to reach their personal goals. As a result of this alignment of objectives,

training saves costs by increasing productivity, reducing employee turnover, and promoting

alignment of objectives. Absenteeism, poor performance, and high costs are all the result of poor

training.

2.1.2 Development: A Conceptual Review

"Velupara" (a 12th or 13th century Italian term) is the ancestor of the word "development." To

unwrap, untangle, or get rid of something is the meaning of the verb. In contrast to "develop,"

the word "envelop" means "conceal," "cover up." in addition to imposing restrictions, which is

exactly what happens when something is enveloped. Whatever limitations there are are removed

when something new is created. It's a positive term that means progress, and when it's used to

describe people, it means they've grown to the point where they feel as much a part of

humankind as the rest of us. The term "development" is ambiguous in its etymology. In two

meanings, the word "development" has the active meaning of action to cause something to

develop and the medial meaning of something that undergoes a development process as a noun.

It's a verb that means to do something or go through a procedure. Development can be used both

transitively and intransitivly as a verb. To say something is growing is to employ the transitive

verb form of the verb. This may be used to anything from children to trees to people. To develop,

then, is to bring something latent or prospective to the surface, to make it actual. When we say

that progress is being made, we're using the intransitive form of the verb. To develop, then, is to

progress from one level to a higher, more complex, or completely formed one. Whereas the verb
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"develop" and its noun "development" were typically employed in the intransitive meaning in the

past literature. Today's writers, especially those writing about new nations, use these phrases

transitively. Because of this, the word's etymology encompasses a wide range of ideas 39.

Disciplines such as economics, political science, psychology, anthropology, and sociology all

use development thinking. Due to its interdisciplinary and interdisciplinary nature, it is difficult

to define different things or label different people. is. Like the term "Third World",

"development" is Anglo-Saxon. Few concepts in recent history have gained more credibility and

historical relevance than that of development. Ultimately, it is about making the poor richer

while helping developing countries develop. The concept of development has focused primarily

on the plight of the world's poor. Development plans are created by experts, planners and non-

profit organizations to help poor people get out of poverty. In today's technical and everyday

parlance, progress generally refers to economic progress. Development is defined as the

following by Gunnar Myrdal:

By development I mean the movement upward of the entire social system, and I believe
this is the only logically tenable definition. The social system endorses besides the so-
called economic factors. including all sorts of consumption by various groups of people.
consumptions provided collectively, educational and health facilities at all levels; the
distribution of power in society; and more generally economic, social and political
stratification: broadly speaking institutions and attitudes to which we must add an
exogenous set of factors, induced policy measures applied in order to change one or
several of these endogenous factors

Stability and consistency are fantastic terms used to describe development. Until 1913, only

classic models were sold in Europe and the United States. After the First World War, especially

after the Russian Revolution and the Great Depression, the classical model declined and other

models emerged. After the Second World War, a new era of development 40 in the world began.
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Everything has changed dramatically in the last few thousand years. To move forward, each of

these stages requires clearly defined development goals. Moreover, the pace of development

varies greatly from country to country. However, all stadiums and upgrade types share certain

key development characteristics. Human dignity, equality, freedom and social justice are among

the most important principles of development. These thoughts cannot be separated. Using these

ideas, development means working towards a balanced and coherent social goal. It has a global

reach and takes a comprehensive approach to society's problems and challenges41.

The idea of ​ ​ development has a long history dating back to the dawn of time. This idea

approached theology as it was used in Western countries by the Greco-Roman civilization until

the late 19th century as a general concept denoting the most disparate elements of human well-

being. This study focuses on the development of Illuminati beliefs in the 17th century and how it

changed over time. At the turn of the 20th century, most believed that progress was based on

natural, positive forces, and that feeling limited only slowed progress. There was a long-running

debate between the so-called modern people and the ancients. Modernism eventually prevailed,

leading to the notion of unstoppable progress. Some contemporary philosophers conceptualize

and interpret progress differently than the idea of ​ ​ marginal consciousness.

To put it another way, they are linked with the concept of progress that has the potential to be

infinite42. These authors' writings also have a certain resemblance to Augustinian thought. They

see history as a whole, as a solid march of civilization toward a common good, even if that

progress is inconstant and non-linear.

It is possible to think of development as a series of evolutionary steps that lead from basic

cultures to the unique and universal consumption model of the Western industrialized

civilization43. According to several definitions, "development" is "a process or state of being
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well-off or progressing economically and socially or maintaining ecological equilibrium" 44. The

word refers to "a process of self-development and maturation that liberates the populace from

oppression and fear"45. According to the most conventional scholars of the topic, development is

typically viewed as a process that primarily affects nations in the industrialized world. On the

other hand, proposes a view of what development is: "increasing the population's variety of

options so that development may become more democratic and participatory access to income

involvement in decisions and enjoyment of personal, economic and political rights". There have

been three definitions offered thus far, all based on models drawn from three major currents in

thinking about development. The first, and most common, uses the word to refer to something

other than economic expansion. They believe the word is inappropriate and does not go beyond

simple illusion, belief, myth, and ideological manipulation. The second argument is in opposition.

Although this is the most difficult approach, it "tries to demonstrate that development is not

chimerical and also cannot be denigrated as economic progress46.

2.1.3 Training and Development

Formal education and training is seen as any effort to improve existing or potential workers by

improving their skills through learning, generally through attitude change and skill and

knowledge enhancement. Training is defined as teaching a specific skill, while development

refers to learning opportunities designed to help people progress professionally. To train

someone, you must first educate, direct, develop, and provide that person with future experience.

Organizational goals can be achieved more effectively when organizational and staff interests are

integrated through training. Training must be well designed and delivered to have a significant

impact on performance48. Employee performance can only be improved through proper training.

Effective training and development programs are critical to organizational engagement, or “the
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relative degree of individual identification and engagement in a particular organization.”

Organizations that understand the training needs of their employees develop plans to meet those

needs. Investing in employee training can significantly improve communication and performance

skills and improve employee retention. Also, if the program focuses on his skills in

communicating with colleagues, there is a significant increase in profits and a higher percentage

of pleasant working relationships50. There is evidence that education and training improve job

performance, job satisfaction and organizational engagement51. Poor job training can also lead to

poor performance analysis, leading to frustration and conflict among employees.

More funding for training and development will help all businesses retain more employees.

Companies that invest in education and training gain a competitive advantage, increase

productivity and increase employee loyalty52. This is largely because training and development

are seen as critical to employee retention, whether or not they are top priorities for the company.

This is true even if employee retention is not an immediate concern. Training becomes more

important as operating models such as "The Learning Organization" and "Knowledge-Based

Organization" become more important in today's business environment. No matter how you look

at it, retention indicates a desire to retain the best employees, but it's also about retaining and

managing the talent your company needs to thrive. First of all, providing training is a way to

improve people's skills. Strong business models come from offering something that your

recipients value and benefit from. Given the importance of education and training, it defies logic

to imply that these tools should be viewed merely as "holding" means. Only a few cases have

explicitly introduced OJT as a means of employee retention. Nevertheless, many studies show

that employee satisfaction or dissatisfaction is often associated with professional development

concerns. According to a recent survey54, more than 40% of small business workers are
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dissatisfied with the amount of training they receive. According to this study, frustration and

anger over lack of qualification opportunities were strongly correlated with both the desire to

quit and the frequency of absenteeism. Gallup ranked the inability to advance professionally as

one of the top three factors contributing to employee dissatisfaction in 1955. Other studies have

reached the same conclusion56. Moreover, all recommendations are in agreement that the link

between further training and employee retention is particularly strong for highly qualified

employees57.

Providing resources and showing support for workers to deal with work-related stress and

change contributes to employee retention, creates incentives to stay and creates a culture of

caring58 . Employee learning is more than just training and development. This includes

socializing at work. Education and training are therefore seen as a means of increasing employee

engagement. They enable workers to “imagine the future” in the workplace and provide the

support they need to cope with the challenges they encounter in the workplace. Many managers

may express the typical fear that once trained employees will be pulled away from the company

in search of better opportunities. Many businesses have been affected, especially in the brewing

industry, where semi-skilled workers are also typically employed in a very popular job market.

As a result, companies are happy to teach only the basic requirements of specialized equipment

and processes. The situation may be a little different for top talent, as companies tend to invest

more aggressively.

However, the literature suggests that organization-funded training does not always lead to

voluntary retirement. An employee that an organization has invested his resources in training is

unlikely to work for another company because salaries and benefits are slightly different from

other companies. When an employer invests in training, it is a clear sign that they value and want
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to keep that person. They may be more likely to stay with the company only if they are forced to

do so by their actions.Incentives to upskill are much stronger when they are part of clearly

articulated company-wide growth goals. Several engagement-related metrics such as B.

Competence-based compensation, career development and planning are closely related to

education. All of these can be used against each other. Training can be a particularly effective

retention tool when combined with policies that enable employees to grow and thrive within an

organization59. Employers should implement effective internal promotion programs to ensure

that unskilled and semi-skilled workers are promoted and rewarded to positions of higher

responsibility within the organization.

There is no strategy or formula for determining the amount and type of training to offer. Every

organization's situation is different. There is no evidence that any training approach or material is

significantly better for memory, nor is training inherently bad for memory. However, training

can help businesses retain valuable employees if designed with well-communicated goals for

improvement and continued professional development. It is the responsibility of management

training and career development to implement structural measures to improve performance and

performance. Another way of looking at it is the process by which employees within an

organization obtain the information they need, such as the skills and qualifications they need,

that are essential for their growth and success. Workers need regular training and development to

be successful in their jobs. Properly trained, developed, qualified, and skilled workers, as

evidenced by their loyalty to the organization, their deep knowledge and understanding of

business processes, and their high productivity, can bring enormous benefits to your company.

can produce. It can also contribute to the overall stability and long-term success of the company.
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Workers should be trained to produce lasting impacts long after the training activity or program

is completed. It is important for employees to focus on integrating newly learned skills and

concepts into their work environment by performing specific actions, decisions, processes and

tasks. Refers to the official, unwavering effort and commitment of an organization to

continuously improve the performance her level and satisfaction of its employees through

various types of skill development and education programs. These initiatives are already

widespread and diverse in most organizations, encompassing everything from job-specific

training to long-term career progression. A key strategic tool employed in implementing policies

that help an organization achieve its vision, purpose and goals is education and career

development, which is now emerging as a formal corporate function. . Companies of all sizes

recognize the importance of education in developing their workforce and retaining top talent.

Elements such as continuous learning and career development are included to help employees

grow.

Employees' importance and the need to train them regularly are now generally recognized.

2.1.3.1 Modes of Training and Development on the Best Practices

To retain employees, organizations need to identify the most effective retention strategies.

Employers can set training and development opportunities for their employees' content and job

responsibilities. An employee's work can be expanded within the company by using work

substance and responsibilities as an open door. To feel part of the company, give employees

leadership roles on projects or build good working relationships with management. Associates

can thrive and produce with shared leadership goals, autonomy, and easy access to important

dates and scheduled meetings. When a company recognizes and appreciates the hard work and

talent of its employees, the value of those employees increases. Occupational development
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should be directly linked to increased production, higher wages, fair wages and social benefits.

Creating a leadership training program is just as important as developing leadership talent. In

determining future needs, an organization should have a structured and objective intent,

including visible evidence that applicants within the organization want management training67.

Rotating leadership and leadership projects helps employees understand their impact on the

company's core issues by giving future executives a broader view of the organization. Employees

must grow as managers while improving their skills through ongoing trade-oriented training. As

business people, managers need to understand the challenges they face and the decisions they

make to develop various skills. Improving your skills can lead to promotions and raises.

i. Training positively affects the proportions of the organization’s competitiveness.

ii. Training must be incorporated into the company’s business techniques

iii. The mix of training in the organization’s business systems expands the effect on the

organization’s competitiveness.

2.1.4 Reward and Recognition

Compensation should be a key area of ​ ​ innovation for employers68. Workforce diversity

suggests the need for more creative ways to shift the right incentives to the right people.

However, it is impossible to list all the types of recognition and rewards companies actually give

to their employees. Still, it's clear that rewards and recognition can contribute to improving

employee retention as part of broader efforts to retain employees and adopt good workplace

practices. The Compensation and Recognition category is somewhat of an umbrella term, as it

encompasses a variety of formal and informal, financial and non-monetary incentives given to

individuals, groups of employees, or the workforce as a whole. They come in all shapes and sizes:
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employee of the month awards (gift certificates, plaques, etc.), company-sponsored sports teams,

company parties, prizes, clothing, and more. However, it is frequently awarded "as needed" and

is at the discretion of mid-level managers or team leaders.

“Reward and Recognition” covers all incentives not captured by other categories of customer

retention measures discussed in this report. Also, while they are not generally considered a key

component of good customer retention, it can be tentatively observed that they are often very

important. Helps maintain work culture. It recognizes the contributions of its members while

helping to reinforce positive action. To work properly, incentives must be well-founded. This

means that everyone should have an equal opportunity to receive incentives, and beneficiary

employees should appreciate them. Anyone who keeps the organization productive ensures fair

distribution of prizes, new assignments of interest, honors, or other motivational tokens

distributed by the organization. Morale suffers when employees view their employers as

arbitrary, unfair and favored69. There is a general principle that 'what is rewarded is achieved',

and they emphasize that this principle must be tied to the core culture of the organization70.

Appreciation and reward are inherently tied to, support, and be consistent with a particular

organizational “culture,” whether that culture is consciously managed or replicated by the

organization. doing. In other words, compensation must "match" people's perceptions of their

employer and workplace. In workplaces where labor relations are tense, or where workers do not

trust management's intentions, people often react skeptically to the sudden introduction of

compensation. Writing from an employer's perspective, she included money in the discussion of

financial incentives, but also noted that money is not always an appropriate reward. nearly a

quarter of respondents said they left their previous job because they didn't feel valued or valued72.

In her view, showing appreciation “has nothing to do with money, flexible working hours, or
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career opportunities. Incentives designed to be can actually be demotivating if deemed unfair or

too difficult to obtain. Incentives can also lead to unhealthy competition among employees,

forcing them to cut corners and sabotage their colleagues. Incentive programs should be carefully

considered and used judiciously before implementation73. Bonuses, rewards, awards and

accolades, when abused, become manipulative and little more than bribes for action. Often these

behavioral techniques have the opposite effect of what they were intended to do. It's true that

rewards can undermine intrinsic motivation. It's disappointing to see companies wipe the

initiative and turn their employees into Pavlov's dogs ready for the next bone to be thrown.

emphasized that it should have a greater impact on productivity than perceptions75.

2.1.4 Employees

If you are looking for a job, an employee is hired by a company to do a specific job. You will be

hired through an application and an interview. This determination is made when the employer

determines that a particular candidate is the best fit for the position being filled. A letter of offer,

employment contract, or verbal agreement outlines the terms and conditions of an individual's

employment. All employees of non-union companies negotiate contracts. Working conditions are

not uniform for all positions. Most employees do not participate in negotiations and simply

accept the employer's offer. New hires' salary rates are used to determine future promotions, so

it's in their best interest to negotiate the best possible contract. Collective agreements govern

most aspects of an employee's relationship with the company, including pay. Benefits, working

hours, sick leave, vacation. In addition to protecting the rights of union members, the Convention

also provides an alternative to grief work in the workplace for union members. The contract no

longer allows employees to individually negotiate their wages. One way to plan performance

development in a responsible organization is to define employee roles and organizational
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expectations for each employee's performance78. It also supports employees in setting and

monitoring individual goals and progress. Employees work in oiled machines such as accounting,

marketing, and human resources. Employees have managers, usually managers, who directly

report and receive instructions. Employees need to be able to rely on their managers to treat them

with respect and professionalism. Employees support employees in completing tasks assigned by

departments. Workers have a place to do their work, whether in the office or at work79. If an

employee needs a mobile phone, computer, desk, or materials for work, the company will

provide them. Employees in forward-thinking organizations receive regular feedback from their

managers, awards and recognition, and an appropriate benefit package. While most employment

contracts are "voluntary," an employee doing a good job may stay, but this is not taken for

granted.

When an employee works for an employer or someone who runs a business or company, they

provide work and knowledge. They are often hired to perform specific tasks included in the job.

A person who is not part of an independent enterprise and is regularly employed by an enterprise

to provide services for remuneration is considered a business employee. Depending on the type

of organization, employees perform different tasks81. Among the many tasks they have are tasks

such as manufacturing, storage and transportation. He is also responsible for marketing,

purchasing, sales, and promoting the company's financial health and accounting. All of these

steps are intertwined to help you reach your goals. In order for our employees to do their best

work, these forms must be completed completely and accurately. Therefore, the company's

overall performance, revenues, profits and progress will be severely affected. Several aspects

such as education, motivation and skills motivate employees to work with integrity and do their
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best. Other variables include administrative policies, benefits, rewards and benefits, and

promotions.

2.1.5 Employee Retention

Employee retention has become more important in many organizations82. When it comes to

employee retention, stubborn companies create compelling areas of activity that can retain

employees over the long term. Employee retention depends on a company's commitment to

education and training. If a company does not prioritize employee retention, it will fail. Most

companies don't pay attention to employee retention because it's expensive. This includes both

forward and backward costs. Retaining key employees is critical to a company's success, and

strong employee retention methods ensure that these employees stay with the company. This

advantage will help your company succeed. Retaining workers means taking steps to encourage

them to stay with the company as long as possible83. Organizations today struggle to keep their

employees happy. Hiring well-trained employees is very important for a company. Employee

retention, on the other hand, is far more important than hiring. Talented people never run out of

jobs. Many companies are looking for people with these special skills. Job dissatisfaction can

lead you to look for a new, better job. Employee retention has never been more important than it

is today. Personal or professional reasons may be cited84. These factors must be considered by

employers. Most companies are aware of these factors and take various measures to keep their

employees happy. High-level organizations thrive because they care about their employees and

know how to keep them happy and loyal. Nevertheless, employees move in and out of

companies for a variety of reasons.
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2.1.5.1 Reasons for Retention

Retention management is described as a systematic and strategic approach that begins with

examining why employees stay with the organization. Further research shows that it is affected

by several factors that require close monitoring, including Organizational structure and culture,

pay and performance philosophy, hiring strategy. Careful career planning and promotions, and

more frequent incentives and awards can serve as breakthrough retention tools. This should be

treated as a company-wide issue. Dynamic her HRM practices related to reward sharing, rewards,

and training were investigated. Findings show that they can lead to reduced turnover and

absenteeism, improved economic outcomes, and higher quality jobs85. Also, on rare occasions,

an employee will be absent due to her one-off event. You decide to leave the company for

lucrative job, promotion, or financial reasons. While a single event like this can be a source of

motivation, most employees experience a variety of different situations, such as lower job

satisfaction, a stressful workplace, or better opportunities for promotion elsewhere. I am retiring

for some reason. Employee turnover is a symptom of more fundamental problems: B. If retention

management is ineffective, managers need to understand what motivates employees to remain

loyal and productive. there is. And we need to create jobs, structures and institutions that support

change, not stifle it. Employers respond positively when managers are attentive to their needs

and take them into consideration when performing their duties. Therefore, HR managers should

select the retention features that apply to each member of the sales force and focus their

processes on those elements to complete a quality retention program. For each sales team, you

can collect data on reasons for leaving or staying from current and former employees. The deeper

the investigation, the more complex the prescribed procedures can be. Research on employee

responsibility and retention is the primary goal of these studies. As a result, data from follow-up



48

surveys and exit interviews with former employees can be refined to become more accurate and

useful over time. We also survey and interview current employees to understand which factors

are important. In conclusion, it is argued that doing most of the important things very well brings

distinct advantages.

In general, the Human Resource literature agrees that viable Human Resource programs result in

superior employee retention rates. Creating a welcoming environment for employees and

increasing employee loyalty are almost always directly related to this87. These features or

‘motivators’ include:

i. A stimulating work environment that effectively utilizes people's talents and expertise

gives them a degree of autonomy on the job, allows them to offer ideas, and understands

how their contributions impact the company's well-being.

ii. Learning and skill development opportunities, as well as increases in employment duties.

iii. Employee engagement in choices that impact them, an awareness of what is going on in

the company, and an understanding of the employer's key business issues are all

examples of effective communications.

iv. Good pay and benefit programs that are both reasonable and flexible.

v. The company recognizes employees' need to create a good balance between their lives at

work and their lives outside of work.

vi. Peers and supervisors respect and support you.

Employees are more likely to be dissatisfied in companies that lack flexibility or have a

dominant and authoritarian organizational culture. At the very least, tenure of their workers can
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be highly sensitive to changes in certain incentives. Small wage adjustments can lead to many

job cuts. On the one hand, the work environment and other aspects of the occupation can act as

strong 'motivators', causing people to quit their jobs.

Here are a few examples:

i. Feeling bored or unchallenged by repeated activities due to a lack of control over one's

work

ii. Insecurity in the workplace

iii. Learning opportunities are few.

iv. Other companies may provide a more substantial salary or benefits package.

v. Concerns regarding the company's future

It's worth noting that some of these de-motivators can strike even the most well-run businesses,

or they might be the consequence of circumstances outside the company's control. For example,

the fact that a work description includes many repetitive and monotonous duties isn't always due

to the employer's apathy; it's more likely due to the nature of the job. Employees are frequently

drawn to other businesses or sectors by more lucrative offers, partly due to the wide

characteristics of the industry or market area in which the company works. Even under tough

situations, management's attentiveness, responsiveness, and openness of communications are

components of the corporate vision that preserve high retention89.
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2.1.5.2 Factors Affecting Employees’ Retention

No business can thrive or even survive without the best employees. Every business needs highly

qualified, talented, loyal and dedicated employees who work hard to achieve the organization's

goals and objectives. Additionally, Vodafone needs to retain the most talented and productive

employees. In this way, long-serving employees are familiar with all laws, regulations, policies

and the working environment of the organization and learn new things faster90. Human

Resources Managers are tasked with overseeing all areas of reform for existing and potential

employees within the organization. The human resources department includes, among others, the

preparation of job descriptions, selection and recruitment, employee orientation and training,

salary and wage determination, and posting and publishing of job vacancies. Human resource

management is also important for employee retention. This raises the following Human

Resources tasks in employee retention:

i. When an employee leaves a business, the HR manager is in charge of finding out why the

person left. Anyone quitting their job must offer a good reason why they are leaving.

Unsatisfactory pay, limited career possibilities, poor relationships with superiors, a terrible

work environment, a heavy workload and high-stress levels, and long hours are only a few

of the possible causes for an employee's departure. A committee formed by the HR

department can assist a company in identifying the different reasons why an employee has

resigned.

ii. Human resources managers must frequently interact face-to-face with employees on a

variety of topics to identify and understand the difficulties that employees encounter daily.

For example, so that retaining workers may be given greater emphasis.
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iii. If workers quit, finding and training replacements would be a challenging process for the

company. That's why HR managers try to tackle employee problems by offering effective

solutions. The HR manager goes over a list of all the people who plan on quitting. The HR

manager also identifies employee productivity, potential, and the absolute necessity for the

business to retain these workers. Losing staff to the competition will cost a lot of money

for the business. As a result, HR managers must take the necessary steps to retain their

finest employees before things get out of hand.

iv. The human resources manager makes certain that he hires the best candidates and that the

ones he chooses are situated in the most appropriate locations for their skills and interests.

It's safe to assume that if a candidate doesn't like his or her work, they will start looking

for another one. Therefore, human resources managers must put more effort into finding

and placing qualified individuals who will stay with the company for a longer length of

time.

v. The vast majority of employees are paid only in kind. Even though some employees join

the company for a lower wage than expected, they may leave the company if a better

opportunity arises. The HR manager is in charge of keeping an eye on market

developments and asking employees about their compensation expectations so that a fair

and reasonable wage may be offered to employees to keep them.

vi. If employees cannot locate any HR procedures that assist them in performing and growing,

they may opt to depart the company. For example, the HR manager is in charge of

organizing training programs that assist workers in improving their skills and knowledge

while also learning something new outside of their daily work. The HR manager is also in

charge of enticing employees to participate in extracurricular activities that are critical to
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their overall growth. In this way, workers will like their work more and be more likely to

stay with the company.

vii. Employees should be praised and honored for their hard work. HR managers utilize a

variety of motivating tactics, including performance-based incentives, monetary awards

and certificates of excellence, as well as other forms of appreciation and acknowledgment

for their workers' excellent work, such as job enrichment and free trips. HR manager may

also send birthday and anniversary cards to employees, and arrange a modest gift for them

as a token of appreciation from the company. This creates a welcoming environment and a

sense of belongingness for the employees, which are essential for them to feel comfortable

and secure.

viii. Managers of human resources have the additional responsibility of keeping tabs on

employee behavior to determine whether or not employees like their employment.

Sometimes people look for a new job when their current one has gotten boring and doesn't

provide any opportunities for growth in their careers. If this is the case, the HR manager

might rotate the employees' jobs to keep them.

2.1.5.3 Employee Retention Strategy

In contrast, “culture” refers to a highly structured and planned system of activities related to an

overall vision, set of values ​ ​ and purpose97. Employee retention is a major concern for many

companies, especially large ones with established HR departments. To combat this, many

companies, especially those with established HR departments, undertake costly and time-

consuming planning activities to develop a uniform and specific employee retention strategy.

Such training is important for employee retention, as HR literature shows that companies that
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approach problems strategically are more likely to succeed. Strategic approaches to human

resource management, on the other hand, clearly require a large amount of resources and do not

have small firms, especially departments solely responsible for human resource issues, and

executives solely responsible for human resources. It can be prohibitively expensive for

businesses98. There is evidence that there is a link between “good” job outcomes, such as fewer

layoffs, turnover, accidents and complaints, and HR practices that promote employee

engagement and intrinsic incentives in organizations99. Employee emotional engagement can be

most accurately predicted by the presence of behaviors related to internal career development.

Promotion plans, internal promotions, and realistic career prospects are examples of employer

strategies when recruiting new employees.

2.1.5.6 Reasons for Retention

Retention management has been characterized as a clear, strategic process that begins with an

examination of what brings employees to the organization. In addition, it can be driven by

several factors that need to be monitored interchangeably, such as organizational structure and

culture, pay and performance philosophies, recruitment strategies, promotion programs,

employee support programs, and career development systems. shown in the survey. As such,

careful career planning and development and more regular incentives and rewards can be game-

changing fixers. This should continue as a company-wide activity. A study of his dynamic HRM

practices related to reward distribution, compensation, and training found that this reduces

turnover and absenteeism, improves financial performance, and improves job quality85. On the

other hand, an employee's decision to leave the organization may be due to temporary reasons

such as gainful employment, promotion, or financial reasons. Moreover, while such events can

act as a driver in any event, most employees are likely to experience less job fulfillment, a tense
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workplace, better opportunities for promotion elsewhere, etc. , leave sales drivers for other

factors. Because turnover is a side effect of larger underlying problems, such as poor retention

You need to understand what drives you to At this point, they need to design jobs, frameworks,

and organizations that help rather than stifle them. Job development implies an understanding

that individuals need to be involved in their work and that employees respond when managers

focus and engage their needs86. Therefore, to complete a quality retention program, HR

managers should establish the retention aspects applicable to each sales team and highlight those

elements. By sales team, you can collect data from current and former employees on their views

on why people leave or stay. The more dedicated you are to an investigation, the more action you

can take. Employee surveys should focus on accountability and retention factors. In this way,

follow-up surveys and exit interviews with former employees are tailored to provide more

accurate and useful data. Additionally, surveys, focus groups, and interviews with existing

employees will give you an impression of relevant variables and their importance. Finally, it is

argued that doing the most important things well may have undeniable benefits. A strong

company culture is created and maintained by paying a reasonable level of attention to the

variables that matter to employees.

There is broad agreement in the Human Resource literature about the general features of any

potential Human Resource programme that contributes to good retention. Most of these are

straight associated to creating a pleasing workplace for employees' and thus, in turn, to good

retention87. These features or ‘motivators’ include:

i. A stimulating work environment that makes effective use of people’s skills and

knowledge, allows them a degree of autonomy on the job, provides an avenue
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for them to contribute ideas, and allows them to see how their own

contribution influence the company’s well-being.

ii. Opportunities for learning and skills development and consequent advancements in job

responsibilities.

iii. Effective communications, including channels for open, two-way communication,

employee participation in decisions that affect them, an understanding of what is

happening in the organization and an understanding of the employer’s main business

concerns.

iv. Good compensation and adequate, flexible benefit plans.

v. Recognition on the part of the employer that employees' need to strike a good balance

between their lives at work and outside of work.

vi. Respect and support from peers and supervisors.

Firms with inflexible or dominant autocratic organizational cultures are more likely to have

disaffected employees, no matter how good the incentives to stay, 88 or at least the seniority of

their employees It can be very sensitive to changes in incentives. Small changes in compensation

can lead to large turnovers. But there are other aspects of the work environment and certain jobs

that act as powerful “motivators” that lead people to leave. These include:

i. Lack of control over one’s work

ii. Feeling bored or unchallenged by repetitive tasks

iii. Lack of job security
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iv. Lack of learning opportunities

v. More generous compensation or benefits package offered elsewhere

vi. Concerns about the future of the firm

It is important to note that some of these demotivating factors can arise in the best organizations

or be the result of forces arising from outside the organization itself. The large amount of

repetitive and tedious work involved is not necessarily the result of employer indifference, but

rather the nature of this type of work. Employees are often drawn to other companies and

industries with more generous offers, due in part to the broad characteristics of the industries and

market segments in which the companies operate. Attention, responsiveness and openness in

communicating with management are elements of his vision of a business that maintains a high

level of commitment even in difficult circumstances89.

2.1.6.6 Factors Affecting Retention

i. Compensation Levels

The Human Resource literature that covers compensation is quite likely the largest part of the

literature that applies to employee retention. Most of the bases consulted in this study express the

importance of reimbursement in attracting and keeping good employees', particularly for

employees whose skills and responsibilities are unique or indispensable to the organisation, or

for those workers in whom the company has invested considerable resources in recruiting or

training. Low wage strategies may be appropriate if work is simple and repetitive and requires

little training. These distinctions are very general in nature and do not necessarily provide a clear

rule of application to actual companies98. Companies in highly competitive local labour markets
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may well find that they need to pay highly competitive rates against some industry or geographic

benchmark in each of their job classifications, even for semi-skilled or unskilled positions.

While there is universal agreement about the importance of competitive reimbursement for

employee retention, there is also a rising consensus that competitive or even substantial

compensation will not alone assure that a organisation will be able to keep its most valuable

employees. The key issue in retention is the amount of total compensation relative to levels

offered by other organizations. Organisations that have high levels of compensation have lesser

turnover rates and higher amount of people applying to work for them98. Furthermore, the author

maintained, high remuneration may create a “culture of excellence.” It is worth recalling that

building “affective commitment” encompasses much more than high remuneration, and that

retention based on the value of “compensation-based commitment” is of course sensitive to

changes in compensation within the organisation. Organisations that base their retention on

compensation commitment will always be exposed to the possibility that their competitors will

be clever to offer better salaries and thus lure away their employees96. Similarly, “money gets

employees in the door, but it don’t keep them there”99. Money is a “satisfier,” meaning that it is a

necessary but insufficient factor in employee retention100. Also, money is not the primary

motivator for employees. In fact, many organisations have performed very well retaining their

workers without any pay-based retention incentives101.

Successful retention under such circumstances seems to depend on a wide number of factors.

Clearly, the existence of other human resource practices is also a key to retention, and there is a

excessive deal of interdependence between compensation and these other practices. One should

not markdown the prospect that certain organisations get along very well without presenting high

levels of reimbursement for reasons best known to them. Employees in urban areas where
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business establishments are much may be more likely to leave to the competitor even for very

modest salary differentials. Companies situated in more isolated areas know that their workers

are less likely to move for small increments in compensation. The message is that companies that

wish to develop a successful retention plan that includes compensation and benefits must always

understand their own unique characteristics and circumstances. Whatever their situations,

organisations that effectively integrate benefits and reward into their retention strategy have a

clear understanding of their business objectives and use compensation as a tool for influencing

organizational and employee behaviour. Pay systems and practices for example can have a major

effect on employee retention by encouraging membership-oriented behaviour (commitment). Pay

systems may also affect knowledge sharing and transfer if sharing, teamwork, suggestions, etc.

are rewarded or recognized100.

Compensation can also drive commitment-oriented behaviour by:

i. Sending employees, a strong message about what results is valued.

ii. Recognize and reinforce important contributions so that employees' feel valued.

iii. Provide a sense of “emotional ownership” and increased commitment that comes from

giving employees' “a piece of the action.”

iv. Maintain or cut fixed payroll costs and allocate variable pay to the employees' they most

want to attract and keep102.

Finally, it is important to distinguish between what might be called normal or standard

compensation like wages, salaries, benefits, etc. and what is generally referred to as

performance-based compensation, that is, specific methods of reward that are paid for workers or
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groups of employees who achieve certain objectives which are vital to a company’s business

strategy. ‘Pay for performance’ or ‘performance-based compensation’ is becoming an

progressively popular form of reward, particularly since its various forms are closely tailored to

very specific company objectives, including employee retention100.

ii. Benefits

Benefits can show employees that a company is supportive and fair, and stable benefits are

among the list of reasons why employees choose to stay with their employer or join the company

at all. There is evidence that it is higher103. However, many workers commonly overlook the

"true value" of the compensation they receive. Nor do they always know what their motivations

are for providing these benefits. As such, the relationship between performance and employee

engagement is not always strong. As with most other retention practices, proper communication

with employees is essential104. The company's benefits are categorized into health, dental, vision,

vacation, maternity/family time, disability, retirement/retirement, employee assistance programs,

life insurance, and extended maternity leave. It has evolved itself, and people perceive new

priorities as important. The industry is also increasingly concerned about the rising cost of

health-related benefits and the level of pension obligations for an aging workforce. Although

benefits do not always feature prominently in the literature as a key area of ​ ​ human resource

innovation, they are a major concern among employers and employees, and some important

issues related to employee retention. It's worth making an observation. It is important to note that

the relative importance of benefits depends on each individual's specific needs. The importance

of benefit plans for employees with dependents can become much more important, especially in

an environment where benefit costs are rising rapidly105. Organizations with an older workforce

may find that retention efforts are most effectively supported by benefits plans that cover things
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like medical expenses and caring for aging parents. Most innovations in benefits seem to focus

on the concept of flexibility. Many organizations are responding to the increasingly diverse

desires of their employees by presenting them with a greater variety of benefits among the

various benefits they can choose from. Introducing flexibility into benefit packages can therefore

be a key factor in increasing employee retention, especially as it makes it easier to accommodate

an individual's specific needs and circumstances106.

Some organizations have become more artsy in the form of offering benefits to their employees.

Much of this creativity focuses on helping employees find a better balance between work and

personal life. Examples are numerous and include institutional care, paid leave, sabbatical leave,

paid paternity leave, and reimbursement of tuition fees.103 To improve work-life balance,

employers should make it easier for employees to transition from full-time to part-time work and

vice versa, and introduce pro-rata benefits for part-time workers. , is encouraged to return to full-

time. Protection of the temporal status of employees who choose to work part-time and the

seniority of employees when changing from full-time to part-time work.

iii. Performance-based Compensation

Overall, the main purpose behind performance-based compensation is twofold. It is a means of

modifying individuals’ behaviour within an establishment in order to better align their activity

with particular business objectives, and a way of influencing the development of particular types

of organizational culture (for example, team-based pay can lead to a stronger team-based culture,

skill-based pay or profit-sharing can contribute to a culture of stability and mutual commitment,

etc. The following compensation systems as it retain the essential categories in which people

think about performance-based pay108:
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Incentive Pay: Incentive pay systems pay pre-determined amounts for each unit produced

(piece-rate).

Merit Pay: Merit pay allocates pay increases based on individual performance. It can play a key

role in attracting and retaining some employees', and can lead both to good retention and

beneficial turnover that is, good performers stay and poor performers leave. Where teamwork is

an important part of productive activity, individual merit pay may not work well. As with other

forms of performance-based compensation, individual merit pay can cause excessive competition

for incentives, and can promote counter-productive behaviour, for example, hoarding important

information rather than sharing it widely within the company and other forms of ‘zero-sum’

behaviour.

Gain Sharing: Financial gains in organisational performance are shared with all employees in a

one plant using a specified formula measured against a historical benchmark. Gain sharing is

mostly based on a participative management method, for example, shop floor committees, self-

directed work teams, suggestion systems, in order to improve the harmonisation of teamwork

and sharing of information. Gain sharing also may be operative in smaller organisations with less

than 500 employees.

Profit Sharing: Pay is related to the company’s overall financial performance. Profit sharing is

unlike gain sharing in that it does not essentially include participative management, and does not

measure employee-controlled or productivity-related financial performance.

Employee Stock Ownership Plans (ESOPs): For publicly traded companies, employees are

partly compensated through shares in the company’s stock. Employee ownership arrangements

can include stock options plans, stock purchase plans, and employee stock ownership plans. 109
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cites a number of different studies that positively link ESOPs and organizational commitment.

Research also indicates, however, that ESOPs in and of themselves, are not sufficient to increase

"affective commitment." For example, measures to increase employees'' say in how the company

is run might be one type of support needed to increase commitment110.

Skill-based Pay: Under this arrangement, the employee is paid according to his or her skills and

experience. In this case, the company pays for the person rather than the job position. Skill-based

pay can help organizations meet their skill requirements by directly motivating workers to learn

specific skills. The major advantage of this pay system is that it can promote a culture of

flexibility. Individuals can perform multiple tasks, including filling jobs in the wake of turnover.

Skill-based pay can also contribute to lower turnover since individuals will be paid more for their

knowledge and will be unlikely to find similarly attractive pay in firms using more traditional

job-based pay systems.

Bonus Plans: These is advantageous for being flexible, and proficient of aiming particular

behaviours that an organisation might want to modify or encourage without increasing fixed

costs111.

Retention-based Compensation: These include bonuses and other forms of compensation based

on job tenure. A potential disadvantage to this form of compensation is that it can contribute to

reduced employee motivation, inhibit behavioural change, encourage risk aversion, and can often

be expensive for organizations with long employee tenure112.

Team-based Pay: With an increasing interest in employee ownership and a growing interest in

team-based work, no list of compensation options would be complete without mentioning team-

based compensation. , team-based rewards should be tied to goals to encourage specific behavior.
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Well-managed team-based compensation can increase cohesion at the group level and generate

strong performance from specific work teams.Like individual performance-based compensation,

team-based compensation It can create conflict and competition between teams. Additionally,

some authors point out that team-based rewards raise concerns about free-riding issues. It is

important to recognize that adopting pay-for-performance is not an isolated intervention in the

sense that it is dependent on, and to some extent the result of, other people and business

strategies. For example, there is little point in introducing skill-based pay if an employer is not

actively involved in providing learning and development opportunities for its members as part of

normal business practices. Similarly, individual performance awards or rewards should be linked

to planned processes for evaluating and managing employee performance. It should also be noted

that unions are often cautious when agreeing on performance-based compensation. Performance-

based compensation does allow wage disparities between employees in similar jobs, which is

contrary to the spirit unions typically negotiate with management on wage-related issues.

However, one researcher gave an example of how a performance-based wage system effectively

gained union approval. He says union involvement in the design, implementation and operation

of skills-based pay systems is essential to the successful implementation of such systems in a

unionized environment. Indeed, union participation at this level seems to be in line with what

much literature says about the need for open communication and employee participation and

engagement113.

2.1.6.6. Job Design and Work Teams

Employee retention rates have traditionally encouraged employees to stay with a company for

reasons other than just good pay, benefits, and other perks. When it comes to attachment, the

literature suggests that 'intrinsic' rewards are just as important as material rewards. This means
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that employees often value their work highly not only because it is well-compensated, but also

because the work itself is a rewarding experience. Consistent with this line of thinking, much of

the contemporary personnel literature reflects a growing interest in practices that enhance such

intrinsic rewards, much of this interest predicated on a degree of autonomy and managerial

responsibility. It focuses on business practices that delegate work to workers themselves. .

Practices such as independent or semi-independent work teams, “self-scheduling” and job

rotation not only improve employee retention, but also many other important factors such as

productivity, accidents and injuries, and product quality. It has also been shown to improve

metrics. Broadly speaking about the benefits of retention in an “engaging” work environment,

they cite “giving employees the freedom to control their work” as a key retention “best

practice”97,114. ``The highest turnover rates are at firms characterized by dominant, authoritarian,

and inflexible corporate cultures''115.

In addition, the benefits of greater autonomy through teamwork go beyond simply retention.

One’s goals in promoting teamwork are to116:

i. Use the joint knowledge and skills of teams to solve problems

ii. Encourage cooperation among employees'

iii. Increase productivity by sharing the work load

iv. Motivate teams to achieve the goals of the business, and

v. Increase job satisfaction for employees.

Most commentators believe that if the intention behind establishing a working team is to increase

decision-making flexibility and autonomy, the working team should also have a corresponding
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level of responsibility and accountability for its work. For example, teams must be willing to

measure and evaluate their efforts to take responsibility for their success. Each team member

should also be aware that they have special responsibilities towards their other team members.

Therefore, there is also some degree of individual internal accountability for the results. At the

same time, when self-directed teamwork is valued by an organization, it can well be encouraged

to reward and recognize behaviors that lead to positive outcomes through autonomous teamwork.

From the point of view of retention, the concept of the autonomous work team is one among a

number of practices that contribute to what is called “job enrichment” which can be defined as:

ways of organizing work so as to maximize the benefits that employees` derive from a job`s

intrinsic rewards97. In this sense, autonomous work teams are only one form of job enrichment,

and there are many other ways to enrich a job, such as: seeking to combine related tasks under

one job description so as to create more unified sense of purpose for the person who carries out

that job and rotating workers through jobs so as to introduce a component of task-diversity for

employess whose normal tasks include a high degree of repetitiveness115. In any occasion, if

encouraging good retention is one of the aims in allowing for greater job independence,

presenting more fascinating challenges, or increasing the diversity of tasks, then the entire

exercise must clearly begin with two questions: “How can one design this particular job

assignment or position in such a way that is more interesting or intrinsically rewarding to the

individual who occupies it?” and “What forms of job design or work organization are appropriate

to the workplace?” The first question is obvious, but the second question is crucial in translating

intentions into sustainable practice. An organisation barely separates itself from its competitors

by saying that it appreciates `teamwork` or that its workers are `empowered` to make a

involvement to the company`s success. These are reports that one can easily find in any
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organisation`s prospectus or job advertisement. It is important to clarify that teamwork and other

forms of professional enrichment are appropriate for some types of work and not others.

Although work is rarely done solely for employee retention, companies believe that it can also

lead to improved performance in other dimensions, such as productivity. This does not limit the

nature of redesigning the nature and selection of work through assessment to make it more

challenging, stimulating and inherently challenging. Rather, the researchers would like to point

out that such practices are only effective and sustainable when integrated into work processes

with careful consideration of their impact on business operations.

2.1.6.7 Communications and Employee Participation

Retention would be far from complete without addressing the importance of communication.

Open, responsive, two-way communication appears to be essential for high employee retention.

The best way to turn top performers into a group of disgruntled and discouraged job seekers is to

cut them out of the corporate information loop117. Conversely, feeling up to date strengthens the

bond between employees and the organization. Most, if not all, of the other types of practices

discussed in our review of the HR literature rely fundamentally on a healthy approach to

communicating with employees. Communication is a fundamental component of effective

customer retention. Most of the literature emphasizes the need to "keep up to date" with

employees, and many companies go to great lengths to communicate with employees for

purposes beyond the immediate needs of the job. In this way, many brewery branches provide

their employees with regular updates on the company's sales trends. Additionally, some

organizations have adopted an open book strategy, in which employees are kept informed of the

organization's financial performance, whether good or bad, and are encouraged to notify

employees of any deviations from business strategy. enthusiastic. The legitimacy of good

communication is best summarized by researchers118. Hiding information can have negative
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consequences within an organization. When top managers share information and expect other

managers to share it with employees, employees typically feel more involved, have more trust,

and are more likely to be productive in difficult situations. less impact. Additionally,

knowledgeable employees may be able to provide solutions to problems that otherwise cannot be

resolved. Information sharing includes the future of the organization and industry, emerging

trends that may affect career opportunities, strategic direction, and other cultural and political

certainties affecting the organization. Such information helps support career development and

employee advancement. As more organizations want to delegate decision-making, encourage

invention and creative problem-solving, and address complex office issues before they become

bigger problems, the way they communicate with employees, should be more innovative and

responsive. Also, as already mentioned, innovative communication includes processes that

enable workers to communicate with employers, and not just vice versa118. Ultimately,

communication is a general feature of corporate culture and cannot be reduced to any particular

practice, system, or intervention. In these smaller organizations, we have observed an “open

door” strategy where employees are empowered and can go to their employer's office to discuss

their concerns118.

2.1.6.8 Knowledge Transfer: A Retention Strategy

Knowledge management and knowledge transfer are rarely pursued solely for the purpose of

managing the negative effects of turnover, which means they are unlikely to have a positive

effect on retention. No. Knowledge management operations can have a significant impact on

retention. They are typically based on good communication, skill development in the workplace,

and evaluation of employee contributions and contributions119. It's clear that such practices are

not only important, but often essential to building solid employee engagement.
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2.1.6.9 Importance of Employee Retention

When an organisation loses staffs, it loses experience, skills and “corporate memory”. The scale

and effect of these losses is a serious management matter, affecting service quality, productivity

and profitability. For employees', high turnover can undesirably affect employment affairs,

morale and office safety120. The total cost of changing employees can be high, the complications

related with sourcing and training new employees' can be extensive, and the specific acquired

skills and knowledge the employees leave with can take long-years to replace. The problem of

turnover can be addressed through a variety of pro-active retention strategies: workplace policies

and practices which increase employee commitment and loyalty.

Knowledge transfer initiatives on the other hand, ensure that the knowledge and expertise of a

company’s employees' its 'corporate memory' are systematically and effectively shared among

employees. They can counterweight the negative effect of turnover, but can also work pro-

actively to decrease turnover by providing learning and skills improvement opportunities to

employees to reduce turnover. Employee retention and information transfer are two components

of a more overall concern that might be best called ‘skills management,’ that is, all that has to do

with hiring, maintaining and evolving the necessary mix and levels of skill essential to

accomplish organisational and business objectives.

2.1.6.10 Employee Retention in Corporate Sector

Before the economic liberalization policy of the Congress Government in India, the scenario in

Organizations were completely different from that which exists now in terms of stability of

workforce as opportunities were very few at that time comparatively121. In the early 50’s and 60s,

more Government Organizations/semi-government Organizations and very few private players
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existed. Individuals who entered the job market remained with one organisation for a very long

time, occasionally for the period of their working life. If they changed works, it was usually a

key profession and life choice and a person who made numerous and regular job changes was

looked at as incapable to survive anywhere and struggling to make ends meet. In the 70’s and

later, external mobility increased dramatically posing a great threat to the Organizations. The HR

leadership of the organisations found themselves with a new phenomenon to consider, the

employee turnover.

Employee retention is a methodical action by employers of labour to establish and foster an

environment that inspires present workers to remain employed by having strategies and actions

in place that address their varied needs122. The costs connected with turnover may comprise lost

customers, business and dented morale. In addition, there are the tough costs of time spent in

screening, validating credentials, references, interviewing, employing and training the new staff

just to get back to where you started. Also of concern are the costs of employee turnover

(including hiring costs & productivity loss). Replacement costs usually are two and a half times

the salary of the individual. Therefore, employee retention is effort by a business to maintain a

working environment which supports existing staff in remaining with the organisation.

In a study of retention variables for New Zealand employees, it was stated that the variables are

multidimensional123. These include exciting work, which was regarded as the toughest factor in

attracting and retaining employees' in both public and private sector organisations. The findings

showed that employees expect management to make staffs decisions based on excellence and

also demonstrated that extrinsic rewardsx (such as pay, promotion & job security) play a role in

both employee retention and turnover management. The study further suggested that

management support the idea of respectable relationships with co-employees and supervisors124.
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The core purpose of retention is to avert the loss of competent workers from leaving the

organisation as this could have hostile effect on productivity and profitability. However,

retention actions have become a discouraging and very challenging task for managers and human

resources practitioners in a hostile economic environment125. One of the old ways of managing

employee retention and turnover is through organisational reward system. Reward is what

employees receive in exchange for their contributions to the organisation. This reward could

come in form of salary, bonuses, promotion and other incentives. When the reward scheme is

excellently managed, it helps in achieving organizations corporate objectives, and maintains and

retains a productive workforce126. A number of factors have been articulated in order to explain

the reason employees' leave one organisation for another, or in some cases, leave the country.

Extrinsic features such as competitive pay, good interpersonal relationships, friendly working

environment, and job security were cited by employees as key motivational variables that

influenced their retention in the organisations. The consequence of this is that management

should not only depend on essential factors to influence employee retention; rather, a

combination of both essential and extrinsic factors should be considered as an xoperative

retention strategy.

Retention is driven by following key factors, which ought to be managed congruently:

organizational culture strategy, pay and benefits philosophy, and career development systems.

Organisations often look outside the concept of fulfilment to evolving trust and ensure long term

relationships with their employees131. This suggestion is grounded on the belief that once trust is

erected into a relationship, the possibility of either party ending the relationship decreases

because of high termination costs130. Effective communications improve employee identification

with their agency and build openness and trust culture. Increasingly, organizations provide
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information on values, mission, strategies, competitive performance, and changes that may affect

employees’ enthusiasm. Many companies are working to provide information that

communication, through the most reliable sources (e.g., CEO and top management strategies) on

a timely and consistent basis132.

In the absence of this, it is possible that employees will no longer have the sense of organization

loyalty towards the organization. Increasing number of organisational mergers and acquisitions

have left employees feeling dissatisfied from the organisatiuos that they work and they are

haunted by concerns of overall job security. As a result, workers are now making deliberate

career moves to assure employment that satisfy their need for security. Employers on the other

hand have the need to keep their employees from leaving for other companies. This is true

because of the great expenses associated with hiring and retraining new employees.

Employee retention has increased status in recent years, mostly as part of talent management

plans, and its importance can be seen so much that the HR practitioner who integrates it into a

talent program may grow bewildered by the huge volume of research about it. Employee

retention is more than just keeping employees on the job. It is also about sustaining employees,

primarily by enhancing their job satisfaction.

Workplaces everywhere are struggling with employee engagement. Engaged employees are

more productive, motivate others and, perhaps most importantly, the stay. So, it is also no

surprise that in a labor market such as India where attrition rates of 20-30% are normal and 50%

in industries such as ITES not unheard of, serious questions about engagement are being asked.

This condition has resulted in stiff rivalry for competent workforce. Poaching and job-hopping

has become the order of the day. As the organisation starts to feel the effect of the rise of

voluntary employee turnover, employee retention approaches emerged. Previous studies on
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employee’s retention mostly focused on analysing the reasons for employees leaving the

organisation, targeting at controlling attrition, and it was found that the reasons varied from one

organisation to the other.

Workplace Culture and Commitment

There is a strong interest in the relationship between the concept of organizational or workplace

culture and the employee's sense of duty to their employer. Authors in the human resources field

focus on the need to ensure employee retention by fostering "emotional engagement" or, simply

put, the need to be employees of a particular organization for motives other than reward or

obligation. It speaks more and more about the desire of employees to continue92. A “culture of

engagement” is simply the sum of specific HR policies or employee retention initiatives. It is

connected to the entire organizational culture. H. Not just specific programs, but how such

programs relate to the organization's overall values, how those values ​ ​ are communicated to

employees, and how employees feel about the organization. It has to do with how you perceive

your role within and the values ​ ​ that the company recognizes. It is of course difficult to

pinpoint exactly what determines a particular organizational culture, as workplace culture is

highly dependent on how individual perceptions and emotions are combined93.

A strong link between “affective commitment” and turnover intention; particularly as such

commitment is built through: skills development opportunities: systems that allow people to

recognize their individual contributions: and systems that encourage greater participation in

decision-making94. Nevertheless, the literature strongly supports the notion that people stay with

their employers if the culture of commitment is strong. Beyond this, however, it is also clear that

people are more likely to stay if the perceived workplace culture is a good “fit” with the

individual’s own interests, orientation and attitudes95. While personal and professional
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development opportunities, compensation and other enticements are important in attracting

people and keeping them happy, their choice to stay with the organisation depends extremely on

how well they fit in to the organisation’s way of doing business, what it expects of them, how it

treats employees' and how people relate to one another in the workplace96.

2.1.5.4 Models on Employee Retention

There are two important models on employee retention, one of them is a) Zinger Model and the

other is 2) ERC’s Retention Model. A brief explanation of these models is follows133:

i. Zinger Model

A company's ability to leverage, maintain, and translate workplace relationships into results is

known as employee retention. It is a fusion of art and science. According to the Zinger model,

employee retention is designed to help departments, teams, and individuals achieve

organizational goals. If a company wants to be successful, it needs to have a plan to reach its

goals. Retention is a key factor in retaining employees. Connection and engagement can be used

interchangeably in some situations. Engagement is not constant, nor is it the result of a single

survey. To be engaged means to fully participate, fully experience and contribute to the dynamic

component of work97. Recognition of competence is essential to employee retention and must be

done in a realistic and honest manner. In the workplace, companies must guard against role

overload or too much work and actively participate in roles that contribute to results, connection

and employee engagement. In this approach, employee retention is a key component of

successful performance management, and performance reflects how committed an organization

is134. If the company's loyalty is good, it should promote top talent. There should be no separation

between individuals and organizations. Because targeting the latter increases the reputation of

the former. There is a strong correlation between employee engagement and retention when it
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comes to companies that want their employees to meet the needs of their customers. Retaining

top-notch employees is essential to providing top-notch customer service. The model encourages

employees to take courses, work on projects, and learn how to develop their own value, visibility,

and commitment to employee development. Effective maintenance requires a concerted effort of

each part of the body, mind, emotions, spirit and organization. Work should increase the well-

being of those who do it. Employees must be able to participate in and benefit from activities that

promote well-being. A company's success is directly related to employee well-being and

productivity97.

Figure 2.1 Zinger Model
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ii. ERC's Retention Model

Three main factors affect employee retention according to Employee Retention Connection's

methodology.

Providing variety in assignments, autonomy in decision-making, resources and support to do

good work, and the opportunity to learn can make work more stimulating. Other ways to make

work more stimulating include providing feedback on results and understanding the importance

of contributions99.

As a result, leaders should promote change and be receptive to new ideas as part of their

motivational leadership style. To be an effective leader, they must inspire people to see the

company's goal, improve their skills, and serve as a role model for actions that represent the

business's values.

Companies need to reward employees for doing a good job, reinforce desirable behaviors, and

emphasise recognition. Celebrations of accomplishments should be held to boost self-esteem and

foster a sense of camaraderie and teamwork among employees100.

Figure 2.2 ERC Retention Model
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2.1.6 Motivation

When we talk about motivation, we are talking about factors inside and outside of ourselves that

drive us to action134. It is the desire and ability of those who do. Motivation, therefore, stems from

her three key factors: effort, organizational goals, and demands made on individuals or

organizations. Employee motivation is essential to the success of any organization135. Along with

money, machines, morals, etc., it is one of the five factors that determine the survival of a

company. A successful business depends on a happy and motivated team, so knowing what

motivates your employees is critical. A manager's performance is influenced by many factors,

including motivation. They think of motivation as the engine or steering wheel of a car, as it

generates energy and regulates human behavior. If you can know what drives your employees,

what buttons should you push to make them work harder? What levers should you pull to change

their behavior? You'll know what incentives you should use to make an impact. Any study of

motivation must begin with a definition of the word "motivation". However, despite many

attempts to define motivation, there does not appear to be widespread agreement among scholars

on what the term means. This may be because the definitions reflect the author's personal views

and experiences in a particular area of ​ ​ research. The word “motivation” comes from the

Latin “movere” (meaning “to walk”)137. However, this only explains a small part of the

motivational process. “Motivation is the inner force necessary to direct people's activities and

actions toward the attainment of a particular goal.”138.The desire to meet specific needs and

expectations is the source of this motivation or energy.135 A motive is defined as “something that

motivates someone to act in a certain way, or at least that which may acquire a tendency to act in

a certain way”139. To understand motivation as a process, the relationship between needs, drives,

and incentives is important140. He defines motivation as “a process beginning with a

physiological or psychological defect that elicits a goal- or reward-directed action or desire”141.
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A motivated person is someone who is motivated by something within themselves rather than by

external factors to explain their willingness to work harder in a particular activity for a particular

reward. 140. As an example, in an article on page 135 of the book, he describes motivation as "how

behavior is initiated, stimulated, sustained, directed, and what kind of behavior is in vivo while all

this is going on."

2.1.6.1 Features of Motivation

A word of caution it may differ from others as it is dependent on how a particular researcher sees

it. The following features of motivation as outlined by142:

i. It is a managerial act.

ii. It's a never-ending process that may be either beneficial or harmful.

iii. It is an art, not a science, and it is goal-oriented and complicated in nature.

iv. It is focused on a system or an organization.

v. It's not the same as work satisfaction.

2.1.6.2 Sources of Motivation

There are three types of factors that influence motivation in the workplace, as follows:

Characteristics of the Individual: The first category is the internal or driving force source. This,

he argues, is what employees bring to the work environment. In support of his claim, it is further

argued that three of his variables also contribute to an individual's dynamics: people, needs (such

as security, self-esteem, achievement or power), attitudes toward work, and supervisors or

organization, and goals. - Complete tasks, reach certain levels, advance your career, and more.

Characteristics of the Job: According to him, the second type pertains to external or pulls

influences that focus on a person's job qualities (what the person does at the workplace). He

listed the qualities as the amount of direct feedback he gets, the workload, the diversity and

breadth of activities, and the degree of control he or she has over how they operate.
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Characteristics of the Work Situation: The third category he highlighted, and it is evident

from his contribution that it is related to the individual's job condition, discussing what really

occurs to the person. This category has two sets of variables, according to the researcher: the

immediate social environment, which includes the person's supervisors, coworkers, and

subordinates; and the various types of organizational actions, which include the firms' rewards

and compensation practices, the availability of training and development, and the amount of

pressure applied to achieve high performance.

2.1.6.3 Types of Motivation

Extrinsic Motivation

This impacts financial rewards such as wages and benefits, job security, promotions, service

contracts, working conditions and working conditions. These are things people need to do to

motivate them or for people. Often they are chosen at the organizational level and are often

outside the authority of individual managers. Extrinsic motivators can have a large immediate

impact, but they are not always sustained144. Examples of employee incentives145 include:

Working Conditions, Wages and Salaries: When using wages as a motivation, an HR manager

should consider her four key elements of the compensation system. Payouts motivate an

employee or group by rewarding performance. Personal or special allowances related to factors

such as lack of certain skills or certain categories of information professionals, librarians, or

seniority. Benefits such as paid holidays and pensions are also available. It is also important to

consider the fee structures of other libraries and information agencies when developing fee

structures. Money remains the most effective motivator146. As early as his 1911, Frederick

Taylor and his scientific management partners recognized money as the most powerful motive

for industrial workers to increase production. Taylor argued that incentive systems should be
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used to encourage people to achieve higher levels of achievement, engagement, and ultimately

enjoyment. Money has a motivating effect because it symbolizes invisible goals such as stability,

power, fame, and a sense of accomplishment. Money has a strong motivating effect on the job

selection process147. Money, he argues, has the power to attract, retain, and inspire people to

higher levels. If an information professional receives another job offer with similar

characteristics to their current position, the employee is more likely to accept the new job offer if

there is a higher financial incentive. Management uses money to reward and punish employees.

He believes he can accomplish this by fueling the fear of losing his job in exchange for better

performance. motivated by the desire to Improved performance is largely determined by

employee motivation and efficiency, no matter how automated your company is.

Managers can also encourage employees by informing them about the impact of their actions on

others149. According to the study, employees at all companies feel that the way they interact,

work and collaborate across departments can be improved. The immediate availability of

information puts a lot of pressure on him, and when two or more people jog together, he moves

faster than if he were running alone, unaware of the speed of his competitors. The free flow of

information drives competition among subordinates. A tangible incentive is a hedonic product or

service associated with an enjoyable experience, rather than something convenient or useful150.

Employees should evaluate how much the delivered items are worth to them when determining

whether they need to do more work to receive such additional incentives. The hedonic nature of

incentives makes a successful response to the incentive more important than the monetary value

of the incentive. As a result, people use their emotions as information when assessing the value

of incentives151. Because these emotions are difficult to quantify, cognitive and motivational

variables can exaggerate the perceived value of awards. Given the consumer utility of hedonic-

motivated reasoning, people It has been shown to prefer predicting scenarios. So when you think
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of a trip to Busua Beach, the first thing that comes to mind is relaxing on the beach rather than

thinking about how difficult the journey would be115. The idea of ​ ​ monetary rewards may

evoke strong emotions, but the economic value of money is easily quantifiable. As a result,

biases that inflate the perceived value of non-monetary hedonic incentives are less likely to affect

winnings. When calculating the actual value of an item, its expected utility is also less obvious

than cash. Decreased cognitive dissonance suggests that when employees work hard for a reward,

they convince themselves that the reward is important and try to align their beliefs with their

actions. strive 152.

b. Intrinsic Motivation

This has to do with psychological benefits such as the ability to put one's skills to use. A feeling

of accomplishment and challenge, as well as getting praise and positive acknowledgment, as well

as being handled with care and concern. Psychological incentives are those that are usually

defined by individual managers' actions and behavior153. Intrinsic motivators are concerned with

the quality of one's work life, and since they are inherent in people rather being imposed from

outside, they are more likely to have a long-term effect154.

2.1.6.4 Effects of Motivation on Performance

Employee performance can make or break a company, which is why finding a range of ways to

motivate staff is critical. In their book "Supervision Today, a researcher said, "Motivation is the

willingness to accomplish anything." "It is constrained by the ability of this activity to meet some

personal need." Money is the most apparent element of employee motivation; nevertheless, other

driving variables are considered. Every person in a firm is unique, and everyone is motivated to

do their best for various reasons. Because of the diversity inside a company, it is critical for a

manager to get to know her people and learn what inspires them to perform well. In their book
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"Supervision Today," A researcher write, "If you're going to be effective in inspiring others, you

have to start by embracing and attempting to comprehend individual variations." Although

money is the most essential incentive for employee performance, organizations must also

discover other ways to inspire their employees. This entails getting to know their workers and

what motivates them and ensuring that managers use suitable motivating tactics with each

individual. Employee performance will increase when suitable incentive tactics are employed.

2.1.6.5 Incentives as Motivational Tools

To keep workers motivated, workers' needs must be addressed when project goals are

accomplished. Meeting workers' needs may be seen as giving incentives when particular

objectives are accomplished. Employees have wants that they want met, and employers have

goals that they want to accomplish; they may collaborate to satisfy both of these needs. Workers

who are motivated to help the business accomplish its objectives should be rewarded with an

incentive or reward. When choosing which to employ, there are two types of incentives to

consider: extrinsic and intrinsic. Extrinsic incentives are those that exist apart from work, such as

money and other physical things. Intrinsic rewards, on the other hand, are internal advantages

that a person receives while doing a job, with a direct and immediate connection between work

and reward. Incentives have tremendous and broad influence, which is why they must be

properly controlled156. Many construction companies have already assessed the advantages and

disadvantages of creating an incentive program150.

Companies who keep their incentive program simple while focusing on the main objective

(benefiting the project in terms of cost, time, customer service, environment, and quality) are

also deemed successful157. Incentives are often defined as monetary rewards given to individuals

who perform at a particular level. Such incentives may be available to employees, supervisors,

and senior management. Whether the incentive is directly linked to safety, quality, or
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absenteeism, the reward follows excellent performance154. Many companies feel that pocket

money is no longer an effective motivator. Others contend that little rewards like toasters and

blenders are poor motivators. Therefore, several companies provide profit-sharing plans or have

abandoned monetary incentives in favor of lavish holidays to places like Europe and the

Caribbean islands. Due to the high expense of these efforts, they must be carefully monitored. As

an incentive, some companies simply offer outstanding producers an extra day off with pay.

Other businesses reward top performers with better working conditions. Because the goal of

incentive programs is to enhance employee performance, the criteria for evaluating whether a

reward has been earned should be carefully selected. Workers will not try to accomplish the goal

if the performance level is not met. This data highlights the need of enabling workers to express

their views on what constitutes acceptable performance levels. An incentive system may fail if

the measure of success ignores quality or safety. There is an obvious problem when labor that is

machine paced is rewarded. Although all incentives should be performance-related, not all

rewards can be tied to objective criteria.

Some incentive rewards are provided based on a superior's subjective assessment of specific

workers' qualities. This strategy may cause employee dissatisfaction, especially among

individuals who do not get rewards. There are many types of incentive programs, the most well-

known of which is the annual performance bonus scheme. Profit-sharing plans are also quite

common, and most people in the workforce have undoubtedly heard of at least one of them.

Every incentive system has its own set of benefits and drawbacks. An annual performance bonus

is uncommon, happening just once a year, and therefore difficult to link to performance.

Employees that use this kind of incentive plan are more inclined to focus on what makes them

seem good rather than what is best for the company's bottom line158. Every business is concerned

with what must be done to keep its workers performing at a high level. This involves paying
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close attention to how individuals are motivated via incentives, rewards, leadership, and other

techniques, as well as the organizational environment in which they operate159. The study of

motivation is mainly concerned with why people behave as they do. It may be described as the

overall direction and persistence of activity. It is concerned with why people choose one course

of action over another, and why they adhere to it over time and in the face of difficulties and

problems 160. As a result, motivation may be regarded to be at the heart of how an organization's

creative and productive operations are carried out161. It has been proven that motivation is

concerned with the factors that cause people to behave in particular ways.

Even in today's extremely competitive business world, all firms, regardless of size, market, or

technology, desire to be successful and make ongoing development. To attain such aims and

objectives, strategies must be designed and well-implemented, using all available resources to

the fullest extent possible. Few businesses feel that their staff are a valuable asset that can help

them overcome obstacles, push beyond their boundaries, and achieve success. Companies that

place their workers at the center of the firm, establish a good and strong connection with them,

and persuade them to complete tasks, on the other hand, have been shown to be more successful

and productive162. Employee retention, on the other hand, is a problem for today's businesses.

Companies are attempting to retain workers by fostering motivation and a healthy environment,

acknowledging the critical role of people and the enormous impact they have on organizational

success. This is critical since a lack of attention among employees is linked to a decrease in

corporate productivity and effectiveness. An company cannot succeed until and until its people

are motivated and satisfied163. Motivated workers perform better than demotivated individuals,

according to several studies. Employees that are motivated are more inventive since they are

always seeking for new methods to achieve a job. They are goal-oriented and self-directed. They
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may generate high-quality work with increased or increased efficiency and productivity,

resulting in increased revenues164,165.

Employee motivation has a significant impact on an organization's effectiveness166. Although the

phrase "organizational effectiveness" is wide, this research adheres to the notion of "finding aims

and achieving them effectively in spirited and dynamic surroundings"167. "An efficient

organization will ensure that inside its area of influence, there is a spirit of collaboration, a

feeling of commitment, and satisfaction"168. There are no set guidelines for calculating an

organization's effectiveness since it varies from business to firm and case to case. It may,

however, be used to assess everything inside a company, including leadership, communication,

accountability, metrics, human performance, and delivery systems169. The emphasis of this study

is on human performance, especially on the topic of employee motivation. The goal is to

demonstrate the link and solidify the concept of employee motivation leading to organizational

success.

In conclusion, motivation is critical for both individuals and organizations. Individual motivation

is a critical characteristic that pushes people to attain their own objectives. Motivation is stated to

be a component that contributes to employee happiness inside a company. Motivation also

encourages a person to broaden his or her horizons, to discover and realize his or her entire

potential. Motivation, on the other hand, contributes to a good attitude in the job, easier

adaptability to changes, and increased innovation from an organizational standpoint. The more

motivated people are, the more value they provide to the company, making it more lucrative and

successful170.

2.1.7 Job Satisfaction



85

It is important to start this research by presenting a number of definitions of job satisfaction that

help us understand this complex human problem. The word "satisfaction" is often used to

describe a person's emotional state after their basic needs have been met. But the term "job

satisfaction" is defined in many different ways and from different perspectives, and no one can

argue that it has any generally accepted meaning. However, it can be said that mainly he focuses

on two aspects of the definition of job satisfaction. The first dimension focuses on the causes and

circumstances that lead to joy and fulfillment171. The combination of psychological,

physiological, and environmental factors that cause a person to describe themselves as “satisfied

with their job” is called job satisfaction21. The extent to which the benefits actually received

equal or exceed the fair value of the incentives received. A more realistic gain will not equal or

exceed an imaginary equivalent reward. How unhappy a person is in a given scenario.Mumford

describes satisfaction as "the degree of correspondence between organizational expectations and

individual demands, and the degree of employee and employer satisfaction with their work and

performance." is high only when this correspondence is good.” In addition to the aforementioned

directions, several studies have focused on another aspect of defining job satisfaction. This

dimension is associated with pleasant feelings and emotions associated with one's profession. In

this case, job satisfaction refers to how people feel about their jobs170,174. It also states that

“employment related 175. Following the same line of thought,176 job satisfaction can also be

described as ``a coherent constellation of general feelings about work, or attitudes towards

various elements and facts of work.'' is also defined. A pleasant or positive emotional state

results from a positive evaluation of one's employment or work experience 177. Based on the

various definitions presented, the following definitions are used in this study. Its strength

depends on how well expectations are met. This emotion can guide and direct the behavior and

attitudes of employees in the workplace and affect the overall performance of the organization.
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2.1.8 Productivity

As a commonsense definition, productivity is the quantitative relationship between what we

create and what we use as resources to produce it, i.e., an arithmetic ratio between the quantity

produced (output) and the number of resources utilized in the production process (input)172.

Productivity is defined as the relationship between the output of a manufacturing or service

system and the input required to achieve that result. Thus, productivity is defined as the efficient

use of resources in the production of various goods and services, such as labor, capital, land,

materials, energy, and information. Higher productivity is getting more done with less resources

or generating more quantity and quality with the same input. This is often stated as:

Productivity can also be defined as the relationship between results and the time it
takes to accomplish them. Time is often a good denominator since it is a universal
measurement, and it is beyond human control. The less time taken to achieve the
desired result, the more productive the system173.

Productivity has the same meaning regardless of the economic, political, or production system in

place. Although productivity may mean various things to different individuals, the fundamental

idea is always the connection between the amount and quality of products or services produced

and the number of resources utilized to create them. Productivity Managers, industrial engineers,

economists, and politicians use productivity as a comparison tool. Compares how much is

produced and consumed at various levels of the economy, from the person to the organization to

the sector to the country. Productivity is often regarded as a more intense use of resources such

as labor and equipment that should consistently reflect performance or efficiency if precisely

assessed. However, it's critical to distinguish between labor productivity and labor intensity.

Although labour productivity represents the positive outcomes of labor, labor intensity simply

refers to an increase in the pace of work. The key to increasing productivity is to work smarter,
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not harder. Working harder does not result in more production because of the limits imposed by

human physical ability174.

For many years, the ILO has advocated an expanded definition of productivity that includes the

efficient and effective use of all resources, including labor, money, land, materials, energy,

information, and time. It's important to dispel certain prevalent productivity misconceptions

while advocating such viewpoints. To begin, productivity does not only refer to "labor

productivity" or "labor efficiency" - but statistics on labor productivity are still important for

policymaking. Agricultural productivity is a great example of the erroneous conclusions made

from studies of single component productivity. Between 1976 and 1982, agricultural labor

productivity increased by 60%, as did yield per hectare, thanks to advances in breeding,

fertilizers and sprays, land and technology185.

On the other hand, the amount of wheat that could be grown with one unit of energy (including

fertilizers) was lower in 1983 than in 1963. The return generated for each monetary unit invested

is a better metric for measuring efficiency. As a result, multi-factor productivity is becoming

more important (if not total). Moreover, productivity today encompasses more than simply labor

productivity; it must also account for rising energy and raw material costs and an increased focus

on issues like unemployment and workplace quality121.

The second misunderstanding is that performance may be evaluated only based on production.

Input costs, on the other hand, may be increasing disproportionately even if productivity isn't.

Output growth should also account for inflation and changes in prices over prior years. The

process-oriented mindset frequently results in this approach, which neglects the importance of

the end product. As with any bureaucratic structure, this is quite frequent. Uncertainty about the

relationship between output and profit is the third issue. Even if productivity decreases, profit
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may be made in real life via price recovery. The opposite is true: high productivity doesn't

always equate to great profit since effectively manufactured products aren't always in high

demand. Finally, it's important to remember that production is not synonymous with efficiency.

Efficiency refers to producing high-quality products in the lowest amount of time feasible while

still maintaining quality. However, we must evaluate whether or not these items are required. A

final mistake is to think that reducing costs would always result in higher production. It may

exacerbate problems if used haphazardly77.

Another damaging misunderstanding is the idea that productivity can only be used in

manufacturing. Productivity indeed applies to any organization or system, including services,

most notably that of information. Information experts have become a new productivity goal

because of the changing structure of professions. The very nature of information technology adds

additional aspects to productivity theories and methodologies. In the age of flexible automation,

microprocessors, just-in-time supply chain management, and mixed-flow production systems, the

number of hours worked has less meaning than in the past. The productivity of capital or other

costly, limited resources like energy or raw materials is much more important than the

productivity of people in sectors and areas where "steel-collar" workers or robots are replacing

blue-collar workers85.

Productivity is becoming more closely associated with the quality of the final product, the

materials used in the process, and even the process itself. Working conditions, management, and

employee quality are all critical factors. It is well known that higher productivity and better

working circumstances go hand in hand. As a result, production must be viewed from a social as

well as an economic one. Employee involvement in setting objectives, executing procedures, and

sharing productivity gains may enhance attitudes toward work and success79.
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The social aspects of production have grown in significance. According to a survey among

American companies' managers (78%) and union leaders (70%) do not use solely quantitative

definitions of productivity. They would rather have a wider, more qualitative view of the

organization. Management and union policymakers use the term "productivity" to describe a

company's total efficiency and effectiveness. For example, labor stoppages, turnover,

absenteeism, and even customer happiness aren't included. In light of this wide definition of

productivity, it's not surprising that policymakers perceive a connection between worker and

consumer happiness and productivity86.

Effectiveness may be defined as the extent to which a set of objectives has been achieved. These

productivity criteria may be tailored to fit any business, industry or country since they're built on

a methodical, holistic approach to social and economic growth. Complicating matters further,

comparisons of effectiveness may employ various numerators and denominators depending on

the organization's structure and the country's or sector's unique political, social and economic

objectives.

As a result, defining productivity is a difficult task that involves both technological and

administrative considerations. Various government agencies, labor unions, and other social

organizations have expressed concern about this issue. And if their objectives diverge, so will

their notions of productivity. Productivity is defined as the relationship between the output of a

manufacturing or service system and the input required to achieve that result. Thus, productivity

is defined as the efficient use of resources in the production of various goods and services, such

as labor, capital, land, materials, energy, and information. Higher productivity is getting more

done with less resources or generating more quantity and quality with the same input. This is

often stated as:185.
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In general, productivity may be thought of as a comprehensive assessment of how well

businesses meet the following criteria:

i. The extent to which objectives have been met.

ii. Efficiency is defined as the effectiveness with which resources are utilized to produce

valuable output.

iii. Effectiveness is the difference between what is accomplished and what is potential.

iv. Comparability refers to how production is measured across time.

Though there are many alternative definitions of productivity, the most typical method (not a

definition) to creating a productivity model is to determine the appropriate output and input

components based on the business, sector, or country's long, medium, and short-term growth

objectives.

2.1.8.1 The Importance and Role of Productivity

The importance of productivity in improving the welfare of citizens is now widely recognized.

There is no human function that is not supported by increased productivity185. This is important

because improving the efficiency and quality of the workforce leads to greater increases in Gross

National Income (GNP) than adding more labor and capital. That is, an increase in productivity

causes national income or GNP to grow faster than the input factor. Through productivity gains,

quality of life directly improves when productivity gains are distributed according to contribution.

At this stage, it is not wrong to argue that productivity is the only significant source of global

real economic development, social progress, and rising living standards. For example, according

to the Singapore National Productivity Commission's 1984 Productivity Survey Report, labor

productivity accounted for more than half of Singapore's gross domestic product (GDP) per

capita increase from 1966 to 1983. contributed and the quality of life in Singapore improved
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fourfold. Over the past 17 years, labor productivity has been the main driver of economic growth

in the country. At the same time, the impact of poor production in the Philippines is clear. Only

2.3% of the increase in gross national product (from 1900 to 1960) can be attributed to

productivity; attributed to the increase. . This highlights a major flaw in the long-term economic

growth of the Philippines. It was the fact that it was input-intensive. As a result, increased

productivity has a profound impact on a range of social and economic phenomena, such as rapid

economic development, rising living standards, improving a country's balance of payments,

managing inflation, and even the quantity and quality of leisure time. Giving is recognized.

Wage levels, cost-price relationships, capital investment needs, and employment are all affected

by these changes. Productivity is also an important factor in determining the competitiveness of a

country's goods in the world market. A competitive imbalance occurs when labor productivity in

one country falls relative to the productivity of other countries producing the same product. If

higher manufacturing costs are passed on to consumers, the nation's industries will lose revenue

as customers seek lower-cost suppliers. However, profits diminish as the industry accepts

increasing costs. This means that real wages must be cut and production cut, or production costs

must be maintained. Countries that cannot keep up with their rivals' production levels are trying

to solve their problems by devaluing their currencies. However, this would reduce the real

income of such countries by increasing local inflation and increasing the cost of imports186.

2.1.8.2 Earlier Approaches to Productivity

Traditionally, productivity metrics have been based on the physical and technical elements of the

manufacturing process. A structured organization was established to address issues such as
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professional specialization, divisional allocation and technical coordination. The Industrial

Revolution brought great advances in manufacturing technology. Before the Industrial

Revolution, one person created an entire product, and the relationship between craftsmen and a

few helpers was simple and flexible. The advent of equipment and mass production has changed

the nature of work processes and the organization of professions. Work was divided and people's

work was affected by work processes increasingly characterized by repetitive tasks, direct

reliance on the work of others, and human-machine interface problems. wage work, types of

cooperation, and expectations of workers' performance were central to Marx's thesis. According

to this, the basis of organizational theory is based on the division of labor, the consideration of

technical tasks, the analysis of time and actions, and the assignment of tasks or tasks187. Ever

since Prang created wheels and carts to help you carry heavy things, we've always been

interested in finding ways to make things easier. There have always been people who have taught

us how to eliminate or reduce the drudgery that comes with different types of work. In contrast,

these previous attempts at professional research have not been particularly systematic. As a result,

he realized that he should have begun researching his work with the onset of the Industrial

Revolution181. The British cotton textile sector was the first to be affected by the Industrial

Revolution. Mechanical devices, powered primarily by water, began to replace spinning wheels

and handlooms in the early 18th century. Richard Ark Wright was a notable figure at this time

(1732-1792). Possessing excellent management skills, he was the first to recognize the need to

educate human workers to abandon their sedentary work habits and connect them to the

immutable regularities of complex automation. He also created and implemented effective

factory disciplinary rules.
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In 1760, comprehensive overall time studies on the manufacturing of pins were conducted, and a

standard production rate was established. This was the first time an objective approach to a

systematic assessment of production was used. Matthew Boulton established his business in

Soho in 1762. In his factory, he employed all mechanical advancements, which were superior

and easy to implement, and which were unknown in the past187. He had a trained corps of highly

talented artisans whose work was much more exact than that of the English midlands Hardware

trade of the time. In 1763, his turnover was less than £3000, but by 17670, it had increased to

£30,000. Robertowen was the first to look at the human part of labor in offering rest allowances

to compensate for exhausting duties between 1771-1858. In the course of these trials, Charles

Babbage spent a lot of effort creating a calculating machine from 1792 until 1891. Babbage

visited a great number of firms in both the United Kingdom and Europe188.

Frederick Winslow is a famous American author. Taylor was a trailblazer in the area of work

study.

He devised a formula for maximal output that included three components.

i. A specific assignment established by a thorough examination of the work that

leads to the most efficient operating sequence.

ii. A precise time, as determined by a stopwatch time study or standard data.

iii. A specific procedure that has been established via extensive testing and is

documented on an instruction card.

For great production, this formula is essential. All current work-study approaches are still based

on it. Frederick Winslow Taylor invented the task system and demonstrated its effectiveness.

The Industrial Revolution was a period in which men were brutalized in the very cultures that

generated the greatest intellectual and technological breakthroughs. Employers and employees
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developed a new impersonal connection. It was common practice to match the worker to the

equipment.

2.1.8.3 Modern Approach to Productivity

Current approaches to organization and productivity research aim to create an integrated

framework that includes both classical and neoclassical elements189. Research from the

Tavistook Institute of Human Relations has demonstrated the value of viewing organizations as

socio-technical systems. Studying socio-technical systems is important for identifying the best

process and design solutions. The goal of the process specification is to specify which

workstation works most economically. Managers should also examine the impact of organizing

their work environment on behavior. Work on an assembly line is divided into individual jobs

and assigned to subsequent operations on the line. In addition to technical requirements,

managers must consider the need to design work environments in ways that promote positive

interpersonal relationships. In sectors where workgroups are interdependent, management may

consider creating back-to-back workgroups to increase social motivation and productivity. In the

past, productivity was primarily measured by factors such as labor productivity and machine

productivity. To reap the benefits of overall productivity, it is important to pay attention to

administrative productivity. Factor productivity is almost certainly governed by manager

productivity. The ratio of added value to the total compensation of managers is, at best, the sum

total of the overall productivity of management performance. However, such aggregated metrics

cannot distinguish between poor and excellent individual manager performance. Administrative

productivity is defined as better use of organizational resources to achieve organizational goals.

Goals change at different stages of an organization's development and in different industries,

making it difficult to develop a single metric that works for all188.
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2.1.8.4 Productivity Models

Productivity models may be used to assess productivity at micro-scales, such as for a single

worker, a tiny sector, or a department190. Models for a plant, an organization, a multi-unit

business, or an industry have been presented at the macro level. On the basis of the techniques or

principles on which they were built, the following main classification is feasible.

2.1.8.5 Production Function Models

One of the early efforts to quantify productivity was using this method. Because the model

considers production to be a key activity in an organization, it concludes that measuring

productivity is equivalent to measuring the productivity of the production function. The

perception of the production function is that it is a function of multiple input factors190.

a. Financial Ratios

Financial ratios are used to evaluate a company's financial performance. Only productivity

performance is the subject of this study. As a result, the study of financial ratios was abandoned.

b. Production Based Models

These vary from 'production function' notions in that the latter emphasizes arriving at a

mathematical expression that defines the connection between the many inputs that make up the

production function. Production of goods/services is seen as the sole output in the approach of

production-based models. Productivity is defined as the ratio of output to input (goods

manufactured or services rendered). Production-based models may be classified into two types,

depending on how output is valued: output as value of production and output as value of addition

models based on output as value of production.

c. Product-Oriented Models
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Bahiri Martin argued for the creation of a product productivity index based on the product's total

profits less the cost of production. Horngren proposes two metrics that follow a similar

productivity via product costing methodology.

1. Return on investment rate

2. Price of the transfer

A researcher developed an omni factor model that regarded production as a sum of all items in

terms of their marginal costs191.

d. Surrogate Models

These models were chosen because they are difficult to define or get due to issues with data

collecting and the like. Productivity assessment might be classified as one of these models.

P= Actual Pay

Standard Pay

e. Economic Utility Models

This approach does not follow the traditional output-to-input ratio paradigm and instead

recommends the use of many ratios, each representing a certain economic activity.

2.1.8.6 Improvement of Productivity

Inventory management, cost control, budgetary control, market research, operations research,

preventive maintenance, and inter-firm comparison are all examples of production planning and

control (PPC)192. The goal of organization, procedures, and excellent management is to increase

production. To guarantee that productivity is enhanced, the following areas should be addressed

for enhancing the performance of each part of production.

1. Design

The design should be geared toward high-quality manufacturing at a low cost. Faulty designs

result in waste, bottlenecks, increased costs, and poor efficiency in building projects.
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2. Plant and Machinery

They should neither be too little or too huge in terms of heavy gear and plant. It is necessary to

determine the best kind and size of plant and equipment in order to achieve high production. In

addition, the economics of manual labor vs automation should be examined.

3. Labour Efficiency

Because labor is the most significant component determining productivity, the following

suggestions for increasing labor productivity should be considered.

(a) Placement of the appropriate person in the right position

(b) Worker education.

(c) Work study, rate and incentive fixation, and incentive and scheme plans for the payment of

incentive bonuses.

(d) Production planning and controls to assure a constant supply of raw materials, adequate

equipment maintenance, and improved working conditions.

(e) Simplification and standardization of work.

(f) Utilisation of suitable workers of the right type of skill.

(g) Avoidance of labour storage or excess of labour.

Material Performance

(a) Value analysis may help boost material productivity.

(a) Appropriate design with the goal of minimizing material use.

(c) Preparation of a standard bill of materials in order to avoid excessive material use. The bill of

materials should include the specific units of the different raw ingredients that are needed to

make the product.

(d) Obtaining the appropriate materials from the appropriate source at the appropriate time and at

the appropriate price.
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c) Improving the material quality

f) Repairing machine flaws

(g) Skilled labor is essential in order to eliminate faulty work, scrap, waste, and spoiling.

(h) Material storage that is effective.

I Finally, effective material management.

Machine Performance

(a) Optimal use of machine time may boost machine production.

(b) Appropriate maintenance, which includes preventive maintenance, regular maintenance, and

major overhauls as needed, in accordance with the maintenance plan.

(c) Efficient production planning and control, scheduling, and job loading to eliminate

bottlenecks, machine idle time, and manual labor.

(d) The use of competent and efficient workers.

(g) Proper machine tool maintenance.

Organisation and Production Control

(a) Proper accounting of responsibilities.

(b) Product line simplification, standardization, and specialization.

b) The use of work-study approaches.

(d) Establishment of the production, planning, and control system (PPC).

e) Integration of multiple departments' duties.

(f) An effective quality control system.

(g) A well-functioning budgeting, costing, cost control, cost reporting, and budgetary control

system.

(h) An effective management information system, allowing for remedial action against the

accountable executives for controllable things.
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Good Management

The Anglo-American council on productivity teams found that successful management has the

following implications:

a. Training of its staff, from shop floor to office, in its unique expertise, both inside and

outside the organization.

b. The proper organization to identify managerial talent, train it, provide it with the necessary

experience, and promote it solely on the basis of merit and efficiency;

c. The proper organization and administration of managerial skills to ensure the most efficient,

effective, and cost-effective controls over productive processes.

d. All activities are pre-planned to provide a smoother and faster flow across all production

processes.

e. The greatest and closest teamwork in and across all departments, as well as the safeguards

in place to ensure it.

f. Increased standardization, simplicity, and specialization of components, processes, and

final products are under constant and close scrutiny.

g. Constant and intense push for research, experimentation, changes, and improvements.

h. An artist understanding of human tolerance, which allows all of these prerequisites to be

met.

For emerging nations, the three factors of technology, management, and human interactions

seem to be critical. A well-trained management and trade union, with mutual awareness of each

other's challenges, can generate the atmosphere necessary for productivity growth.

2.1.8.7 Effects of Motivation on Productivity

The respective editions of Cambridge International and Oxford Advance Learner's Dictionaries

define productivity as the rate at which the quantity of manpower and materials required for
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production is produced. On the other hand, the use of resources in creating a product or service is

called productivity193. It is also the ratio of goods and services produced to goods and services

consumed (labor, capital, or administration). Economists use industry-level definitions of

productivity to analyze economic conditions, trends, and growth rates, which include planning,

cost estimating, accounting, and cost control at the project level 194. Productivity is thus defined

as the rate at which items are produced in relation to the amount of manpower and resources

required to produce them. Productivity, on the other hand, is defined as the efficient use of

resources in producing items or services193. Note that the output ratio (labor, capital or

management) is used in the description. Economists use it to assess the health, progress, and

growth rate of the economic system, and mission planners use it to make planning, pricing, and

accounting decisions. Workforce productivity is affected by many factors, but basic education is

one of the most important. There are also individual weight loss programs as well as social issues

such as transportation and hygiene195. Apart from these factors, employee motivation, team

building, training, and job safety impact employee productivity. Labor productivity cannot be

achieved without maintaining and increasing labor force and auxiliary capacity in combination

with the above factors. Moreover, workers who work more actively and have stable jobs may

improve labor productivity196.

2.1.9 Performance

Because of this, employees are no longer motivated to produce their best work, but instead are

more likely to stay in their current position. The total performance of employees is directly

related to their level of motivation, which encourages them to return regularly, work hard, be

flexible, and be ready to take on the appropriate responsibilities when they are required to do so.

The banking sector's entire effectiveness and high quality are dependent on the best-in-class and
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highly motivated banking personnel. Consequently, the drive of bankers is likely to affect the

flow of financial services and, in turn, consumer care and labor performance197.

2.1.9.1 Effects of Motivation on Employees Performance

A company's success depends on the overall performance of its employees. Therefore, it is

important to learn different ways to motivate your employees. It conditions them to use the

possibilities of movement to meet their personal needs. Money is the most obvious incentive for

employees, but other variables should also be considered. Every employee in the company is

unique, so they are all motivated by different factors to perform well. To be a good leader, a

leader must learn about his people and what drives their success. Because every company is

different. “Motivating others starts with embracing and trying to understand different

personalities. When it comes to employee performance, money is the biggest motivator, but

companies have other ways of doing things. As part of this, managers need to know their

employees well enough to use appropriate motivational tactics. Motivation is the psychological

process that leads to desired behavior. Therefore, overall performance formula:

Performance = Ability × Motivation × Resources (2×2×2 = 8)

Looking at the equation with caution shows that employees may have as much skill and key

assets at their disposal, yet they will still fail to deliver. To put it another way, the equation just

shows that when people lack drive, their performance falls short of their potential.

2.1.9.2 Factors Affecting Workers Motivation and Performance

Motivation at the workplace is widely considered by the majority of writers on the subject to be a

crucial factor for the performance of individuals and organizations and an important part of the
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overall objective of turnover. Activity dissatisfaction, motivation loss, and turnover are all linked.

Three factors are critical to successful performance:

i. The ability of employees to do their duties; (the capacity or can-do factors)

ii. Staff incentive to put out effort in their work (the ability or will to do factors).

iii. The support of the organization or the chance to perform a good job (availability of

resources).

iv. In other words, employee performance is determined by whether they believe they are

capable of doing things, are motivated to do them, and have the resources to accomplish

them.

2.1.10 Deposit Money Banks

Deposit money banks in Nigeria are the leading institutions for savings, mobilization and

allocation of financial assistance. Their skills make them a vital part of the economic system and

a strong pillar of the financial boom and improvement.Deposit banks in Nigeria, also known as

classified banks, are responsible for accepting deposits and lending to individuals and

businessmen, among other things. is an economic organization that provides services for Deposit

banks play an important role in the growth and development of a country. The primary role of

using banks is to ensure sufficient cash flow to service deficit sectors within the economy and to

facilitate price range movement between financial devices. This movement, called arbitration, is

typically the transition from supply equipment to scarcity/need equipment244.
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2.1.10.1 The Banking Industry in Nigeria

The origins of banks can be traced back to 2000 BC. In Babylon, a functioning banking machine

was still emerging245. Bankers and banks have special names in special places. The term

"financial institution" must have been coined by the San Giorgio Bank, founded in Genoa in

1407 and pioneering modern banking by introducing certificates of deposit and accepting coins

of all kinds. It is presumed not. The goldsmith's role in England and the influence of his Gold

Rush of 1848 in the United States were important in the development of advanced banking. In

the late 19th century, there was some trading activity along Nigeria's coastal regions. Banks have

therefore been developed to support these trading activities246. In August 1891, the Chairman of

the Dempster Presbyterian Company initiated the establishment of branches of the Bank of

Africa. The reason was to strengthen the British shipping business operated by the company. The

bank was granted the privilege of importing silver coins from Britain into Nigeria from January

1892. The Elder Dempster Company bought the bank for E1000 (£1000) on 31 March 1893 and

the bank was incorporated as the British West African Bank (B.B.W.A). There has been much

upset from British buyers as the financial institution has fallen into the biased favor of Dempster

Elder. With this improvement, in 1899 Anglo he founded his second bank known as the African

Bank, which later became the Bank of Nigeria. B.B.W.A. was merged with a new financial

institution (Bank of Nigeria) in 1912.

In 1917, another bank known as the Colonial Bank was set-up. This bank, which later became

Barclays Bank Nig. Ltd, is now known as the Union Bank (Nig) Plc. It posed a formidable

competition for B.B.W.A. In 1948, the British and French bank was established. Later in 1961, it

changes its name to the United Bank for Africa Ltd, now Plc. The First Bank, Union Bank and

United Bank for Africa (UBA) are the three largest banks in Nigeria today. During the period
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1929 and 1952, numerous indigenous banks were established. The Agbonmagbe Bank Ltd

(Currently known as Wema Bank) was set-up in 1938, followed by African Continental Bank

(ACB), which was set-up in 1948. During the period, February 1951 and May 1952, 18

indigenous banks were registered. All of them failed without any exception within a short period.

The failure of these indigenous banks resulted from lack of banking expertise and non-prudent

lending policies243.

From independence in 1960 to 1985, there were 40 banks in the country made up of 12 Merchant

Banks and 28 Commercial Banks. Due to deregulation, however, the number of operating banks

in the country increased phenomenally from 40 in 1985 to 66 in 1988, 100 in 1990 and 120 in

1992. Likewise, the number of bank branches grew from 1316 in 1985 to 1698 in 1988, 1944 in

1990, and 2027 in 1992. Thus, the banking sector grew at a rate that had not been seen in the

country's first 25 years as an independent nation in only seven years (1985–1992)247. Most

players are now undergoing operational adjustments. Conversions from merchant to commercial

banks, branch network expansion (to improve market position), substantial investment in

information technology, and capital injection to expand operations are just a few of these

changes248. Too far, 11 banks have switched from merchant banking to business banking, since

commercial banks are better positioned to mobilize deposits and grow as a result. The Clearing

House's charge of money has remained high due to service provider banks' inability to get

entrance. Low-cost price range manufacturers may economically tolerate lower risks and more

steady transaction pressures. Banks that control deposits manage profits because most liabilities

are non-hobby liabilities or low-interest-bearing deposits used to fund themselves in the normal

course of business249. As a result, banks with a high market share of deposits have a low cost of

capital, allowing them to invest economically in treasury payments or credit worth names250.
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Banking products in Nigeria are standard, and attempts to differentiate products have not been

particularly effective. Pricing and service delivery have been the main areas of competition

within the company. As a result, banks seek to set themselves apart via provider transportation to

get a competitive advantage over their competitors. Client expectations must be fulfilled via an

effective data technology strategy. Banks that do not engage in data production employ more

people, and the hidden costs of transporting those individuals are significant250. There were 90

licensed banks, 282 network banks, 74 main loan institutions, and 6 development banks as of

December 2002. According to the CBN's banking survey (1999/2000), losses from fraud within

the banking industry have remained high. They are likely to increase further as service provider

banks transitioning to commercial banks have limited experience in business banking and are

more susceptible to operational errors and frauds251. The Nigerian Deposit Insurance Company

reported fraud losses of N2.7 billion in its annual bills for 1999. Banks must improve their

internal control systems to minimize risks in their business practices and spend more in

employee training to prepare employees for the industry's long-term challenges243.

2.1.10.2 Functions and Nature of Business of Money Deposit Bank

Banks are the custodians of most cash, accepting it as a deposit and disbursing it as directed by

the customer. The biggest differentiator for banks is usually that bank liabilities are the

predominant fee type. In the afterlife, banks were functionally divided into commercial banks,

commercial banks, and famous banks. This distinction is not justified as many banks offer a full

range of services under his one roof. Some of the incredibly specialized institutions (those acting

on behalf of clients' own businesses and interest rate markets) remain in the Financial Quarter,

but the discussion below provides an overview of the functions performed by the Industrial Bank.

It outlines the full range.
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Banks render the following services252:

(1) Acceptance of deposits into various types of accounts;

(a) Current Accounts: These are demand deposit accounts withdrawable with the use of cheque.

Interest is payable/charged on the balance of the deposit.

(b) Savings Accounts: These are also demand deposit accounts withdrawable in person. The

accounts attract monthly interest.

(c) Short Deposit: This is a time deposit account, which attracts interest. It requires 7 days’

notice before withdrawal can be made or the customer forfeits interest on the amount withdrawn

instead of notice.

(d) Fixed Deposit: It is a time deposit account of a fixed amount for a period ranging from 3 –

12 calendar months at a fixed rate of interest payable on specified date. It attracts high rate of

interest depending on the duration of the deposits. No interest is paid on deposits withdrawn

before maturity.

(2) Lending Facilities: The banks are required to lend certain proportion of their deposits to

their customers. Banks lend by way of:

(a) Loan: A loan account is opened with the authorized advance amount immediately debited

and transferred to the Current Account. Interest is charged on the whole amount advanced.

(b) Overdraft: An overdraft is an authority granted to a customer to overdraw his current

account to an agreed limit and the balance usually varies from day-to- day transactions. Interest

is charged on the amount utilized.

(c) Bills Discounting

(d) Opening letters of credit

(e) Issuance of Bonds, Guarantees and indemnities
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(3) Transfer of funds: Transfers are affected through:

(a) Telegraphic Transfers

(b) Mail Transfers

(c) Issue of Bank Cheques and Bank Drafts

(d) Issue of Cheque cashing facilities

(e) Automated Teller machine

(4) Issue of status Report and Enquiries

2.2 Theoretical Review

2.2.1 Herzberg’s Two Factor Theory

One of the earliest researches in the area of employee retention that affected motivation was

Frederick Herzberg work. Herzberg and his associates began their initial work on factors

affecting work motivation in the mid-1950s. Their first effort entitled a “thorough review of

existing research” to that date on the subject. Based on the review, Herzberg carried out his now

famous survey of 200 accountants and engineers from whom he derived the initial frame work

for his theory of motivation. The theory, as well as the supporting data was first published in

1959 and was subsequently amplified and developed in a later book265. Based on his survey,

Herzberg discovered that employees tended to describe satisfying experiences in terms of factors

that were intrinsic to the content of the job itself. These factors were called “motivators” and

concluded such variables as achievement, recognition, the work itself, responsibility,

advancement and personal growth. Conversely, dissatisfying experiences, called “hygiene”

factors, largely resulted from extrinsic, non-job-related factors, such as company policies and

administration, salary, coworker relations, and supervisory styles, job security, personal life,

work condition and status266. Herzberg argued based on these results that eliminating the causes
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of dissatisfaction (through hygiene factors) would not result in a state of satisfaction. Instead, it

would result in a neutral state. Satisfaction (and motivation) would occur only as a result of the

use of motivators.

The implications of this theory of employee motivation are clear: motivation can be increased

through basic changes in the nature of an employee's job, that is, through job enrichment. Thus,

jobs should be redesigned to allow for increased challenge and responsibility, opportunities

foradvancement, and personal growth, and recognition266.

According to Herzberg, the “factors leading to job satisfaction are separate and distinct from

those, that lead to job dissatisfaction.” Therefore, managers who seek to eliminate factors that

create job dissatisfaction can bring about peace, but not necessarily motivation. They will be

placating their work force rather than motivating them to stay for life267. Some researchers

highlight one of Herzberg's findings, where managers rather than giving employees additional

tasks of similar difficulty (horizontal loading), “vertically loading” consists of giving workers

more responsibility. This is where employees take on tasks normally performed by their

supervisors. In essence, there are more to a manager's role in motivating employees other than

compensation, good working conditions, and similar factors. Herzberg argued that for an

employee to be truly motivated, the employee's job has to be fully enriched where the employee

has the opportunity for achievement and recognition, stimulation, responsibility, and

advancement268.

Although, Herzberg's theory was generally accepted, there are some criticisms that it applies

least to people with largely unskilled jobs or those whose work are interesting, repetitive,

monotonous and limited in scope. He was also accused of assuming a correlation between

satisfaction and productivity through his research stressed satisfaction and ignored productivity.

Recent research indicates that employee satisfaction does not necessarily contribute directly to
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productivity. Satisfaction may be viewed as a passive attribute, while more proactive measures

such as motivation levels are viewed as more closely linked to behavioural changes and

performance269.

In as much as some behavioural scientists agree with Herzberg that employees are well

motivated when the motivator factors are achieved. Other schools of thought share different

opinion. Some behavioural scientists also argue that there is more to motivating employees and

getting them satisfied than just the motivator factors enumerated by Herzberg. On another

interesting note, some behavioural scientists have sought to invalidate Frederick Herzberg's,

motivation-hygiene factors claiming it lacks empirical support. A scientist in his book;

'clarification and evaluation of the two-factor theory', which appeared in the psychological

bulletin, he sought to explicate and evaluate five distinct versions of the two- factor theory of job

satisfaction. He concluded that two of these versions are invalid, as they are not supported by any

empirical studies.

Criticism of Herzberg's theory suggests that the original formulation of Herzberg's model may

have been a methodological artifact. He further explained that this theory does not account for

individual differences, but rather predicts that all employees will respond similarly to changes in

motivational hygiene factors. In addition, concerns have been raised that Herzberg's theory does

not specify how to measure motivational and hygiene factors. While some behavioral scientists

have raised questions about the critical incident his technique Herzberg used to properly collect

data, others have had issues with the type of staff employed. was According to a research study

conducted by his tutor in 1986 using the Tennessee Career Ladder Program (TCLP), not all

employees are motivated by Hertzberg's "need to be motivated". They concluded that teachers, in

particular, are motivated by hygienic needs such as money. They criticized Hertzberg for using

only industry employees. For the purposes of this study, Herzberg's two-factor theory was
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applied. The reason is that the variables used in the study are incorporated into Herzberg's theory.

Therefore, the deposit bank should choose he one of the most suitable factors for employees in

order to reduce the employee turnover rate in the banking industry.

2.2.2 ERG Theory

Maslow's hierarchy of needs theory is similar in many ways to this one. Maslow's hypothesis

was enlarged and reconstructed by an American psychologist, who came up with this idea. While

Maslow's theory was designed to explain work behavior in general, his hypothesis was

developed mainly for that purpose. "Existence," "Relatedness," and "Growth" are three of

Maslow's five need categories that may be combined260. So the theory's name (ERG) is derived

from the initial letters of each of the need categories259. The term "Existence" refers to all of the

fundamental material and physiological requirements necessary to keep humans alive. Other

material requirements in the workplace include the need for salary, fringe benefits, and physical

safety, to name just a few261,262. Workplace relatedness is a desire to have close working

relationships with coworkers and upper- and lower-level management. One can't fulfill

relatedness away from others, therefore it can't be met without mutuality which is the defining

characteristic that sets it different from existence requirements262. The development of one's

potential is linked to growth requirements263. Succeeding in this area is defined as "engaging

with challenges that require a person to make the most of their strengths while also developing

new capabilities"264. Although the ERG theory and Maslow's work appear to have a lot in

common, they differ significantly.

Humans, according to Maslow, tend to progress up the hierarchy from "Existence" needs to

"Relatedness" wants and eventually to "Growth" needs when their decreasing requirements are

met. Instead of a hierarchical approach as Maslow proposed, all of a person's exclusive desires
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can be engaged and operated simultaneously262,266. Without the necessity of pleasant alternatives,

any desire class can be triggered. Another way of saying this is that a person can be impacted

concurrently by his desire for money (an Existence need), interpersonal family members (a

Relatedness need), and via popularity (a Growth want)267. Because of this, the ranking of

requirements might vary from character to character depending on their choices and personal

worldview. The ERG concept's adaptability allows it to explain a much broader spectrum of

human behavior. For example, why do some people search for ways to meet their wants for

satisfaction or recognition, or why can other people attain a high level of self-actualization while

having a modest salary. According to Alderfer's ERG theory, there is also a frustration-

regression sequence, as when one's higher degree of want is unsatisfied and looks difficult to

satisfy, the person may also regress to lower-stage desire to drive their behaviour. Frustration

regression happens when a person's basic desires aren't met, and this causes the person to focus

on satisfying his or her relatedness or life needs268. A development of the hierarchical desire

principle, the ERG concept aids management in recognizing its employees' behavior and realise

that its employees have needs that may be met simultaneously.

It is for this reason that they can improve employee motivation by knowing how those desires are

related. For example, if management cannot meet their employees' growth aspirations, they

should focus their efforts on other need categories before attempting to fulfill their growth

aspirations once more269. Few scholars, on the other hand, have attempted to examine the ERG

theory266. Work happiness was examined in 600 Nigerian managers and salary (an Existence

requirement) had a hugely positive influence on managers' work enjoyment and, as a result, their

output. This research examined the link between desire pleasure and activity performance in

South African banking, retail, security, and criminal businesses among 304 pinnacle managers
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and frontline personnel213. They observed that better-order wants, such as boom desires, may

drive both top managers and front-line employees, increasing their activity performance while

simultaneously increasing their self-esteem266. In addition, a research looked at the Maslow and

ERG theories of human motivation and found a wide disparity in the particular wants outlined in

the two models. This disproves the hierarchy theory's dominant concept while also supporting

the ERG theory that any category of desires might take precedence over others notwithstanding

the latter's success264.

2.2.3 Expentancy Theory

The idea works best in a workplace when people's expectations are the only factors at play. After

being confronted with distinct selections among alternatives, people's knowledge of the concept

turns to the thought methods to go forward. People make a conscious effort to behave in a certain

way, character values to choose preferred outcomes, man or woman expectations to achieve a

specific final result and individual expectations about the possibility of being rewarded for

achieving desired effects were discovered in literature as the theory's underpinning concepts. For

Vroom, the motivation was about the link between the effort put in by a person and their

perceived performance level and the anticipation that they will be rewarded for achieving desired

results. To counter this, there should be an expectation that rewards will be forthcoming as this

will have a significant impact on the strength of the motivational link, i.e., the intensity of the

person's desire for an outcome and the belief that specific actions have the potential to lead to the

desired result.To make the expectancy method easy:

Effort →Required performance → Desired outcome

Force = Valence × Expectancy
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Expectancy measures how much people believe that changing their behavior will lead to the

desired result. Valence measures how strongly people feel about their choice of outcome. The

theory and its complexity in nature allow us to derive the finest suggestions for controlling it. We

may try to find the preferred outcome that each bank values the most and set the goal and overall

performance required to achieve it. The fact that the level of performance is realistic and

achievable must also be remembered by management. After a certain amount of time has passed,

control must determine the impacts on the performance that it favors. The techniques

implemented at the site must not cause conflict between the expectations they wanted to establish

and other militating components inside the workplace, one thing to keep in mind. Finally, the

results must be eye-catching and compelling enough to pique interest in the preferred

performance stage.

2.3 Review of Empirical Studies

This section presents review of related literature from past studies on Training and Development

on employees' Retention among Selected Deposit Money Bank workers. These are essential for

us to understand the impact of such training programmes and other essential activities that

motivate staff in deposit money banks to give their optimum best and help retain the best hands

in such organizations in Kwara State, Nigeria.

This research paper aims to determine the relationship between training & development and

employee performance among staff in hotels. The quantitative analysis method of a primary

source was utilized to collect the data from 150 staff respondents. Five Likert scales were used to

measure the degree of training and employee performance. A total of 112 responses were

analyzed using SPSS version 23.0. This study revealed that training and development have a
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significant positive influence on employee performance and there is a significant relationship

between training and employee performance 271.

This paper aims to understand the effects of training on the performance of employees from two

Lebanese companies - Bonjus Company and Khatib & Alami Company 272. The findings,

however, showed that the two companies from Lebanon design different training programs. The

two companies design training programs that focuses on short-term skills and development

programs for long-term abilities. Some programs include organizing programs outside the

workplace, attending workshops, participating in department activities, and watching others272.

This study aims to find out the effect of training and development of human resources on

employee performance. This research is quantitative with a population of 143 employees273. The

results of this study indicate that there is a significant influence between Training variables

(x1) on Employee Performance (y2) with the results of hypothesis testing p-value 0,000 and t

value of 5,273, influence significant between the variables of Human Resource Development (x2)

on Employee Performance (y2) with the results of hypothesis testing p-value of 0,000 and

t value of 4,614 and there is a significant influence between Competency variables (y1)

on Employee Performance273.

The study was intended to survey training and development of cataloguers at the National

Library of Nigeria (NLN), Abuja274. It employed survey research design using questionnaire to

collect data from cataloguers at NLN. Frequency counts and percentages were used to analyze

the data collected. The cataloguers at the NLN take advantage of several development

programmes though they still need to develop some work skills 274. Inability to have needed
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funding is a problem that militates against taking advantage of staff training and development

programmes by majority of the catalogers in this study274.

This study focuses on the impact of training and development on employee's job performance in

Nigeria275. The study establishes the importance of staff training and development in

organizations, including rapid economic development, promotion of political stability and

poverty alleviation275. Staff training and development challenges are poor political leadership

and poor staff training. In conclusion, training has been invaluable in increasing productivity of

organizations. It not only enhances employees resourcefully, but also provides them with an

opportunity to virtually learn their jobs and perform more competently. Therefore, it is

recommended that the organization's training programmes should be continuously and not only

when the organization is confronted with difficulties275.

This study is aimed to investigate the perceived effect of training and development on

employee's productivity among academic staff of Kano State Polytechnic, Nigeria276. This study

was quantitative, and the causal research design was used. Sample size of two hundred and

thirty-three (233) respondents was randomly selected out of five hundred and ninety (590)

academic staffs that serve as the population of study276. This study hypothesized a positive and

significant effect of training and development on employees' productivity. The study revealed

that training method, training design, and training delivering style have a significant and positive

effect on employee's productivity among academic staff of Kano State Polytechnic, Nigeria276.

Therefore, this study recommends that management should not relent in their quest to train their

staff to develop new ideas that will keep improving and retaining the employee's productivity,

and the Tertiary Education Trust Fund (TETFUND) should improve on its training policy in its

entire ramification because in recent times academics are being faced with innovations and
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technological development in order to meet the changing trends and development or

circumstances276.

The study examined the link between employee training and development (T&D) and

organizational performance of selected private universities in Ogun State277. In solving this

challenge, this study employed a survey research design. Copies of the questionnaire were

administered to three hundred and twenty-two (322) respondents (teaching and non-teaching

staff of Bells University of Technology and Covenant University), out of which three hundred

and thirteen (313) were correctly completed. Descriptive statistics of tables and percentages were

used for data classification and inferential statistics of linear regression to test hypothesis277. The

findings revealed that training and development would increase organizational performance.

Therefore, the study confirms that employee retention training and development strategy is a

must for organizations who wish to improve or attain their desired state of performance277.

Therefore, the study recommends that the Management of Tertiary Institutions invest heavily in

training and development for their employees, which would, in turn, boost organizational

performance277.

The study examined the relationship between training and development and employee retention

in selected banks in the Bauchi metropolis. Banks in Nigeria are faced with a myriad of problems

related to training and development and employee retention288. The findings show that training

and development positively affect employee retention. This means that a positive relationship

exists between training & development and employees' retention. Furthermore, it implies that the

more the training and development of the bank employees, the higher the chances of the

employees' being retained288. As part of the conclusion, the research results revealed that the p-
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value of training and development is less than 0.05 level of significance. This implies that

training and development significantly affect employee retention288.

This study investigated the influence of training and development on employee performance in

selected university libraries in South-West, Nigeria289. The survey research design was adopted

for this research work. A structured questionnaire was used as an instrument of data collection.

The result of the study showed a significant correlation between staff training and development

and employee performance in university libraries in Nigeria289. This research also showed that

staff training and development significantly influence the performance of library staff in selected

university libraries. Therefore, the study recommends that university libraries management

regularly organize training and developmental programs for their employees289.

The study examined career development challenges among library personnel in federal

universities in Southwest Nigeria289. A structured questionnaire was employed for data collection.

The total enumeration technique was employed to gather data from 163 library personnel (80

librarians and 49 paraprofessionals), and 129 (79.6%) copies of the questionnaire were found

useful for the study 289. The study indicated that most of the library personnel in all the

universities perceived that library management was highly committed to capacity building;

however, at least 50% of the respondents in each of the universities believed that the capacity

building programmes were inadequate289.

A study in the Benue State examines training on employee productivity in the Ministry of

Agriculture. The study answered two research questions while two null hypotheses were

formulated and tested. The study adopts a survey research design. The population of the study

consists of all 58 employees of the organization. The entire population constituted the sample for
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the study, hence there was no sampling. The instrument of data collection was a structured

questionnaire290. The study revealed that off- the- job training to a high extent affects employee

productivity; on- the- job training to a very high extent, affects employee productivity in the

organization. Therefore, it was recommended that management stimulate training that workers

require to improve their performance and capabilities, which consequently increases

organizational productivity as well290.

This study focused on the skill-gaps and how they impact efficiency and specifically interrogated

the relationship between staff development and job performance in NIWA 291. Survey method

was used. Primary and secondary data were collected through questionnaire. Three hypotheses

were formulated to guide the study. Chi Square and Pearson Product Moment Correlation

Coefficient statistics were used in data analyses. Among the findings was a significant

relationship between skill-gaps and inefficiency and poor productivity among NIWA staff; and a

poor correlation between resources committed to staff development and productivity 291. Among

the recommendations is that there should be mechanism for proper assessment of employee

performance after training and such performance should be tied to their subsequent promotion on

the job 291.

This study examines training and development (training method, sponsorship and comfort and

convenience) on job satisfaction 292. The target populations under this study are the one thousand

five hundred and sixty-two (1562) academic staff of Bayero University Kano. Meanwhile, for

these study, three hundred and ten (310) respondents were used out of the population of one

thousand five hundred and sixty-two (1562) respondents that make up the study's sample size.

Multiple regression analysis was employed to test the hypothesized model of the study 292. The

result of regression analysis shows that training method affects job satisfaction of the academic
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staff of Bayero University Kano. The result also confirms trainee sponsorship as an important

factor that influences job satisfaction. Finally, the result also shows that comfort and

convenience influence job satisfaction of academic staff of Bayero University Kano 292.

This paper aims to establish the role of training in building employee commitment and job

satisfaction in the association between training and employee commitment in the banking sector

in Uganda 293. The findings revealed that there is a positive relationship between training and

employee commitment (r = 0.507**, p < 0.01), a positive relationship between training and job

satisfaction (r = 0.744**, p < 0.01) and a positive relationship between job satisfaction and

employee commitment (r = 0.519**, p < 0.01). The regression model showed that the predictor

variables explain at least 29.7 per cent of the variance in employee commitment (adjusted R2 =

0.297) 293. MedGraph results revealed a partial type of mediation because the correlation between

training (independent variable) and employee commitment (dependent variable) decreased from

0.507*** to 0.271*** by inclusion of job satisfaction (mediating variable) 293.

This study explored the influence of training and development, employee performance, and job

satisfaction among the School of Technology Management and Logistics (STML) 294. This

research paper aims to identify the influence of training & development program and employee

performance on job satisfaction among university academic and administrative staff in STML 294.

The result found that training & development and employee performance positively influence job

satisfaction, and there is a significant relationship between training & development, employee

performance, and job satisfaction 294. It also established that training & development and

employee performance are efficient and supportive strategies for organization and employee

success. This paper presents significant theoretical contribution for academic knowledge purpose

and managerial contributions for practitioners 294.
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The study attempts to examine the relationship and impact of training and development practices

on job satisfaction of employees 295. The research was conducted in a confirmatory framework to

examine the causal linkage among the study variables. The results depicted a positive

relationship between training and development practices and job satisfaction among the faculty

members of technical educational institutes. The study not only provides empirical credence to

the importance of training and development practices but also has implications for the

management of technical educational institutes that educational institutes should conduct a

proper training need analysis to ensure that appropriate training and development practices are

adopted leading to creating a learning environment in the organization which eventually

contributes towards job satisfaction of employees through appropriate skills development for

individual and organizational growth 295.

The study investigated the relationship between green training/development and non-financial

corporate performance in deposit money banks of South-West, Nigeria 297. Survey design was

used. The study population was the managerial staff of deposit money banks in the South-West

of Nigeria with 330 as the sample size. Simple random sampling technique was applied.

Structural Equation Modelling - AMOS was used in testing the three (3) hypotheses 297. The

findings revealed a relationship between green training/development and non-financial corporate

performance with the estimate between .136 and .969 in all the three (3) hypotheses. Hence, the

study recommended that green training/development be handled with levity as it determines what

happens to the environment and everything within the environment in the future. This could be

easily achieved with seriousness on employee satisfaction, operational efficiency, and

innovation297.
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This study examines the impact of employee training, employee empowerment, teamwork on job

satisfaction298. Employee training, employee empowerment, teamwork are independent variables,

and job satisfaction is the dependent variable. Results indicate that employee training, employee

empowerment, and teamwork have a significant positive impact on job satisfaction298. It is also

seen that teamwork is a strong predictor of job satisfaction; employee empowerment is the

second good predictor of job satisfaction298.

Training of workforce for skill development, productivity enhancement, and improved quality of

work is crucial to the attainment of industrial goals and objectives299. Such objectives become

possible when workers are regularly trained and satisfied with their job. Therefore, this paper

aimed to investigate artisans' perception on enhancing job satisfaction through vestibule training

in construction industries in Lagos State using an exploratory survey research type of the ex-post

facto design. The sample consisted of 108 artisans. Data were analyzed using descriptive and

inferential statistics, including frequency, percentage, means, standard deviation, and ANOVA.

Data analysis was facilitated using the Statistical Package for Social Sciences (SPSS)299.

Findings revealed that artisans were satisfied with vestibule training as it increases job

performance and increases efficiency. Therefore, it was recommended that construction

industries be given more attention to use vestibule training to show trainees how to do a job and

then allow them to get on with the job299.

This study considers how utilizing a model of job-related effect can explain the processes

through which perceived training and development influence employee retention299. Using data

from 1191 employees across seven organizations, multilevel analyses found that job satisfaction,

employee engagement and change-related anxiety were significantly associated with intention to

stay and fully mediated the relationship between perceived training and development and
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intention to stay. Contrary to our hypotheses, emotional exhaustion was not significantly

associated with intention to stay nor acted as a mediator when the other attitudes were

included299. These findings show the usefulness of Russell's model of core effect in explaining

the link between training and development and employee retention. Moreover, the findings

suggest that studies examining employee retention should include a wider range of work

attitudes that highlight pleasant forms of effect299.

The major objective of this study is to examine the role of training & development on employee

retention and organizational commitment in the banking sector of Pakistan300. The study

population consists of eight major banks of Pakistan, including Islamic, foreign, public and

private banks. The sequential exploratory design was followed where qualitative and quantitative

data collection methods were used300. The study's finding indicates that training & developments

have significant affiliation and effect on employee retention and commitment. Training &

development plays a vital role in employee career growth, compensation, skills enhancement and

capacity building to provide quality services to the clients to achieve organizational objectives300.

The study emphasizes compensation packages after employee training and development

practices for retention purposes301. For this purpose, they conducted this study in Lahore and

collected data from corporate groups. The numbers of respondents in our study are 330. For

analysis, they used the structural equation modelling technique using AMOS 18.0. In this study,

they used compensation as the mediating variable between the training and retention of

employees301. Results reveal that retaining employees' long-term, after their training and

development has been completed, without increasing their compensations is not as favourable as

when compensation is increased to reflect the completion ability to apply their field related skills

and capabilities301.
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This paper aims to explore the role of training and development programs in increasing

employee competencies and the influence on employee retention 302. This study reveals that

training and development activities increase the employees' intentions to leave if the organization

has a weak employee retention system 302. Furthermore, employees who experience higher levels

of organizational support may stay with the organizations longer. These findings show the

usefulness of explaining the link between training and development and employee retention 302.

Moreover, the findings suggest that studies examining employee retention should include a wider

range of work attitudes that highlight pleasant forms of effect 302.

This study was conducted to determine the effect of rewards systems and training and

development on employee retention, mediated by the effects of job satisfaction, in Yemeni

commercial banks 303. The study used cross-sectional data collection methods. Data was

collected from the headquarters of 15 commercial banks. A set of questionnaires using a 5-point

Likert scale was distributed to employees; the data were analyzed using the Structured Equation

Model (SEM) by IBM SPSS AMOS 25.0 303. The results indicated that both the rewards system

and training and development significantly affect job satisfaction, while job satisfaction has a

significant positive effect on employee retention. However, training and development themselves

have no statistically significant effect on employee retention. The results showed that job

satisfaction plays a mediating role because the indirect effect is significant. The mediation is

complete because the direct impact is not significant 303. The result indicates that job satisfaction

is an important variable that links the reward system and training and development to employee

retention in Yemeni banks. This study is expected to make significant theoretical, practical, and

methodological contributions to this field of research due to developing a model of the effects of
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the reward system and training and development on employee retention through job satisfaction

303.

The main focus of the study is to explore the connection between training and development, job

satisfaction and employee retention among the academic staff of educational institutions of

Pakistan 304. The study is quantitative, in which a close-ended questionnaire was used for the data

collection. Data has been collected from 150 respondents, who are the employees of different

educational institutions via email, considering the current situation of Covid 304. The data was

collected through a questionnaire developed on Google doc and analyzed through SPSS software

using a regression approach. Results and findings of this research showed that training and

development significantly impact job satisfaction and employee retention 304.

This study examined the impact of training on employees' retention among some selected money

deposit bank workers in Kwara State, Nigeria specifically, the effect of training on performance,

development on employee retention, and measures that can curtail under-performance by the

staff of deposit money banks in Kwara State, Nigeria were all examined by the study 305. From

the research findings, the relationship between training and development and employee

performance is very high, positive, and significant (r = 0.975, p<0.05). Furthermore, the study

also revealed a high and significant relationship between training and development and employee

retention in deposit money banks (r = 0.733, p<0.05). Hence, the study recommends that deposit

money banks management give maximum importance to these dimensions, which can

significantly impact overall development achievement.

This study is an enquiry into the potency of Motivation and job performance as a tool to enhance

library personnel effectiveness in the discharge of their duties306. The method used for data
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collection was fact-finding interviews and questionnaires. Two (2) Hypotheses were used for this

research and most interestingly they were all proved to be true. Findings show that the problem

of inefficiency would be encountered if staffs are not motivated and that the most popular means

of Motivation is the financial method. Reward systems that include job enlargement, job

enrichment, promotions, awards, monetary, and non-monetary compensation were considered306.

It was discovered that Motivation is of prime importance in motivating library personnel;

university librarians should continually motivate them, for effective job performance in

university libraries306.

This research aims to analyze the drivers of employee motivation to high levels of employee

performance307. The study was utilized descriptive research design to describe the study's

variables. The target population of this study was 5000 and sample size of 60. The data was

being collected used structured questionnaire as a research instrument. The data was being

analyzed using percentages, frequencies, graphs and regression analysis with the help of

Statistical Package for Social Science (SPSS version 16)307. The results and findings indicated

that monetary rewards, job enrichment have significant and positive effects on employee

performance, in while there is positive and insignificant effect of training on employee

performance also results indicate there were good relationship between Motivation and employee

performance and the research results showed that employee motivation influences employee

performance of Hormuud Company in Mogadishu Somalia307.

The study determined the effect of Motivation on job performance of community development

workers contributing to sustainable rural infrastructural development in Osun State308. The result

shows that the profession was gender insensitive, while majority of them were in their active age.

The major motivational packages enjoyed by the workers include leave allowance, car and
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housing loan and training opportunities. There were significant relationships between their job

performance, transportation facilities made available (r = 0.626), medical facilities (r = 0.364),

training opportunity (r = 0.270), prompt and regular promotion (r = 0.228), provision of office

equipment (r = 0.147) and prompt payment of leave allowance (r = 0.145) at 0.05 level of

significance. Therefore, it is recommended that for effective job performance, the government

should improve the motivational packages enjoyed by the workers308.

Their paper examined the impact of Motivation on employee performance in Pakistan 309.

Similar to a study, they also factored into their work the difference between the intrinsic and

extrinsic Motivation and their influence on the workers' performance310. The study employed a

cross-sectional survey research design and collected primary data through questionnaires

administered to a sample size of 200 participants. The study revealed that both intrinsic and

extrinsic Motivation had a significant impact on the performance of the employees309, 310.

Furthermore, they conducted research on employee motivation as a tool to achieve sustainability

of business processes311. The study aimed to investigate and establish the main disparities in the

perception of the desired level of Motivation, particularly concerning gender and job category.

Questionnaires were administered to 3720 selected employees in Slovak enterprises, and

Student's t-test and Tukey's HSD test were employed. Results showed that differences in the

perception of the Motivation in terms of job category are statistically significant311. The study

also showed that motivational factors, such as basic salary, workplace atmosphere and good

teamwork, greatly motivated all the workers. The researchers advanced the implementation of

the results in motivational programs by the employees within the human resource department to

enhance effective human resource management311.
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Also, research to establish the implications of employee motivation on organizational

productivity in the Nigerian media industry312. The research aimed to determine the factors put in

place to motivate employees in the Delta State Broadcasting Service to improve their

productivity. A mixed (quantitative and qualitative) methodology was adopted, and the data were

collected through questionnaires and interviews. A total of 62 questionnaires were administered

after the study adopted a purposive sampling technique and were analyzed using descriptive and

inferential statistics (chi-square). The findings showed a significant relationship between

incentives and workers' productivity in the DSBS. Moreover, the results revealed that financial

incentives had a stronger impact on employees than any other form of motivation312. From the

preceding, Motivation is a construct used to describe behavior; it represents the reasons for

people's activities, wishes and needs313.

This study aimed to determine the relationship between work motivation and work discipline

with employee performance in the Regional Secretariat of Bogor City314. The study population

was 158 non-leadership employees with ASN status in the Regional Secretariat of Bogor City

with 114 non-leadership employees with ASN status calculated using the Slovin formula with an

error rate of 5%. Collecting data for each variable studied using a questionnaire with a rating

scale314. The data analysis technique used descriptive and inferential statistical analysis

techniques. The results showed a positive and significant relationship between work motivation

and employee performance indicated by the correlation coefficient ry.1 = 0.531 with the degree

of strength of the relationship " Work motivation contributes 28.2% to employee performance314.

This study aims to establish whether there exists a link between employee motivation

experiences and job performance315. A descriptive research survey was adopted as 206 senior

cadre employees of First Bank of Nigeria were sampled using cross-sectional data from a semi-
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structured questionnaire. The result revealed that both monetary (competitive salary, salary raise,

allowances, bonuses, and percentage profit sharing) and non-monetary (job security, job training,

career advancement opportunities, flexible working hours, and retirement benefits) motivational

incentives have a significant positive correlation with employee job performance in study

organization315. Therefore, management should be more strategic in implementing its yearly

financial reward contest and public recognition as this will induce the employees to engage in

work behaviour that drives higher-level performance315.

2.4 Conceptual Framework and Model Specification

This model shows the relationship between the independent and the dependent variables. In this

study, training and development is the independent variable while employees' retention is the

dependent variable. The relationship is presented in Figure 2.3

Independent Variables Dependent Variable

Training

Development Employees Retention

Motivation

Curtailing Measures

Figure 2.3: Framework for the Study

(Researcher, 2020)
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2.5 Summary of Literature Review

Research shows that training is an important part of HRM practice and improves the level of

human capital in an organization271.Training improves engagement because it enables learning

and development down the career ladder, which is important for employee retention298.

Training is positively associated with employee retention and improves employee engagement.

278, 293, 255. For example, they conducted a study with an iron ore mining company and found

that training was the most important HRM practice for developing relational and balanced

contracts. . However, this study was conducted in the mining sector, not the banking sector.

Training and development were considered to have a significant impact on employee retention

within an organization. Education and training help employees build skills they can retain on

the job, prepare for future roles, and overcome shortfalls. Existing literature on the impact of

training and development on employee retention. Pakistani healthcare workers. Most of these

studies were conducted outside Nigeria and examined savings banks. On the other hand, there

is little domestic research on Nigeria's banking sector, and research on deposit-taking banks is

inadequate. It is therefore justified to investigate these marginal tissues. Similarly, the lack of

sufficient domestic empirical research justifies the need to conduct research in this area. This

is because the results of other studies may differ significantly from those of this particular

study. Differences can arise from the nature of the data, organizational operations, and

geographic location. This particular study therefore intends to fill this gap by revealing the

impact of training and development on employee retention in deposit banks in Kwara, Nigeria.

Together, this study provides insight into employee retention and performance, as well as

appropriate strategies to improve an organization's long-term productivity, within the

framework of studies 219,303.
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Based on the literature reviewed, it is clear that employee retention is still a big problem. The

unit of analysis in some of the studies was not representative, and some of the studies are with

methodological challenge 205,267,289. Also, operational level employees were studied and not all

employees of all cadres to give holistic findings 301, 247, 315. Furthermore, varying methods and

research designs were used, and the scope of the studies covered another place other than

deposit money banks in Kware State in Nigeria. Finally, despite many studies on training and

development, little research has been conducted in Kwara State, including deposit money

banks. A limited number of studies have investigated this issue within the context of Kwara

state in general and especially in the banking industry. Consequently, this study sought to fill

the gap by investigating the impact of training and development on employee retention in

deposit money banks in Kwara State, Nigeria.
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Chapter Three

Methodology

This chapter discusses the systematic method that should be used to solve the study's research

challenge. In addition, the tools and strategies utilized to try to find a solution to the research

topic are also highlighted. This study aims to find out how training and development affect

employees' retention among Kwara State, Nigeria's money deposit bank workers.

A theoretical and methodical examination of the various research methodologies is known as

methodology. In the realm of study, this is a concept that the researcher employs. As a result, the

whole scope of the investigation is covered. A questionnaire will be utilized as the survey

method due to the huge population. The questionnaire will be handed out to a diverse group of

local company owners and entrepreneurs. As a result of the data collecting method being built

this manner, the researcher may directly distribute research devices to further my understanding

via direct observation.

3.1 Research Design

This study was carried out using descriptive survey research design method because of its

capacity and usefulness in collecting large and standardized data. The survey research method

works by selecting samples chosen from the population of study in order to reveal the relative

distribution and relationship between its variables. Survey research design is widely used in

social sciences to address social, financial, psychological and environmental issues. The survey

research investigates globally the existing characteristics of the population in order to describe

them. Since the entire population of deposit money banks in Kwara State, Nigeria was studied

and used to make generalization over the population. The standardized data provided the
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information used in answering the research questions. It is necessary to collect data from

sufficient participants to mitigate the likelihood of bias based on a few individual perceptions.

The primary source of data was through the use of questionnaire as it is generally believed that

the questionnaire is one of the best methods of collecting data in this type of research. A four

point set of likert-type structured questionnaire was constructed and administered on the

respondents to elicit information from them.

3.2 Population

The target populations are Deposit Money Banks in Kwara State, Nigeria. With regard to the

targeted population, the study focuses on seventeen (17) deposit money banks in Kwara State,

Nigeria. The banks and the number of employees in the Deposit Money Banks are presented in

table 3.1 below:

Table 3.1 Population of Deposit Money Banks in Kwara State, Nigeria

S/N Deposit Money Bank Population

1 Access Bank Plc 37

2 Fidelity Bank Plc 33

3 First City Monument Bank Ltd 32

4 Guaranty Trust Bank Plc 40

5 Union Bank of Nigeria Plc 34

6 First Bank of Nigeria Plc 35

7 United Bank for Africa 42

8 Zenith Bank Plc 37

9 Eco Bank Nigeria Plc 41
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10 Keystone Bank Ltd 33

11 Polaris Bank Ltd 27

12 Stanbic IBTC Bank Plc 29

13 Sterling Bank Plc 36

14 Unity Bank Plc 37

15 Wema Bank Plc 33

16 Heritage Bank Plc 34

17 Jaiz Bank Plc 35

Total 595

Source: Research Study, 2022

3.3 Sample and Sampling Technique

A systematic random sampling technique is employed because it enables the population to have

an equal chance of being included in the sample. The study sample respondents were junior and

senior staff of the 17 Deposit money banks in Kwara, Nigeria. The study instrument will be used

to survey the companies' workforce, since they all come under the category of workers inside the

banks. The total sample size for this research is 310 people. The Taro Yamane statistical

formular was used to determine it. As seen below, this formula links the population size to the

degree of significance:

n = N
1+ N(e)2

Where:

n = Sample Size Required
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N = Overall Population

e = Tolerated/assumed error limit 0.05 on the basis of 95% confidence level

Therefore,

n = 595
1 + 595 (0.05)2

= 595
2.48

= 239x 0.30 = 71

= 239+71

= 310

= (plus 30% of calculated sample size to allow for non-response and wrongly filled

questionnaire2.

3.4 Instrument (s) for Data Collection

The researcher created a structured questionnaire and utilized it to collect data from a sample of

371 people, all of whom were junior and senior bank employees in Kwara State, Nigeria. The

sample was drawn at random from all the banks in the state. In each Bank, a research assistant

was trained in administering the questionnaire questions to help with the study. On the other

hand, the researcher oversaw the distribution of questionnaires and provided explanations to

participants as necessary to extract proper and accurate data from participants within a two-

month time frame.

A modified Likert-type questionnaire with four options was constructed to answer the questions

raised for the study. The questionnaire had five parts. Section ‘A’ solicited information on the
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demographic characteristics of the respondents such as age, gender, marital status, educational

qualifications, years of service on the job, position/status and religion affiliation. Section ‘B’

comprised questions eliciting information about how training affect employee retention, while

section ‘C’ included questions that asked for information on how development affect employee

retention. Section ‘D’ asked questions on the extent to which training and development tailored

towards job needs can motivate staff to higher performance, while Section ‘E’ asked questions

on whether training and development could result in employee retention. Numeric values were

allotted to their responses thus: Strongly Agree ‘4’, Agree ‘3’, Disagree ‘2’, and Strongly

Disagree ‘1’. Most of the questions were adapted from past studies which helped to ensure the

validity of the instrument.

3.5 Pilot Study

It's a good idea to do pilot studies before moving on with a larger, more comprehensive research,

such as a randomized controlled trial (RCT). Using them, for example, may help forecast the

right sample size for the entire project and/or enhance the research design in numerous ways.

Therefore, a pilot study is being performed to test the hypothesis (s) to determine whether the

full-scale research can be carried out as planned. For pilot testing, 10% of the questionnaires, or

37 copies, were sent to participants outside the research region.

3.6 Validation of the Research Instrument(s)

A research instrument would be said to have validity if when administered under similar

conditions, it consistently measures the concept it purports to measure. Content validity defines

how representative and comprehensive the items were in presenting the hypothesis. It is

assessed by examining the process that was used in generating scale items. Content validity is the
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extent to which an instrument actually measures or is related to the traits for which it is designed

to measure. Therefore to ascertain the validity of the research instrument, content validity was

used to measure the appropriateness of the wording and objectives of the study while the face

validity ensured that the instrument measured what it was supposed to measure, and that it

appropriately covered the content area of the study. It shows how adequately the instrument

covers the knowledge and skills that a respondent is expected to know. The items in the research

instrument were adapted from current but relevant studies. To confirm the content and face

validity, the instrument was given to the researcher’s supervisor. This was used to ensure the

validity and reliability of the data collected. There is no known numerical procedure or

quantifiable coefficient for describing content validity. Therefore content validity is ascertained

or judged by comments, corrections and judgments of a panel of experts in the field or area being

addressed by the instrument. The panel of experts would include all those whose comments and

views are sacrosanct to producing an acceptable valid instrument. All comments and suggestions

given were incorporated and used in modifying the instrument. The experts also confirmed that

the format used in designing the instrument was appropriate for obtaining the information

required form the respondants1.

3.7 Reliability of the Research Instrument(s)

Reliability is a way of assessing the internal consistency of the measurement instrument. It

measures the degree of homogeneity of the measurement items in a given construct. Reliability

is the assessment of whether the study instrument would give similar result s when applied in

different situations or under similar circumstances but a different time such that the results

remain consistent over repeated testing2. Reliability of an instrument is its measure of

consistency, stability, dependability, precion and accuracy. The reliability of the instrument was
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ascertained using the split-half method. This implies that the entire items of the test are divided

into two halves with the sample size remaining the same. The scores on these half-tests are then

correlated to obtain the split-half reliability coefficient. The questionnaire was administered on

37 staffs of selected deposit money banks in Ibadan, Oyo State, Nigeria. There scores obtained

an even and odd items were subjected to statistical analysis using the Pearson product Moment

Correlation at 0.05 level of significance. A split half reliability coefficient of 0.72 was obtained

which conformed with nunally’s suggestion of 0.50 or above criterion. Therefore the instrument

was adjudged to be reliable3.

3.8 Model Specification

In this study, the following relating equations are developed to propose prior of expectation on

the dependent and independent variables:

Y= β0+ βx1+ βx2+ βx3

Where Y = employees' Retention

X1= Training

X2= Development

X3 = Motivation

X4 = Curtailing Measures

Before expectations of this study, Training, Development, Motivation and Curtailing Measures

are expected to have a relationship with employees' retention of selected money deposit bank

workers in Kwara State, Nigeria.
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3.9 Methods of Data Analysis

The statistical program for social sciences (SPSS) was utilized for data analysis. Statistical

Package for Social Sciences (SPSS) would be used to acquire, sort, and analyze the data. The

following are some of the statistical tools used to examine the data: an explanation of the data

using frequency tables and percentages. In addition, basic linear and multiple regression analyses

were performed to assess the strength of the influence of independent factors on the study's

hypothesized outcome variables. Also, a statistical tool known as R-square was utilized to

determine how much of a difference there is between groups when it comes to a dependent

variable. The data was validated through the use of regression analysis and descriptive statistics.

Data interpretation also made use of distribution tables, frequency, and percentages.
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Chapter Four

Results and Discussion of Findings

This part focuses on the study findings analysis and discussion. The demographics of the

respondents are discussed, as well as data presentation in the form of tables, charts, and cross

tabulations to meet the study's goals. Three hundred and ten (310) copies of the questionnaires

were administered to the study respondents across seventeen banks from which two hundred and

seventy-one (271) were returned filled and valid for analyses making it 87.4% response rate.

Hence the analysis was based on the two hundred and seventy-one (271) copies of questionnaires

that were retrieved fully completed and valid for the study on impact of training and

development on employees' retention among selected money deposit bank workers’ in Kwara

State, Nigeria.

4.1 Data Presentation

4.1.1 Questionnaire Response Rate

Response Frequency Percentage (%)

Administered & Retrieved 271 87.4

Administered But Not Retrieved 39 12.6

Total 310 100.0
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Presentation of Demographic Data

Table 4.2 Presentation of Demographic Data

Name of Banks Frequency Percent

Access Bank Plc. 18 6.6

Fidelity Bank Plc 15 5.5

First City Monument Bank Ltd 20 7.4

Guaranty Trust Bank Plc 17 6.3

Union Bank of Nigeria Plc 18 6.6

First Bank of Nig. Ltd 15 5.5

United Bank for Africa Plc 14 5.2

Zenith Bank Plc 15 5.5

Ecobank Nigeria Plc 14 5.2

Keystone Bank Ltd. 16 5.9

Polaris Bank Ltd 16 5.9

Stanbic IBTC Bank Plc 15 5.5

Sterling Bank Plc 20 7.4

Unity Bank Plc. 14 5.2

Wema Bank Plc 14 5.2

Heritage Bank Plc 16 5.9

Jaiz Bank Plc 14 5.2

Total 271 100.0

Source: Researcher’s Field Survey, 2021



165

Figure 4.1 Distribution Name of Banks of Respondents

Source: Researcher’s Field Survey, 2021

Table 4.2 and figure 4.1 revealed the frequency distribution according to name of Banks of

respondents. The result showed that respondents from First City Monument Bank Ltd and

Sterling Bank Ltd are 20(7.4%) respectively, while respondents from Access Banks Plc. And

Union Bank of Nigeria Plc. are 18 (6.6%) and respondents from Guaranty Trust Bank Plc are

17 (6.3%) of the total respondents, while Keystone Bank Ltd. Polaris Bank Ltd and Heritage

Bank plc. are 16 (5.9%) of the total respondents, Fedelity Bank Plc. First Bank of Nig. Ltd.

Zenith Bank Plc., and Stanbic IBTC Bank plc., are 15 (5.5%). At the same time, United Bank

for Africa Plc., Ecobank Nigeria Plc., Unity Bank Plc., Wema Bank Plc., and Jaiz Bank Plc.,

are 14 (5.2%) of the total respondents, respectively. This showed that majority of the

respondents are from First City Monument Bank Ltd and Sterling Bank Ltd
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Table 4.3 Respondents by Age

Age in Years Frequency Percent

20-30yrs 130 48.0

31-40yrs 94 34.7

41-50yrs 33 12.2

51- 60yrs 8 3.0

61yrs and above 6 2.2

Total 271 100.0

Source: Researcher’s Field Survey, 2021

Figure 4.2 Distribution age of Respondents

Source: Researcher’s Field Survey, 2021
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Table 4.3 and figure 4.2 shows that 130 (48.0%) of the respondents are within the age category

of 20-30 years, 94 (34.7%) are within 31-40 years of age category, 33 (12.2%) within 41-50

years category, 8 (3.0%) are within 51-60 years of age category, while 6 (2.2%) within 61 years

and above category. This show there is more youth among the respondents of the sample bank.

Table 4.4 Respondents by Gender

Gender Frequency Percent

Male 73 26.9

Female 198 73.1

Total 271 100.0

Source: Researcher’s Field Survey, 2021

Figure 4.3 Distribution Gender of Respondents

Source: Researcher’s Field Survey, 2021
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From the table 4.4 and figure 4.3, 73(26.9%) of the respondent are males and 198(73.1%) are

female. This shows that there are more female than male amongst the banks represented in this

study.

Table 4.5 Respondents by Marital Status

Marital Status Frequency Percent

Single 219 80.8

Married 49 18.1

Divorced 3 1.1

Total 271 100.0

Source: Researcher’s Field Survey, 2021

Figure 4.4 Distribution Marital Status of Respondents

Source: Researcher’s Field Survey, 2021
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Table 4.5 and figure 4.4 above shows that 219 (80.8%) of the respondents are single when asked

about their marital status while 42 (18.1%) are married and 3(1.1%) are divorced. This data

suggests that respondents who are still single represent the highest sample of the study.

Table 4.6 Respondents by Qualification

Qualification Frequency Percent

OND/NCE 105 38.7

1st Degree 166 61.3

Total 271 100.0

Source: Researcher’s Field Survey, 2021

Table 4.6 above shows that majority 166(61.3%) of the respondents from the selected banks have

first degree while 105(38.7%) had OND/NCE.

Table 4.7 Respondents by Years of Service in the Bank

Years Frequency Percent

6 months to 1yr 41 15.2

2 to 3 yrs 47 17.3

4 to 5 yrs 39 14.4

6 yrs and above 144 53.2

Total 271 100.0

Source: Researcher’s Field Survey, 2021

Table 4.7 above shows that majority 144 (53.2%) are within 6 years and above in service,

47(17.3%) within 2 to 3 years’ experience, 39(14.4%) are within 4 to 5 years of experience and

41(15.1%) within 6 months to 1 of experience category. Hence, a sizeable number of the workers

are knowledgeable about the banking practices, policies and regulations. Furthermore, the table

revealed that a proportionate rate of employment exists in the banking sector during the study

period.
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4.2 Presentation of Research Questions

4.2.1 Research Question One

What Measures can Curtail Under-Performance by Staff of Deposit money banks in Kwara State,

Nigeria?

Table 4.8 Measures that can Curtail Under-Performance

S/N Items SA A D SD Mean Std. Dev

1 Regular promotions as at
when due is key to great
performance by staff

139
(51.3)

98
(36.2)

7
(2.6)

20
(7.4)

4.26 1.001

2 Under performance by staff
could be avoided by regular
payment of salaries and other
financial benefits/rewards

63
(23.2)

117
(43.2)

8
(3.0)

11
(4.1)

3.80 .942

3 Constant training and re-
training on the job and off the
job creates room for positive
performance by staff

61
(22.5)

110
(40.6)

6
(2.2)

21
(7.7)

3.73 .968

4 Provision of a positive work
environment for staff yields
great performance

78
(28.8)

152
(56.1)

10
(3.7)

13
(4.8)

4.01 .939

5 Provision of other work-
enhancing benefits like health
insurance schemes, accident-
free environment etc will also
yield great performance by
staff

85
(31.4)

154
(56.8)

8
(3.0)

13
(4.8)

4.09 .898

Total 85
(31.4)

126
(46.5)

8
(2.9)

16
(5.9)

3.98 .949

Sources: Researcher’s Field Report, 2021.

From table 4.8 above; findings show that 51.3%, 36.2%, respondents representing 87.5% agreed

that regular promotions as at when due is key to great performance by staff while 12.5%

disagreed. Furthermore, it reveals that 23.2%, 43.2%, respondents representing 66.4% agree that
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performance by staff could be avoided by regular payment of salaries and other financial

benefits/rewards while 33.6% disagreed. In addition, it showed that 22.5%, 40.6%, respondents

representing 63.1% agreed that Constant training and re-training on the job and off the job

creates room for positive performance by staff while 36.9% disagreed. Moreover, it reveals that

28.8%, 56.1%, respondents representing 84.9% agree that the provision of a positive work

environment for staff yields great performance while 15.1% disagreed.

Lastly, 31.4%, 56.8%, respondents representing 88.2% agree that Provision of other work-

enhancing benefits like health insurance schemes, accident-free environment etc will also yield

great performance by staff while, 11.8% disagreed.

4.8b Summary of the Measures that Can Curtail Under-Performance

Sources Category of scores Responses

Frequency Percentage

High Above 70% 203 74.9

Moderate 30%-70% 27 10.0

Low Below 30% 31 15.1

Total 271 100.0

Mean 3.98

Standard Dev. 0.949

Sources: Researcher’s Field Report, 2021.

From table 4.8b above, the findings show that the majority of the respondents agreed that there

were the measures that can curtail under-performance. The mean and standard deviation used

corroborate this claim. This was shown with the weighted average mean and standard deviation

score (Weighed Average mean =3.98, Grand mean=3.39), which showed that there were

measures that can curtail under-performance by staff of deposit money banks Kwara State,

Nigeria.
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4.2.2 Research Question Two

To what extent would training positively affect employee retention in money-deposit banks,

Kwara State, Nigeria?

Table 4.9 Training has a Positive Resultant Effect on Employee Retention

S/A Training SA (%) A(%) D(%) SD(%) Mean Std.
Deviation

1 increases Employee
interpersonal
relations with
customer.

109
(40.2)

132
(48.7)

8
(3.0)

17
(6.3)

4.17 .955

2 increases employee
accuracy and speed
in performing a
task

135
(49.8)

89
(32.8)

10
(3.7)

8
(3.0)

4.22 1.005

3 enables employee
to Attract and
Retain customers

130
(48.0)

94
(34.7)

6
(2.2)

8
(3.0)

4.23 .932

4 enhances employee
ability to process
Transactions

81
(29.9)

111
(41.0)

5
(1.8)

6
(2.2)

3.95 .897

5 increases employee
self-confidence on
the Job which
yields positivity

127
(46.9)

117
(43.1)

7
(2.6)

12
(4.4)

4.27 .914

6 increases employee
chances of career
progression

50
(18.5)

43
(15.9)

127
(46.9)

30
(11.1)

2.48 1.619

Total 105(38.7) 98(36.2) 27(10.0) 14(5.1) 3.88 1.053

Sources: Researcher’s Field Report, 2021.

From table 4.9 above, findings show that 40.2%, 48.7%, respondents representing 88.9% agreed

that training increases employee interpersonal relations with customer while 11.1% feel
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otherwise. The study also reveals that 49.8%, 32.8%, respondents representing 82.6% agree that

their training increases employee accuracy and speed in performing a task. In comparison, 17.4%

suggest that training decreases employee accuracy and speed. In addition, it shows that 48.0%,

34.7%, respondents representing 82.7% agreed that Training enables employee to Attract and

Retain customers while 17.3% disagreed. Furthermore, the study reveals that 29.9%, 41.0%,

respondents representing 70.9% agree that Training enhances employee ability to process

Transactions while 29.1% of the respondents disagreed. Also the study reveals that 46.9%,

43.1%, respondents representing 90.0% agree that Training increases employee self-confidence

on the Job which yields positivity while 10.0% of the respondents disagreed. Lastly, when asked

if Training increases employee chances of career progression, 7.7%, 11.1%, 46.9% respondents

representing 65.7% disagree, however, 34.3% agreed that Training increases employee chances

of career progression.
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4.9b Summary of the Training Have a Positive Resultant Effect on Employee Retention

Sources Category of scores Responses
Frequency Percentage

High Above 70% 203 74.9

Moderate 30%-70% 27 10.0

Low Below 30% 31 15.1

Total 271 100.0

Mean 3.88

Standard Dev. 0.82

Sources: Researcher’s Field Report, 2021

From table 4.9b, findings show that the majority of the respondents agreed that training has a

positive resultant effect on employee performance. The mean and standard deviation used

corroborate this claim. This was shown with the weighted average mean and standard deviation

score of (Weighed Average mean =3.88, Grand mean=3.39). Therefore, training positively

affects employee retention in money-deposit banks in Kwara State, Nigeria.
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4.2.3 Research Question Three

Would Development have a Positive Impact on Employee Retention in Money-Deposit Banks,

Kwara State, Nigeria?

Table 4.10 Development have a Positive Impact on Employee Retention

S/N Development SA A D SD Mean Std.
Deviation

1 prevents loss of
organizational
knowledge

102
(37.6)

144
(53.2)

5
(1.8)

3
(1.1)

4.24 .772

2 presents conditions of
employment that
guarantee job security

103
(38.0)

149
(55.0)

1
(0.4)

8
(3.0)

4.27 .704

3 encourages good
working relationship
amongst employees'

163
(60.1)

98
(36.2)

4
(1.5)

3
(1.1)

4.52 .719

4 keep employees' up to
speed on current
technology to perform
jobs

84
(31.0)

116
(42.8)

3
(1.1)

4
(1.5)

4.01 .841

5 creates platform for
recognition and reward
for good performance

85
(31.4)

118
(43.5)

3
(1.1)

4
(1.5)

4.03 .836

6 encourages staff
participation in decision
making process

99
(36.5)

146
(53.9)

3
(1.1)

5
(1.8)

4.23 .745

Sources: Researcher’s Field Report, 2021.

Findings show that 37.6%, 53.2%, respondents representing 90.8% agreed that development

prevents loss of organizational knowledge while 9.2% disagreed. The study also reveals that

38.0%, 55.0%, respondents representing 93.0% agree that development presents conditions of

employment that guarantee job security while 7.0% of the respondent disagreed. In addition, it

showed that 60.1%, 36.2%, respondents representing 96.3% agreed that development encourages

good working relationship amongst employees' while 3.7% disagreed. The study also reveals that
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31.0%, 42.8%, respondents representing 73.8% agree that development keep employees' up to

speed on current technology to perform jobs while 26.2% disagreed. Furthermore, it reveals that

31.4%, 43.5%, respondents representing 74.9% agree that development create a platform for

recognition and reward for good performance while 25.1% disagreed. Lastly, when asked if

Development encourages staff participation in decision making process, 36.5%, 53.9%

respondents representing 90.4% agree that they do however, 9.6% say that Development does

not encourages staff participation in decision making process.

Table 4.10b: Summary of Development Impact on Employee Retention

Sources Category of scores Responses

Frequency Percentage

High Above 70% 203 86.8

Moderate 30%-70% 28 10.3

Low Below 30% 8 2.9

Total 271 100.0

Mean 4.21

Standard Dev. 0.769

Sources: Researcher’s Field Report, 2021.

The results of findings show that the majority of the respondents agreed that training and

development positively affect employee retention. The mean and standard deviation used

corroborate this claim. This was shown with the weighted average mean and standard deviation

score of (Weighed Average mean =4.21, Grand mean=3.39). Therefore, training and

development positively affect employee retention in money-deposit banks in Kwara State

Nigeria.
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4.2.4 Research Question Four

To what extent would training and development tailored towards employee retention can

motivate staff to higher performance in deposit money banks, Kwara State, Nigeria?

Table 4.11 Effect of Motivation on Productivity

S/N Items SA A D SD Mean Std.
Deviation

1 Staff give their
optimum best on the
job

97
(35.8)

146
(53.9)

3
(1.1)

6
(2.2)

4.21 .758

2 The Deposit money
banks get more
customers and make
more profits

92
(33.9)

157
(57.9)

5
(1.8)

5
(1.8)

4.20 .765

3 The staff have the
chance to work in a
relaxed environment
and not a harsh one

159
(58.7)

104
(38.4)

5
(1.8)

3
(1.1)

4.51 .735

4 Motivation provides
room for healthy
rivalry among staff

72
(26.6)

123
(45.4)

6
(2.2)

3
(1.1)

3.93 .869

5 Incentives such as
monetary rewards or
promotions are key to
bank growth

72
(26.6)

114
(42.1)

10
(3.7)

10
(3.7)

3.84 .982

Total 98(36.2) 129(47.6) 6(2.2) 5(1.8) 4.14 .821

Sources: Researcher’s Field Report, 2021.

Findings show that 35.8%, 53.9%, respondents representing 89.7% agreed that staff give their

optimum best on the job while 10.3% disagreed. The study also reveals that 33.9%, 57.9%,

respondents representing 91.8% agree that the Deposit money banks get more customers and

make more profits while 8.2% disagreed. In addition, it shows that 58.7%, 38.4%, respondents
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representing 97.1% agreed that the staff have the chance to work in a relaxed environment and

not a harsh one. Furthermore, reveals that 26.6%, 45.4%, respondents representing 72.0% agree

that motivation provides room for healthy rivalry among staff while 78.0% disagreed. Finally,

when asked if incentives such as monetary rewards or promotions are key to bank growth, 26.6%,

42.1%, respondents representing 68.7% agree that Incentives such as monetary rewards or

promotions are key to bank growth, however, 31.3% disagreed.

4.11b Summary of the Effect of Motivation on Productivity
Sources Category of scores Responses

Frequency Percentage

High Above 70% 223 83.8

Moderate 30%-70% 33 12.2

Low Below 30% 11 4.0

Total 271 100.0

Mean 3.88

Standard Dev. 0.82

Sources: Researcher’s Field Report, 2021.

The results of findings show that majority of the respondents agreed that there was effect of

motivation on productivity among staff of deposit money banks. The mean and standard

deviation used corroborate this claim. This was shown with the weighted average mean and

standard deviation score of (Weighed Average mean =4.14, Grand mean=3.39). Therefore, there

was the effect of motivation on productivity among staff of deposit money banks in Kwara State,

Nigeria.
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4.2.5 Research Question Five

Could Training and Development Result in Employee Retention in Deposit Money Banks,

Kwara State, Nigeria?

Table 4.12 Training and Development Result in Employee Retention

S/N Items SA A D D SD Mean Std. Dev
1 Training and

development increases
interpersonal
relationship between
managers and
subordinates.

90
(33.2)

142
(52.4)

18
(6.6)

8
(3.0)

13
(4.8)

4.08 .923

2 Trained employee feels
satisfied than untrained
employee.

102
(37.6)

145
(53.5)

8
(3.0)

3
(1.1)

13
(4.8)

4.22 .808

3 Training and
development increases
employees' earning
power

146
(53.9)

102
(37.6)

1
(0.4)

4
(1.5)

18
(6.6)

4.36 .903

4 Training and
development increases
motivation.

85
(31.4)

145
(53.5)

19
(7.0)

7
(2.6)

15
(5.5)

4.06 .915

5 Training brings about
employee
retention

89
(32.8)

147
(54.2)

15
(5.5)

7
(2.6)

13
(4.8)

4.10 .895

Total 103(38.0) 136(50.2) 12(4.4) 6(2.2) 14(5.2) 4.16 .888
N=271, Weighed Average mean =4.14, Grand mean=3.39

Sources: Researcher’s Field Report, 2021.

Findings show that 33.2%, 52.4%, respondents representing 85.6% agreed that Training and

development increases interpersonal relationship between managers and subordinates while

14.4% disagreed. Also reveals that 37.6%, 53.5%, respondents representing 91.1% agree that

trained employees feel satisfied than untrained employees while 8.9% of the respondents
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disagreed. Moreover, it showed that 53.9%, 37.6%, respondents representing 91.5% agreed that

Training and development increases employees' earning power while 8.5% disagreed. Also

reveals that 31.4%, 53.5%, respondents representing 84.9% agree that Training and development

increase motivation while 15.1% disagreed. Lastly, it reveals that 32.8%, 54.2%, respondents

representing 86.0% agree that Training brings about employee retention, while 14.0% disagreed.

4.12b Summary of the Training and Development Result in Employee Retention

Sources Category of scores Responses

Frequency Percentage

High Above 70% 239 88.2

Moderate 30%-70% 12 4.4

Low Below 30% 20 7.4

Total 271 100.0

Mean 3.88

Standard Dev. 0.82

Sources: Researcher’s Field Report, 2021.

The findings show that the majority of the respondents agreed that training and development

result in employee retention. The mean and standard deviation used corroborate this claim. This

was shown with the weighted average mean and standard deviation score of (Weighed Average

mean =4.14, Grand mean=3.39), training and development result in employee retention in

deposit money banks, Kwara State, Nigeria.
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4.2.3 Presentation of Test of Hypotheses

H01: There is no significant relationship between training and employee retention in deposit

money banks, Kwara State, Nigeria.

Table 4.13 Correlation between training and employee retention in Deposit money

banks, Kwara State, Nigeria

Items Training Employee

Retention

Training Pearson Correlation 1 .975**

Sig. (2-tailed) .000

N 271 271

Employee Retention Pearson Correlation .975** 1

Sig. (2-tailed) .000

N 271 271

Mean 23.32 19.90

Std. Deviation 3.384 3.245

Correlation is significant at the 0.01 level (2-tailed).
Sources: Researcher’s Field Report, 2021.

The correlation above shows a significant relationship between training and employee retention

in deposit money banks, Kwara State, Nigeria. Furthermore, the relationship between training

and employee retention is high, positive and significant (r = 0.975, p<0.05). Therefore, the result

showed a positive relationship between training and employee retention in deposit money banks,

Kwara State, Nigeria.
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H02: There is no significant relationship between development and employee retention in deposit

money banks, Kwara State, Nigeria.

Table 4.14 Correlation between Development and Employee Retention in Deposit money

banks, Kwara State, Nigeria

Items Development Employee
Retention

Development Pearson Correlation 1 .733**

Sig. (2-tailed) .000

N 271 271

Employee Retention Pearson Correlation .733** 1

Sig. (2-tailed) .000

N 271 271

Mean 23.32 25.30

Std. Deviation 3.384 3.448

Correlation is significant at the 0.01 level (2-tailed).

Sources: Researcher’s Field Report, 2021.

The correlation above shows a significant relationship between development and employee

retention in deposit money banks, Kwara State, Nigeria. The relationship between development

and employee retention in deposit money banks, Kwara State, Nigeria is very high, positive and

significant (r = 0.733, p<0.05). Therefore, the result showed a positive relationship between

development and employee retention in deposit money banks, Kwara State, Nigeria.
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H03: There is no significant relationship between training/development and motivation toward

employee retention in deposit money banks, Kwara State, Nigeria

Table 4.15 Correlation between Motivation and Productivity among Employees of

Deposit money banks

Items Effect of Motivation Training and

development

Effect of Motivation Pearson Correlation 1 .560**

Sig. (2-tailed) .000

N 271 271

Training and

development

Pearson Correlation .560** 1

Sig. (2-tailed) .000

N 271 271

Mean 20.69 23.32

Std. Deviation 3.007 3.384

Sources: Researcher’s Field-report, 2021.

The correlation above shows a significant relationship between motivation and productivity

among employees of deposit money banks. Furthermore, the relationship between motivation

and productivity among employees of deposit money banks is positive and significant (r = 0.560,

p<0.05). Therefore, the result showed a positive relationship between motivation and

productivity among employees of deposit money banks.
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H04: There is no significant relationship between training and development and employee

retention in deposit money banks, Kwara State, Nigeria.

Table 4.16: Correlation between training and development and employee retention

Items Training and

development

Employee Retention

Training and

development

Pearson Correlation 1 .416**

Sig. (2-tailed) .000

N 271 271

Employee Retention Pearson Correlation .416** 1

Sig. (2-tailed) .000

N 271 271

Mean 23.32 20.81

Std. Deviation 3.384 3.207

Sources: Field Report, 2021.

The correlation above shows a significant relationship between training and development and

employee retention in deposit money banks, Kwara State, Nigeria. Furthermore, the relationship

between training and development and employee retention is positive and significant (r = 0.416,

p<0.05). Therefore, the result showed a positive relationship between training and development

and employee retention in deposit money banks, Kwara State, Nigeria.

4.3 Discussion of Findings

This study looked at the influence of training and development on employees’ retention in

deposit money banks, Kwara State, Nigeria. This was accomplished by formulating, using, and

analyzing five research questions and four hypotheses. Pearson Product Momment Correlation

analysis was used to test the hypothesized relationships that were then followed by
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interpretations and discussions. The results and findings were presented and explained using

frequency tables, percentages, pie charts, and bar charts for demographic characteristics, mean

values, and standard deviations.

First, data reveal that the vast majority of respondents believe that training and development has

a beneficial impact on an employee's ability to execute their jobs. This argument is supported by

the usage of the mean and standard deviation. Because of this, training at Kwara State, Nigeria's

deposit money institutions has been found to improve staff performance (Weighted Average

Mean =3.88, Grand Mean=3.39). One or more of the following factors may account for this:

Training and Development improves employee-customer interactions. When an employee

receives training, their accuracy and speed improve. As a result, they are better able to attract and

retain customers, they are better able to process transactions, and they have more self-confidence

in their work, which leads to more positivity. Training also increases an employee's chances for

advancement in their career.

These training programs were designed to help employees enhance their productivity by honing

their skills. In order to meet the demands of the company, staff training programs are critical. As

a result, management training is focused on human and conceptual skills, which help managers

better manage the firm's people capital2,3. However, studies show that over 40% of small

business employees are unsatisfied with the quantity of training3. Dissatisfaction and annoyance

with the lack of possibilities to improve skills were shown to be strongly correlated with both an

employee's desire to quit and the frequency of absences, according to the study. Other studies

have reached similar findings, such as a 1999 Gallup survey that identified a lack of learning and

growth opportunities as one of the top three causes of employee dissatisfaction4. Evidence also

suggests that training and retention go hand in hand, especially for highly skilled workers6.
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According to the answers of the second study question, most respondents believed that staff

retention is improved by investing in training and development. In this case, the average and

standard deviation back up the assertion they are making. Training and development have been

demonstrated to positively impact staff retention in money-deposit institutions in Kwara State,

Nigeria, using the weighted average mean and grand mean scores (Weighted Average mean

=4.21, Grand mean=3.39). In addition, because training and development prevents the loss of

organizational knowledge, training and development creates employment conditions that ensure

job security, training and development promotes good working relationships among employees

and keeps employees up-to-date on current technology for job performance, training and

development provides a platform for employee recognition and reward.

There is evidence to support the idea that employee learning, which includes both formal and

informal learning, as well as socialization within the workplace, helps to keep employees around

by: (i) building commitment among employees through a show of support; (ii) equipping

employees with the tools they need to deal with stress related to job demands and change; and (iv)

creating a caring culture.

Most people who took part in the third study question agreed that motivation impacted

productivity among money deposit bank employees. In this case, the average and standard

deviation back up the assertion they are making. There was a correlation between employee

motivation and productivity at deposit money banks in Kwara State, Nigeria, as demonstrated by

the weighted average mean and standard deviation score of (Weighted Average mean =4.14,

Grand mean=3.39). One or more of the following might explain this: Employees give their all

while at work, As a result, the money-deposit institutions gain more clients and generate more

money, while the employees benefit from working in a less stressful atmosphere. Healthy
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competitiveness among employees is enabled by motivation. Bank development relies heavily on

incentives like cash awards and promotions.

However, the findings were consistent with some researcher’s findings, who suggest that reward

systems should be a key area for innovating. She argues that as the workforce becomes more

diverse, employers will have to find new ways to reward the best employees8. However, it would

be difficult to include all the many forms of employee recognition and awards organizations

provide. However, rewarding and recognizing employees as part of a broader attempt to maintain

them or implement excellent workplace practices may help retention. As a catch-all phrase,

"Reward and Recognition" encompasses a wide range of official and informal, financial and non-

financial incentives offered to individuals, groups of individuals or a complete workforce.

Fourth, research results reveal that most respondents felt that employee work satisfaction results

from training and growth. In this case, the average and standard deviation back up the assertion

they are making. Employee work satisfaction at money-deposit institutions in Kwara State,

Nigeria, has been linked to training and development (Weighted Average Mean =4.14, Grand

Mean=3.39). One or more of the following factors may account for this: Professional

development and training improve interpersonal relationships between managers and

subordinates, and trained employees are happier than untrained ones. Employees' earning

potential is increased by investing in training and development. In-depth education and training

in the workplace boosts motivation and Employee work satisfaction rises as a result of training.

According to a study, over 40% of small business employees are unsatisfied with the training

they get. According to the study, dissatisfaction and annoyance with the lack of possibilities to

improve skills were strongly correlated with both an employee's desire to quit and the frequency
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of absences11. Employee discontent was cited as one of the top three factors in a 1999 Gallup

poll, and other research has reached similar conclusions12. According to the available evidence,

training and retention appear to be linked even more strongly for workers with higher levels of

competence, according to the available evidence13.

According to the findings of fifty study questions, most respondents agreed that actions might be

taken to reduce underperformance. In this case, the average and standard deviation back up the

assertion they are making. Staff at money deposit institutions in Kwara State, Nigeria have

historically underperformed, as evidenced by the weighted average mean and grand mean

(Weighted Average mean =3.98, Grand mean=3.39). One or more of the following factors may

account for this: Employees' key to outstanding performance is regular promotion as soon as

they are due. It is possible to avoid underperformance by paying wages and other financial

benefits/rewards regularly. Staff may perform better when they are constantly trained and re-

trained both on and off the work. Good performance may be achieved by creating a good

working environment for employees. Offering additional advantages that enhance employee

performance, such as health insurance plans and an accident-free workplace, will also result in

excellent work from employees.

More than 40% of small company employees are unsatisfied with the training they get, according

to a study cited in Dissatisfaction and annoyance with the lack of possibilities to improve skills

were shown to be strongly correlated with both an employee's desire to quit and the frequency of

absences, according to the study. According to a 1999 Gallup study, one of top three reasons for

employee unhappiness is a lack of learning and growth opportunities, and other studies have

come to similar conclusions16. Evidence also suggests that the relationship between training and

employee retention is higher for highly competent employees17.
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Regarding the four hypotheses, the Correlation analysis reveals that the null hypothesis was

rejected while the alternative hypothesis was accepted. According to the first hypothesis, training

and employee retention go hand in hand in Deposit money banks. Training and development has

a strong, favorable, and substantial association with employee retention (r = 0.975, p0.05).

Therefore, the hypothesis was found to be unfounded. As expected, the results confirmed that

training produces the desired effects.
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Chapter Five

Conclusion

This chapter presents the summary of the study, findings, conclusion and recommendations

based on the findings. The chapter equally contains area suggested for further studies.

5.1 Summary of Findings

Training and development have been found to have a positive impact on employee retention in

deposit banks in Kwara. These specific objectives include the impact of training on employee

performance at financial institutions and how training and development affect employee

retention at financial institutions. In addition, we examined how the productivity of financial

institution employees is affected and how motivation influences productivity. We also

established key metrics by assessing how well employee job satisfaction is driven by training and

development. To achieve the above objectives, the survey he divided into five segments. Chapter

One was devoted to the introduction including the course and objectives of the study, as well as

the problem and definition of the research question. We also clarified the scope and relevance of

the study and defined key terms used throughout the study.

In Chapter Two, we examined relevant literature on the concepts of training, development,

training and development, employee retention, motivation, job satisfaction, productivity,

compensation, human resource management, and custodianship. It was also decided to study the

theoretical and empirical framework in depth. In addition, a conceptual model was constructed to

serve as the basis for hypothesis testing and to describe the relationships between the main

independent and dependent variables and their subvariables.
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Chapter Three then provided a description of the investigator's methodology, including the study

design, population, sample, and sampling procedure, as well as the study equipment and its

validity and reliability. Finally, Chapter Four summarizes the results, including methods, results

and conclusions. Descriptive and inferential statistics were used in this study. Respondent

demographics were used in combination with summarizing statistical data on study variables and

examining how these factors interacted. SPSS v 23 statistical software was used to analyze and

interpret data such as percentages, frequency pie charts and bar charts. Using inference analysis

and Pearson's correlation analysis, we were able to assess the impact of job mismatch dimensions

on job-related outcomes at selected cash depository institutions in Kwara state, Nigeria.

Questionnaire data were categorized, coded, analyzed and permuted with PPMC analysis,

showing statistically significant relationships between training and development and retention

factors, the hypothesis was finally accepted. The SPSS program was also used to create a master

data sheet. When it comes to the five hypotheses, the Correlation analysis reveals that the null

hypothesis was rejected, while the alternative hypothesis was shown to be true It seems from the

first hypothesis that training and employee retention have a very strong, positive and significant

association (r = 0.975, p0.05).

Furthermore, development and staff retention are highly associated with Deposit money banks

(r=0.733, p0.05), according to the second hypothesis. According to the third hypothesis, there is

a positive and significant link between employee motivation and productivity at money deposit

institutions (r=0.560, p0.05). The fourth hypothesis reveals a positive and substantial link

between training and development and employee retention (r = 0.416, p0.05).
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5.2 Conclusion

A correlation was found between training and development and employee retention based on the

study's findings. It also demonstrates that training and development impact Deposit money

banks' ability to retain employees. A correlation was found between employee motivation and

productivity at money deposit institutions, the study found. It revealed a link between

professional growth and work happiness among employees. It demonstrates a link between

tightening monetary policy and poor performance among money deposit bank employees.

According to the findings, employee job performance and willingness to work for the

organization rise when jobs are linked with organizational needs and workers receive adequate

training to do their tasks. Human resource development methods in the banking sector focus on

increasing the workforce's productivity while also retaining employees by investing in their skills,

creativity, and technical capacity. It may be argued that the idea of training and development

techniques does not only apply to employees, but also to employers, who must sharpen their

intrinsic resources to increase the efficiency and effectiveness of their bank staff and the

management of physical and other human resources.

5.3 Recommendations

According to the findings of this study, future researchers should consider other results of

training on developmental achievement or goals in money-deposit banks and determine the

effectiveness of motivation on productivity among money-deposit bank staff and organizational

characteristics that influence developmental goals, which were not considered in this study such

as locus of control, creativity, and self-confidence. Future researchers may want to look at the

additional advantage of enhancing the perception of training and development goals among
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employees themselves. Banks should emphasize competency-based incentive schemes for

employees to boost productivity and provide more value to customers. It's also recommended

that deposit bank managers place a high value on these aspects, because doing so might

significantly influence overall growth progress.

5.4 Contribution to Knowledge

This study contributes to the body of knowledge on the field of deposit money banks. The study

will be of help to Deposit Money Banks which provide financial services to their clients, policy

makers, employees and the academia. It can also support deposit money banks to understand to

what extent does the taining and development, employee retention uplift and enhance the

workers performance and increase the growth of the banks for both sides to benefits. Also, it

helps to inform the association management that training and development and employee

retention is an active practice for wellbeing working environment.

5.5 Areas of Further Studies

Note that this study focused on the influence of employee retention among chosen money deposit

bank personnel in Kwara State, Nigeria, and not on all bank employees. As a means of

improving the study's findings, future research could look at how successful training and

development affects organizational behavior and, ultimately, deposit bank growth outcomes.

Further research might also establish a location outside of the employees' in Kwara State, Nigeria,

to gather findings more broadly. As a result, further research should focus on examining the

educational and gender differences in the characteristics of money deposit bank workers

(management staff) to determine whether male and female managers of deposit money banks

have different levels of success in the bank's development.



197

References

Books

Armstrong, M. A Handbook of Personnel Management Practices. Kogan Page Limited London.
2020

Armstrong, M. Business Organization and Management, 3rd edition. 2018

Banfield, Paul, Rebecca Kay, & Dean Royles. Introduction to Human Resource Management.
Oxford University Press, 2018.

Beardwell I., & Holden L. Human Resource Management: A Contemporary Perspective. New
Delhi: Macmillan India Limited. 2018

Biamba, Cresantus, & Signhild Olsson. "Attracting and Retaining School Leaders: A Case Study
of Two Municipalities in Sweden." 2021.

Borkowski, Nancy, & Katherine A. Meese. Organizational Behavior, Theory, And Design in
Health Care. Jones & Bartlett Learning, 2021.

Bougie, Roger, and Uma Sekaran. Research Methods for Business: A Skill Building Approach.
John Wiley & Sons, 2019.

Brewster, Chris, Wolfgang Mayrhofer, & Elaine Farndale, eds. Handbook of Research on
Comparative Human Resource Management. Edward Elgar Publishing, 2018.

Cascio, Wayne. Managing Human Resources. McGraw-Hill US Higher Ed USE, 2021.

Champoux, Joseph E. Organizational Behavior: Integrating Individuals, Groups, and
Organizations. Routledge, 2020.

Chandwaskar, P. "TLP for Organisational Behaviour 2018-2019." 2019.

Chattopadhyay S. & Pareek U. Managing Organizational Change. New Delhi Oxford and IBH
Publishing Company 2019.

Cole, G.A. Personnel and Human Resource Management Practice, 7th edition. 2002.

Collings, David G., Geoffrey T. Wood, & Leslie T. Szamosi. Human Resource Management: A
Critical Approach. Routledge, 2018.

Dessler, G. Human Resource Management 11th ed. Pearson International Edition. 2013.

Emokpae, Philips Osarenren. "An Exploratory Study of How and Why some Micro-Finance
Banks Overcome Adversity and Why others do not." 2021.

Fazzin, Sara, ed. Emotion-Based Approaches to Personnel Management: Emerging Research
and Opportunities: Emerging Research and Opportunities. IGI Global, 2019.

Flippo, E.B. Principles of Personnel Management. 1979



198

George, S. A. & Scott, B. W. Managing Human Resource, 20th Edition, 2020.

George, S.A. & Scott, B.W. Managing Human Resource, 20th Edition, 2019.

Govil, S. K. The Importance of Training in an Organization. 2019.

Greer, C.R. Strategic Human Resource Management. Pearson Custom Publishing, 2021.

Greenberg, J., & Baron A.R. “Behaviour in Organisations”, USA, Prentice Hall, 8th Edition,
Vol. 8, 2006, pp.188-215.

Guffey, M. E., Business Communication: Process & product. Cengage Learning, 9th edition,
2017, 1056pp – ISBN 13: 978 – 130595, 1961.

Infande, A. The Four Basic Steps in the Training Process, Kindle Edition Jehanzeb and Beshir,
N. A. 2019

Koike, K. "Human Resource Development of White-collar Employees." Tokyo: Toyo Keizai (in
Japanese) 2019.

Lawrence, A.S. Fundamentals of Industrial Quality Control. CRC Press, 2018.

Manolescu, A. Human Resource Management, 4th Edition, The Economic Publishing House,
Bucarest, 2018, p.332.

Merriam, B.S. Qualitative Research and Case Study Applications in Education. San Francisco
Jossey-Bass Publishers Inc. 2018

Monappa, A., & Saiyadain, M. Personnel Management 2nd ed. Tata McGraw-Hill, New Delhi.
1999, ISBN 13: 9780074622643

Noe, Raymond A., & Amitabh Deo Kodwani. Employee Training and Development, 7e.
McGraw-Hill Education, 2018.

Nelson, Bob. 1,001 Ways to Engage Employees: Help People Do Better what They Do Best. Red
Wheel/Weiser, 2018, 288 pp. ISBN 13: 978 – 1632651372

Pettinger, Richard. Introduction to Management. Bloomsbury Publishing, 2020.

Ramos, Alberto Guerreiro. The New Sciences Organizations. University of Toronto Press, 2020.

Ssemwanga, Sadat Lutaaya. "Personality, Motivation, and Job Performance of Part-time
Academic Staff in Selected Private Universities in greater Kampala Metropolitan Area."
Nkumba University Press Entebbe., 2021.

Thomson, A. Managing People and training and Development 3rd ed. Butterworth-Heinemann.
2017.

UNDP. Human Development Report 2019: Concept and Measurement of Human Development.
New York: Oxford University Press. 2019



199

UNDP. Human Development Report 2019: Human Rights and Human Development .New York:
Oxford University Press 2019.

Yamane, Taro. Statistics, An Introductory Analysis, 2nd Ed., New York: Harper and Row 1967.

Conference Proceeding

N. C., Martin, D., Igboanugo, E., Freeman, C. S., Oddih, M., Sajjad, & M Sajjad, "A Theoretical
Insight on E-banking (Internet Banking) Framework in Developing
Countries." Proceedings of the International Conference on e-Learning, e-Business,
Enterprise Information Systems, and e-Government (EEE). The Steering Committee of
The World Congress in Computer Science, Computer Engineering and Applied
Computing (WorldComp), 2018.

Internet Materials

Heathfield, S. M. Training: Your Investment on People Development and Retention. About.com
Guide. Human Resource [on-line] Assessed on January 20, 2021 from the
WorldWideWeb.
http://humanresources.about.com/od/educationgeneral/a/training_invest.htm, 2021

Lorincová, S., Štarchoň, P., Weberová, D., Hitka, M., & Lipoldová, M. Employee Motivation as
a Tool to Achieve Sustainability of the Business Process. Sustainability, 11(13),
3509.Available at: https://doi.org/10.3390/su11133509, 2019.

National Bureau of Statistics National Manpower Stock and Employment Generation
Survey.Retrievedfrom: http:www.nigeranstat.gov.ng/upload/latestRelease/2b1fa54acea
7189 e402bc1d29d240305edd96cl.pdf. 2021.

Journals

Abba, M. T. Effects of Training and Development on Employee Retention in Bauchi State
Metropolis Banks. Operational Research, 4(1), 2018, 24-39.

Abba, Maryam Tijjani. "Effects of Training and Development on Employee Retention in Bauchi
State Metropolis Banks." Operational Research 4, no. 1, (2018)24-39.

Mohamud, S.A, Ibrahim, A. A., & Hussein, J. M. The Effect of Motivation on Employee
Performance: A Case Study in Hormuud Company in Mogadishu Somalia. International
Journal of Development Research, 7(11), 2017, 17009-17016.

http://humanresources.about.com/od/educationgeneral/a/training_invest.htm
https://doi.org/10.3390/su11133509


200

Abdullahi, M. S. Effect of Training and Development on Employee's Productivity among
Academic Staff of Kano State Polytechnic, Nigeria. Asian People Journal (APJ), 1(2),
2018, 264-286.

Abraham, Katharine G., & Melissa S. Kearney. "Explaining the Decline in the US Employment-
to-Population Ratio: A Review of the Evidence." Journal of Economic Literature 58, no.
3 2020: 585-643.

Adelakun, Ojo Johnson. "Human Capital Development and Economic Growth in Nigeria."
European Journal of Business and Management 3, no. 9, 2019: 29-38.

Adeyemi, Babalola. "Corporate Governance, Distress Syndrome and Nigerian Banks." Distress
Syndrome and Nigerian Banks, 2010.

Adeyemi, S. M., Sanya, E. A. O., & Oyedokun, E.G. Training and Employee Performance in
Selected Deposit money banks in Nigeria. Fountain University Osogbo Journal of
Management (FUOJM), 5(3), 2020, 91–108

Adeyi, A. O., Apansile, E. K., Okere, W., & Okafor, L. I. Training and Development and
Organizational Performance: Standpoint from Private Tertiary Institutions in
Nigeria. Journal of Economics, Management and Trade, 21(12), 2018, 1-10.

Adomi, E. E., & Famola, M. O. Training and Development of Cataloguers in National Library of
Nigeria. International Academic Journal of Social Sciences, 1(1), 2020, 16-25.

Afaq Ahmed Khan, Sardar Osama Bin Haseeb Abbasi, Raja Muhammad Waseem, Mohsin Ayaz
& Moazzam Ijaz, 2016.

Agolla, J. E. "Modelling the Relationship between Innovation, Strategy, Strategic Human
Resource Management and Organisation Competitiveness." African Journal of Business
Management 12.14, 2018: 428-438.

Akhmetshin, Elvir M., Dmitry K. BRAGER, Olga V. Pokramovich, N. Mariya, & Aleynikova
Marina Yu. "Modern Theoretical and Methodological Approaches to Personnel
Management in Manufacturing Enterprises." Revista ESPACIOS 39, no. 31 2018.

Akintola, B. O., Adetomiwa, B., & Onifade, F. N. Staff Training and Career Development
among Library Staff in Federal Universities in Southwest, Nigeria. International
Information & Library Review, 2022, 1-10.

Akintunde, Olufemi, & A. A. Dawodu. "Human Capital Development and Organizational
Performance in the Food, Beverage and Tobacco Industry in Lagos State.
Nigeria." Nigerian Journal of Management Sciences 18, no. 2, 2018: 27-35.

Al Karim, Rashed. "Impact of different Training and Development Programs on Employee
Performance in Bangladesh Perspective." International Journal of Entrepreneurial
Research 2, no. 1, 2019: 8-14.



201

Al Shobaki, Mazen, Samy S. Abu-Naser, Suliman A. El Talla, & Youssef M. Abu Amuna.
"Performance Reality of Administrative Staff in Palestinian Universities." International
Journal of Academic Information Systems Research (IJAISR) 2, no. 4, 2018.

Alase, G., & Akinbo, T. Employee Motivation and Job Performance: Empirical Evidence from
Nigeria. Applied Journal of Economics, Management and Social Sciences, 2(2), 2021,
16-23.

Albalawi, A. S., Naugton, S., Elayan, M. B., & Sleimi, M. T. Review of the Trends of
Management: Corporate Culture or Organizational Behavior. Архив научных
исследований, 33(1).

Aleem, M., & Bowra, Z. A. Role of Training & Development on Employee Retention and
Organizational Commitment in the Banking Sector of Pakistan. Review of Economics
and Development Studies, 6(3), 2020, 639-650.

Al-Ghezawi, Yasmin Ali, & Younes AA Megdadi. "The Impact of E-Learning in Developing
Employees Performance At Jordanian Commercial Banks." 2021

Ali, Bayad Jamal, & Govand Anwar. "The Mediation Role of Change Management in Employee
Development.". International Journal of English Literature and Social Sciences 6, no.
2, 2021: 361-374.

Ali, Mudasir. "Effect of High Involvement Work System on Perceived Employees
Development." RADS Journal of Business Management 3, no. 1, 2021.

Al-Ma’ani, A. I. Factors Affecting the Organizational Loyalty of Workers in the Jordanian
Commercial Banks. Interdisciplinary Journal of Contemporary Research in Business,
4(12), 2013, 878-898.

Alrazehi, H. A. A. W., Amirah, N. A., & Emam, A. S. M. The Mediation Effect of Job
Satisfaction between Reward System and Training and Development on Employee
Retention in Yemen's Banking Sector. International Journal of Innovative Research and
Scientific Studies, 4(4), 2021, 215-228.

Alsafadi Y, & Altahat S. Human Resource Management Practices and Employee Performance:
The Role of Job Satisfaction. The Journal of Asian Finance, Economics, and
Business;8(1): 2021, 519-29.

Alserhan, H., A. Al-Adamat, & O. Al-Adamat. "The Mediating Effect of Employee Happiness on
the Relationship between Quality of Work-Life and Employee Intention to Quit: A Study
on Fast-Food Restaurants in Jordan." Management Science Letters 11, no. 3, 2021:
933-938.

Al-Tit, Ahmad, Anis Omri, & Jalel Euchi. "Critical Success Factors of Small and Medium-Sized
Enterprises in Saudi Arabia: Insights from Sustainability Perspective." Administrative
Sciences 9, no. 2, 2019: 32.



202

Amen, U., Sumayya, U., & Butt, A. The Impact of Training & Development in Educational
Institutions of Pakistan for Job Satisfaction and Employee Retention. Multicultural
Education, 2021, 7(10).

Anggraini, D. A., Sudapet, I. N., & Subagyo, H. D. The Effect of Training and Human Resources
Development on Employee Performance In The Syahbandar Office Of Tanjung Perak
Surabaya Through Competency. International Journal of World Conference
(JWC) (Vol. 1, No. 2, 2019, pp. 300-3005.

Anis, A., Nasir, A., & Safwan, N. Employee Retention Relationship to Training and
Development: A Compensation Perspective. African Journal of Business
Management, 5(7), 2011, 2679-2685.

Aranda, Mercedes, María Dolores Hurtado, & Gabriela Topa. "Breach of Psychological Contract
and Organizational Citizenship Behaviors in Volunteerism: The Mediator Role of Effect
and the Moderation of Volunteers’ age." VOLUNTAS: International Journal of
Voluntary and Nonprofit Organizations 29, no. 1, 2018: 59-70.

Ascarza, E., Scott A., Neslin, O.N., Zachery A., Peter S., Fader, S.G., & Bruce G.S. "In Pursuit
of Enhanced Customer Retention Management: Review, Key Issues, and Future
Directions." Customer Needs and Solutions 5, no. 1, 2018: 65-81.

Ashari, H., Abbas, I., Abdul-Talib, A. N., & Mohd Zamani, S. N. "Entrepreneurship and
Sustainable Development Goals: A Multigroup Analysis of the Moderating Effects of
Entrepreneurship Education on Entrepreneurial Intention." Sustainability 14.1, 2022:
431.

Astakoni, I. Made Purba, Ni Made Satya Utami, I. Ketut Setia Sapta, & Ni Made Gunastri.
"Leadership Path-Goal Model Implication on Teacher Performance Through Work
Motivation As A Mediation Variable." International Journal of Sustainability,
Education, and Global Creative Economic (IJSEGCE) 2, no. 3, 2019: 176-187.

Austin-Egole, Ifeyinwa Stella, E. B. J. Iheriohanma, & Chinedu Nwokorie. "Flexible working
arrangements and organizational performance: An overview." IOSR Journal of
Humanities and Social Science (IOSR-JHSS) 25, no. 5, 2020: 50-59.

Azeem, Syed Muhammad, & Nadeem Akhtar. "Job Satisfaction and Organizational
Commitment among Public Sector Employees in Saudi Arabia." International Journal of
Business and Social Science 5, no. 7, 2018.

Bagley, Penelope L., Derek W. Dalton, C. Kevin Eller, & Nancy L. Harp. "Preparing Students
for the Future of Work: Lessons Learned from Telecommuting in Public
Accounting." Journal of Accounting Education 56, 2021: 100728.

Baimai, Chaiwat. "Systems Approach to Modern Business Administration." Parichart Journal,
Thaksin University 34, no. 3, 2021: 17-36.

Bakker, Arnold B., & Simon Albrecht. "Work Engagement: Current Trends." Career
Development International, 2018.



203

Barkhuizen, N., Lesenyeho, D., & Schutte, N. "Talent Retention of Academic Staff in South
African Higher Education Institutions." International Journal of Business and
Management Studies 12.1, 2020: 191-207.

Basten, Dirk, & Thilo Haamann. "Approaches for Organizational Learning: A Literature
Review." Sage Open 8, no. 3, 2018: 2158244018794224.

Becker, B. & Gerhart, B. The Impact of Human Resource Management on Organizational
Performance: Progress and Prospects. Academy of management journal, 39(4), 2018,
pp.779-801.

Belete, Alubelkassaw. "Turnover Intention Influencing Factors of Employees: An Empirical
Work Review." Journal of Entrepreneurship & Organization Management 7, no. 3,
2018: 1000253.

Bell, Emma, Alan Bryman, & Bill Harley. Business Research Methods. Oxford University Press,
2018.

Bellò, Benedetta, Veronica Mattana, & Michela Loi. "The Power of Peers: A New Look at the
Impact of Creativity, Social Context and Self-Efficacy on Entrepreneurial
Intentions." International Journal of Entrepreneurial Behavior & Research, 2018.

Ben-Bakr, K. A., Al-Shammari, I. S., Jefri, O. A., & Prasad, J. N. “Organizational Commitment,
Satisfaction, and turnover in Saudi Organizations: A Predictive Study”. The Journal of
Socioeconomics, 23(4), 2019, 449-456.

Bergman, Mindy E. "The Relationship between Affective and Normative Commitment: Review
and Research Agenda." Journal of Organizational Behavior: The International
Journal of Industrial, Occupational and Organizational Psychology and Behavior 27,
no. 5, 2019: 645-663.

Bhardwaj Satendra & Sharma Ambrish; Talent Retention: A Challenge in Digital Era , Trends
and Strategies; KAIM Journal of Management and Research Vol. 3, No.1 , May –
October 2010 .

Bienwi-Patrick, Ledum, B. Chima Onuoha, & Best C. Eke. "Employee Perception and
Performance Appraisal: An Evaluation of Selected Deposit Money Banks in Port
Harcourt." Vol 7, no. 2, 2020.

Birdi, K.S. No idea? "A Review of Entrepreneurship Education Research: Exploring the
Contribution of the Education+ Training Special Issues." Education+ Training, 2018.

Boon, Corine, Rory Eckardt, David P. Lepak, & Paul Boselie. "Integrating Strategic Human
Capital and Strategic Human Resource Management." The International Journal of
Human Resource Management 29, no. 1, 2018: 34-67.

Cancino, Christian A., Freddy Coronado, & Antonio Farias. "Background and Results of
Dynamic Enterprises in Chile: Five Success Cases." Innovar 22, no. 43, 2019: 19-32.



204

Castagnetti, Alessandro, & Renke Schmacker. "Protecting the Ego: Motivated Information
Selection and Updating." European Economic Review, 2022: 104007.

Cavanagh, Thomas M., Kurt Kraiger, & Kim L. Henry. "Age-Related Changes on the Effects of
Job Characteristics on Job Satisfaction: A Longitudinal Analysis." The International
Journal of Aging and Human Development 91, no. 1, 2020: 60-84.

Çetin, F., & Aşkun, D. "The Effect of Occupational Self-Efficacy on Work Performance through
Intrinsic Work Motivation."Management Research Review, 41(3), 2018.

Çetin, Zuhal Önez. "Human Resources Management and Training in Metropolitan
Municipalities in Turkey." In Public Affairs Education and Training in the 21st
Century, 2022, pp. 338-357. IGI Global.

Chams, N., & García-Blandón, J. "On the Importance of Sustainable Human Resource
Management for the Adoption of Sustainable Development Goals." Resources,
Conservation and Recycling 141, 2019: 109-122.

Chaudhuri, Sanghamitra, Ridhi Arora, & Paramita Roy. "Work–Life Balance Policies and
Organisational Outcomes–A Review of Literature from the Indian Context." Industrial
and Commercial Training, 2020.

Choki, Aristide Gbame, & Qiuhong Zhao. "Analysis of the Impacts of Work, Non-Work and
Stress Issues on the Work Family Conflict in Ivorian Industrial Sector." Journal of
Systems Science and Information 9, no. 2, 2021: 131-153.

Collins, Christopher J. "Expanding the Resource Based View Model of Strategic Human
Resource Management." The International Journal of Human Resource
Management 32, no. 2, 2021: 331-358.

Colombo, Massimo G., & Evila Piva. "Start-ups Launched by recent STEM University
Graduates: The Impact of University Education on Entrepreneurial Entry." Research
Policy 49, no. 6 2020: 103993.

Costa, Sílvia F., Susana C. Santos, Dominika Wach, & António Caetano. "Recognizing
Opportunities Across Campus: The Effects of Cognitive Training and Entrepreneurial
Passion on the Business Opportunity Prototype." Journal of Small Business
Management 56, no. 1, 2018: 51-75.

Cross, Christine, &s Ronan Carbery. Organisational Behaviour. Bloomsbury Publishing, 2022.

Cymbal, Daniel J., Sara Litvak, David A. Wilder, & Gary N. Burns. "An Examination of
Variables that Predict Turnover, Staff and Caregiver Satisfaction in Behavior-analytic
Organizations." Journal of Organizational Behavior Management, 2021: 1-20.

Daniel, C. O. "Effects of Training on Organizational Performance." Asian Journal of Business
and Management 6, no. 5, 2018.



205

Davidovitz, Maayan, & Nissim Cohen. "Frontline Social Service as a Battlefield: Insights from
Street‐Level Bureaucrats' Interactions with Violent Clients." Social Policy &
Administration 56, no. 1, 2022: 73-86.

Dawson, Catherine. Introduction to Research Methods 5th Edition: A Practical Guide for
Anyone Undertaking a Research Project. Robinson, 2019.

De Clercq, Dirk, Tasneem Fatima, & Sadia Jahanzeb. "The Link between Interpersonal Conflict
and Knowledge Hiding: Mediated by Relatedness Need Frustration, Moderated by
Narcissistic Rivalry." International Journal of Conflict Management, 2022.

Dechawatanapaisal, D. "Employee Retention: The Effects of Internal Branding and Brand
Attitudes in Sales Organizations." Personnel Review, 2018.

Dillen, Yannick, Eddy Laveren, Rudy Martens, Sven De Vocht, & Eric Van Imschoot. "From
“Manager” to “Strategist”: An Examination of the Evolving Role of Persistent High-
Growth Entrepreneurs." International Journal of Entrepreneurial Behavior &
Research, 2019.

Dixon, J., Hong, B. & Wu, L., The Employment Consequences of Robots: Firm-Level Evidence.
Statistics Canada. 2020

Driskell, J.E. Effectiveness of Different Detection Training: A Meta – Analysis. 2011

Druckman, James N., & Mary C. McGrath. "The Evidence for Motivated Reasoning in Climate
Change Preference Formation." Nature Climate Change 9, no. 2, 2019: 111-119.

E. N., Twinoburyo, & N. M. Odhiambo. “"Monetary Policy and Economic Growth: A Review of
International Literature." Journal of Central Banking Theory and Practice 7.2, 2018:
123-137.

Edoziem, E. J., & S. B. Nwideeduh. "Performance Management As Correlate of
Teachers’productivity In Catholic Mission Secondary Schools In Imo State." Journal of
Education in Developing Areas 27, no. 1, 2020: 325-340.

El Dahshan, Mervat EA, Lamiaa Ismail Keshk, & Laila Shehata Dorgham. "Talent Management
and its Effect on Organization Performance among Nurses at Shebin El-kom
Hospitals." International Journal of Nursing 5, no. 2, 2018: 108-123.

Elkhdr, Hassan RH. "A Study of Relationship Between Personal Factors and Organizational
Commitment: Evidence from Libyan Technical and Vocational Education
Sector." European Journal of Education Studies, 2019.

Elomien, Esther, Friday Francis Nchuchuwe, Oluwatobiloba Ademola Idowu, Ademola Onabote,
& Romanus Osabohien. "Employee Motivation and Industrial Output in
Nigeria." Humanities and Social Sciences Letters 9, no. 1, 2021: 24-33.

Elvina, S., & Chao, L. Z. A Study on the Relationship between Employee Motivation and Work
Performance. IOSR Journal of Business and Management, 21(2), 2019, 59-68.



206

Eniola, Anthony Abiodun, Olubunmi Raphael Ojo, & Abosede Bamidele Ajala. "A Cultural
Identity Perspective of Entrepreneurial Performance of Small Firms." IJRSM
International Journal of Research Studies in Management 8, no. 1, 2019: 89-100.

Esposito, Benedetta, Maria Rosaria Sessa, Daniela Sica, & Ornella Malandrino. "Exploring
Corporate Social Responsibility in the Italian Wine Sector through Websites." The TQM
Journal, 2021.

Horwitz F., Human Resources Management in Multinational Companies in Africa: A Systematic
Literature Review. The International Journal of Human Resource Management.
(21):2786-80. 2015

Kolapo, F.T., Oke, M. O. & Olaniyan, T. O. "Deposit Money Banks’ Credit to Private-Public
Sectors and Economic Development Nexus: Nigeria in Focus." International Journal Of
Academic Research In Business And Social Sciences 8.5, 2018: 215-233

Fallatah, Rodwan Hashim Mohammed, & Jawad Syed. "A Critical Review of Maslow’s
Hierarchy of Needs." Employee Motivation in Saudi Arabia, 2018: 19-59.

Farrukh, M., Alzubi Y., Shahzad, I.A., Waheed, A., & Kanwal, N. "Entrepreneurial Intentions:
The Role of Personality Traits in Perspective of Theory of Planned Behaviour." Asia
Pacific Journal of Innovation and Entrepreneurship, 2018.

Fernandes, Bruno Henrique Rocha, Amir Rezaee, & Jucelia Appio. "Human Resource
Management Practices, Person-Environment Fit and Financial Performance in Brazilian
Publicly Traded Companies." International Journal of Economics and Management
Engineering 13, no. 3, 2019: 262-270.

Freyd, Jennifer J., & Alec M. Smidt. "So you want to address Sexual Harassment and Assault in
your Organization? Training is not Enough; Education is Necessary." Journal of
Trauma & Dissociation 20, no. 5, 2019: 489-494.

Frye, William D., Soonhwa Kang, Chang Huh, & Myong Jae MJ Lee. "What Factors Influence
Generation Y’s Employee Retention in the Hospitality Industry?: An Internal Marketing
Approach." International Journal of Hospitality Management 85, 2020: 102352.

Gabbioneta, C., Faulconbridge, J. R., Currie, G., Dinovitzer, R., & Muzio, D. "Inserting
Professionals and Professional Organizations in Studies of Wrongdoing: The Nature,
Antecedents and Consequences of Professional Misconduct." Human Relations 72.11,
2019: 1707-1725.

Gabriel, Allison S., Joel Koopman, Christopher C. Rosen, & Russell E. Johnson. "Helping
Others or Helping Oneself? An Episodic Examination of the Behavioral Consequences of
Helping at Work." Personnel Psychology 71, no. 1, 2018: 8 Goldstain5-107.

Gadi, Paul, & Esther Yimi Bagobiri. "Impact of Incentive Management Strategies on Employee
Performance among Telecommunication Firms in Kaduna Metroplis." International
Journal of Multidisciplinary: Applied Business and Education Research 2, no. 2, 2021:
88-98.



207

Gandolfi, Franco, & Seth Stone. "Leadership, Leadership Styles, and Servant
Leadership." Journal of Management Research 18, no. 4, 2018: 261-269.

Garg, P., & Rastongi, R. New Model of Job Design Motivation Employees' Performance.
Journal of Management Development, 62(1), 2019, 25-33.

Ghauri, Pervez, Kjell Grønhaug, & Roger Strange. Research Methods in Business Studies.
Cambridge University Press, 2020.

Godwin, L. S., Adeniran, P. O., & Jamogha, O. Influence of Staff Training and Development
Influence on Employee Performance in Selected University Libraries in South-West,
Nigeria. International Journal of Library and Information Science Studies, 6(3), 2020,
25-38.

Gomera, Shingirai, Willie T. Chinyamurindi, & Syden Mishi. "Relationship between strategic
planning and financial performance: The case of small, microand medium-scale
businesses in the Buffalo City Metropolitan." South African Journal of Economic and
Management Sciences 21, no. 1, 2018: 1-9.

Guan, Xiaoyu, & Stephen Frenkel. "How Perceptions of Training Impact Employee Performance:
Evidence from two Chinese Manufacturing Firms." Personnel Review, 2018.

Gul, Nagina, Ayesha Snober, Muhammad Anwer, & Munir Ahmed. "The Impact Of Fairness
Perception and Motivation on Employee’s Commitment of Higher Education Institutes In
Pakistan." International Journal of Management (IJM) 12, no. 1, 2021.

Halawi, A., & Haydar, N. Effects of Training on Employee Performance: A Case Study of Bonjus
and Khatib & Alami Companies. International Humanities Studies, 5(2), 2018.

Hamel, Gary, & Michele Zanini. Humanocracy: Creating Organizations as Amazing as the
People inside them. Harvard Business Press, 2020.

Hamid, Aamir, & Muhammad Younus. "Effect of Work Motivation on Academic Library
Professionals’ Workplace Productivity." Library Philosophy and Practice (e-
journal) 5737, 2021.

Hamid, Zainab, Muhammad Muzamil, & Shawkat Ahmad Shah. "Strategic Human Resource
Management." In Research Anthology on Human Resource Practices for the Modern
Workforce, 2022, pp. 1-16. IGI Global.

Hancock, Dawson R., Bob Algozzine, & Jae Hoon Lim. "Doing Case Study Research: A
Practical Guide for Beginning Researchers." 2021.

Hassan, Md Shahinur, Md Mizanuzzaman, & KM Anwarul Islam. "The Effects of Training to the
Employee Performance and Development: A Study of Fareast Islami Life Insurance
Company Limited, Bangladesh." International Journal of Business and Management
Future 4, no. 2, 2020: 17-40.

Havíř, David. "Building Competitive Advantage through Customer Experience
Management." Acta academica 19, no. 2, 2019: 28-41.



208

Haywood K. Effective Training: Toward a Strategic Approach. Cornell Hotel and Restaurant
Administration Quarterly. 2019

Haywood, K. Effective Training: Toward a Strategic Approach. Cornell Hotel and Restaurant
Administration Quarterly. 2020

Henry, C., & Lewis, K. "Participatory Action Research: International Perspectives and
Practices." International Review of Qualitative Research 13.2, 2020: 103-111.

Hom, Peter W., David G. Allen, & Rodger W. Griffeth. Employee Retention and Turnover: Why
Employees Stay or Leave. Routledge, 2019.

Hong, Quan Nha, Araceli Gonzalez‐Reyes, & Pierre Pluye. "Improving the Usefulness of a Tool
for Appraising the Quality of Qualitative, Quantitative and Mixed Methods Studies, The
Mixed Methods Appraisal Tool (MMAT)." Journal of Evaluation in Clinical Practice 24,
no. 3, 2018: 459-467.

Horwitz, F. M., & Ronnie, L. "Human Resource Management in the African Context." In The
Oxford Handbook of Contextual Approaches to Human Resource Management, 2021.

Huselid, Mark A. "The Impact of Human Resource Management Practices on Turnover,
Productivity, and Corporate Financial Performance." Academy of Management Journal
38, no. 3 635-672. (1995):

Irad, Herlina, Mahlia Muis, & Wahda Rasjid. "The Effect of Communication on Employee
Performance at Center Office of Hasanuddin University With Motivation As Intervening
Variables." Hasanuddin Journal of Applied Business and Entrepreneurship 3, no. 2
2020: 11-19.

Jain, Geetika, Naman Sharma, & Archana Shrivastava. "Enhancing Training Effectiveness for
Organizations through Blockchain-Enabled Training Effectiveness Measurement
(BETEM)." Journal of Organizational Change Management, 2021.

James, Chris, Michael Connolly, & Melissa Hawkins. "Reconceptualising and Redefining
Educational Leadership Practice." International Journal of Leadership in
Education 23, no. 5, 2020: 618-635.

Jang, Jichul, & Jay Kandampully. "Reducing Employee Turnover Intention through Servant
Leadership in the Restaurant Context: A Mediation Study of Affective Organizational
Commitment." International Journal of Hospitality & Tourism Administration 19, no. 2
(2018): 125-141.

Javan Mojarrad, Abdol Naser, Ali Akbar Sheikhi Fini, Hosein Zeinipour, & Abbas Abolghasemi.
"Quality of Curriculum and Academic Engagement: Studying the Mediating Role of
Psychological Self-efficacy." Journal of Psychological Achievements 27, no. 2, 2020:
155-170.

Javed, Basit, & Muhammad Jaffar. "Impact of Succession Planning on Employee Retention."
2019.



209

Jayum, S. S., Aule, O., & Teslim, A. B. Training and Employee Productivity in the Benue State
Ministry of Agriculture, Nigeria. British Journal of Multidisciplinary and Advanced
Studies, 2(1), 2018, 1-10.

Jewell, Donald O., Sandra F. Jewell, & Bruce E. Kaufman. "Designing and Implementing High-
Performance Work Systems: Insights from Consulting Practice for Academic
Researchers." Human Resource Management Review 32, no. 1, 2022: 100749.

Jiang, Kaifeng, David P. Lepak, Jia Hu, & Judith C. Baer. "How does Human Resource
Management Influence Organizational Outcomes? A Meta-Analytic Investigation of
Mediating Mechanisms." Academy of Management Journal 55, no. 6, 2020: 1264-1294.

Kalsoom, Zohra, Mukaram Ali Khan, & Dr Syed Sohaib Zubair. "Impact of Transactional
Leadership and Transformational Leadership on Employee Performance: A Case of
FMCG Industry of Pakistan." Industrial Engineering Letters 8, no. 3, 2018: 23-30.

Kamoche, Ken N. Sociological Paradigms and Human Resources: An African Context.
Routledge, 2019.

Kandel, Laxman Raj. "Effects of Training on Employee Performance in Telecommunication
Industry of Nepal." Pravaha 26, no. 1, 2020: 109-117.

Kano L, Tsang EW, & Yeung HW. Global Value Chains: A Review of the Multi-Disciplinary
Literature. Journal of International Business Studies. 51(4): 2020, 577-622.

Karoubi A, Poursadeq N, Salehi Sedghiani J.A, Rezaee Manesh B. “Identifying the Impacting
Factors on Implementation of Human Resource Strategies”. Strategic Management
Studies of National Defence Studies. 10(41): 2021, 38-7.

Kassa,T. Employee Motivation and its Effect on Employee Retention in Ambo Mineral Water
Factory. International Journal of Advance Research in Computer Science and
Management Studies,3(3), 2017.

Kennelly, J.P.J., & Donelly, E.L. “Manpower Training and Development” London, George
Harry and Coy. Ltd. 2012

Kerry, L. Sommerville Hospitality Employee Management and Supervision, Concepts, and
Prac-tical Applications. New Jersey Wiley and Sons. 2019

Khaliq, A., Kayani, U. S., & Mir, G. M. Relationship of Employee Training, Employee
Empowerment, Teamwork with Job Satisfaction. Journal of Arts & Social Sciences
(JASS), 7(2), 2020, 185-198.

Kim, Jungin. "The Contrary Effects of Intrinsic and Extrinsic Motivations on Burnout and
Turnover Intention in the Public Sector." International Journal of Manpower, 2018.

Kimmel, Paul D., Jerry J. Weygandt, & Donald E. Kieso. Financial Accounting: Tools for
Business Decision-Making. John Wiley & Sons, 2020.



210

Kintu, Paul, & André de Waal. "Impact of Structure and Culture on Organizational Performance:
The Case of Uganda’s High Court." SN Business & Economics 1, no. 10, 2021: 1-20.

Kumar, C. S., & T. Sangeetha. "A Study on Relationship between Achievement Motivation and
Academic Achievement in English among High School Students." International Journal
of Trend in Scientific Research and Development 3, no. 4, 2019: 1343-1348.

Kumar, M., Mamgain, P., Pasumarti, S. S., & Singh, P. K. "Organizational IT Support and
Knowledge Sharing Behaviour affecting Service Innovation Performance: Empirical
Evidence from the Hospitality Industry." VINE Journal of Information and Knowledge
Management Systems, 2022.

Kumari, Ranjita, & Nishant Kumar. "Determinants of Firm Performance: A Conceptual
Analysis." Pacific Business Review International 10, no. 11, 2018: 133-140.

Kurdi, B., & M. Alshurideh. "Employee Retention and Organizational Performance: Evidence
from Banking Industry."Management Science Letters 10, no. 16, 2020: 3981-3990.

Kuruppu, C. L., C. S. Kavirathne, & N. Karunarathna. "The Impact of Training on Employee
Performance in a Selected Apparel Sector Organization in Sri Lanka." Global Journal of
Management and Business Research, 2021.

L., Kerry, "Need for and Importance of Industrial Training for Hotel Management Curriculam.
"International Journal of Management 11.08, 2020.

L.A. Burke. Lessons learned From Instructional Design Theory; An Application in Management
Education. Business Communication Quarterly 70 (4). 2018, 414 – 430.

Lang, Jonas WB, Petra Gelléri, Tanja Bipp, Ilke Inceoglu, Anita Keller, Cornelia Niessen,
Deborah Powell, Ingo Zettler, & Xin-An Zhang. "Personnel Psychology." 2019.

Li, Cai, Majid Murad, Fakhar Shahzad, Muhammad Aamir Shafique Khan, Sheikh Farhan
Ashraf, & Courage Simon Kofi Dogbe. "Entrepreneurial Passion to Entrepreneurial
Behavior: Role of Entrepreneurial Alertness, Entrepreneurial Self-Efficacy and Proactive
Personality." Frontiers in Psychology 11, 2020: 1611.

Li, Ling, Ralf Müller, Bingsheng Liu, Qi Wang, Guobin Wu, & Shixiang Zhou. "Horizontal-
Leader Identification in Construction Project Teams in China: How Guanxi Impacts
Coworkers’ Perceived Justice and Turnover Intentions." Project Management
Journal 52, no. 6, 2021: 577-591.

Li, Xin, Nannan Zhang, & Xuesong He. "Role Stress and Depressive Symptoms Amongst Social
Workers in China: The Moderating Effects of Social Support." The British Journal of
Social Work 52, no. 1, 2022: 26-43.

Li, Yongzhan, Gloria Castaño, & Yongxin Li. "Linking Leadership Styles to Work Engagement:
The Role of Psychological Capital among Chinese Knowledge Workers." Chinese
Management Studies, 2018.



211

Lin, L., & Yang, L. A Study of the Effect of Perceived Training and Development on Employee
Performance At Selected Hotels In Sarawak. Jurnal Penyelidikan Sains Sosial (JOSSR),
3(6), 2020, 12 - 24

Linder, J. Understanding Employee Motivation. Journal of Extension, June 1998, 36(3), 2018,

Lingappa, Anasuya K., Amit Shah, & Asish Oommen Mathew. "Academic, Family, and Peer
Influence on Entrepreneurial Intention of Engineering Students." Sage Open 10, no. 3,
2020: 2158244020933877.

Logan, J. K. Retention Tangibles and Intangibles: More Meaning in Work is Essential, Butgood
Chair Massages won’t hurt. Training and Development Journal, 54(4), 2000, 48-50.

Lolohea, Sela Palu Fono. "Culture And Entrepreneurship In Tonga: Is There Any Link?." 2020.

Lyons, Paul, & Randall Bandura. "Employee Turnover: Features and
Perspectives." Development and Learning in Organizations: An International Journal,
2019.

M. A. A. Rashid, S., Zakaria, A, Azizah., A.R., Ridzuan. "Capital Adequacy Challenges in
Facing Economic Conflicts in Banking Institutions." 2021.

M. Arwab, J. Ansari, M. Azhar, & M. Ali. "Exploring the Influence of Training and
Development on Employee’s Performance: Empirical Evidence from the Indian Tourism
Industry."Management Science Letters 12, no. 2, 2022: 89-100.

M. Harunavamwe, & Rosebud Bekithemba MNQAYI. "Exploring the Effect of Continuous
Professional Development (CPD) Programs on Employee Performance at Company A in
Empangeni, KwaZulu-Natal." Expert Journal of Business and Management 9, no. 1,
2021.

Ma, Bing, Shanshi Liu, Hermann Lassleben, & Guimei Ma. "The Relationships between Job
Insecurity, Psychological Contract Breach and Counterproductive Workplace Behavior:
Does Employment Status matter?." Personnel Review, 2019.

MacDuffie J.P. Human Resource Bundles and Manufacturing Performance: Organizational
Logic and Flexible Production Systems in the World Auto Industry. Industrial and Labor
Relations Review, 48, 2018, 197-221.

Macke, Janaina, & Denise Genari. "Systematic Literature Review on Sustainable Human
Resource Management." Journal of Cleaner Production 208, 2019: 806-815.

Mahadevan, Ananthalakshmi, & Ming Hsiang Yap. "Impact of Training Methods on Employee
Performance in a Direct Selling Organization, Malaysia." IOSR Journal of Business
and Management 21, no. 10, 2019: 7-14.

Mahmoud, Rami, Ahmad A. Al-Mkhadmeh, & Omar A. Alananzeh. "Exploring the Relationship
between Human Resources Management Practices in the Hospitality Sector and Service
Innovation in Jordan: The Mediating Role of Human Capital." Geo Journal of Tourism
and Geosites 35, no. 2, 2021: 507-514.



212

Mangal, Ms Eti. "A Study of Factors Delivering Competitive Edge In Employee
Retention." Turkish Journal of Computer and Mathematics Education
(TURCOMAT) 12, no. 7, 2021: 2555-2571.

Mansaray, Hasan Elsan. "The Consequence of Human Resource Planning on Organizational
Performance: An Ephemeral Review." Britain International of Humanities and Social
Sciences (BIoHS) Journal 1, no. 2, 2019: 50-61.

Manzoor, Faiza, Longbao Wei, & Muhammad Asif. "Intrinsic Rewards and Employee's
Performance with the Mediating Mechanism of Employee's Motivation." Frontiers in
Psychology 12, 2021.

Manzoor, U., Irfan, A., Baig, S. A., Sajjad, I., Ullah, A., & Khalid, N. The Relationship between
Perceived Training and Development and Employee Retention: The Mediating Role of
Work Attitudes and the Moderating Role of Organizational Support. Journal of Public
Value and Administrative Insight, 4(3), 2021, 232-250.

Maryani, Y., Entang, M., & Tukiran, M. The Relationship between Work Motivation, Work
Discipline and Employee Performance at the Regional Secretariat of Bogor
City. International Journal of Social and Management Studies, 2(2), 2021, 1-16.

Mathews, Melissa A. "Nothing about us without us: Community Development as Human
Resource Development." Human Resource Development International 24, no. 4, 2021:
359-376.

Mathieu, J.E., & Farr, J.L. "Perceived Organizational Support, Alternative Job Opportunity,
Organizational Commitment, Job Satisfaction and Turnover Intention: A Moderated-
Mediated Model." Organizacija 52.4, 2019: 310-324.

McAllister, S. Understanding and Improving Therapeutic Engagement on Acute Mental Health
Wards using Experience-Based Co-Design and the Behaviour Change Wheel. Diss.
King's College London, 2021.

Messmer, M. Dechawatanapaisal, Decha. "Employee Retention: The Effects of Internal Branding
and Brand Attitudes in Sales Organizations." Personnel Review, 81(8), 2017, 12-15.

Mete, Edip Sabahattin, & Alev Sökmen. "The Mediating Role of Organizational Commitment in
the Organizational Justice’s Effect on Job Satisfaction and Turnover Intention: A
Research on Academic Staff." Gazi İktisat ve İşletme Dergisi 5, no. 3, 2019: 193-205.

Meyer J.P., & Allen N.J.A. Three Component Conceptualization of Organizational Commitment,
Human Resource Management Review, 1, 2019, 89–93.

Minárová, S. "Engagement, Loyalty, Organizational Commitment, Job Satisfaction and
Motivation of Public Administrations Managers." Social & Economic Revue 16, no. 1,
2018.



213

Mirhosseini, Seyyed-Abdolhamid. "Mixed Methods Research in TESOL: Procedures Combined
or Epistemology Confused." Tesol Quarterly 52, no. 2, 2018: 468-478.

Mishra, P., & Schmidt, G.B. How can Leaders of Multinational Organizations be Ethical by
contributing to Corporate Social Responsibility Initiatives? Guidelines and Pitfalls for
Leaders trying to do good. Business Horizons, 61(6), 2018, pp.833-843.

Mislia, Mislia, Andi Alim, Ekafadly Usuf, Hasmin Tamsah, & Yusriadi Yusriadi. "The Effect of
Training and Education and Teacher Certification Allowances on Teachers." Cypriot
Journal of Educational Sciences 16, no. 4, 2021: 1368-1383.

Moshood, Adetoun Z., & Victoria O. Akpa. "Employee Motivation and Employee Intention to
Leave of Selected Food and Beverages Manufacturing Companies in Ogun State,
Nigeria." 2021.

Muhumed, Q. M. "Corporate Social Responsibility Strategies and Competitive Advantage of
Commercial Banks in Kenya: Case of Equity Bank Kenya Limited." International
Academic Journal of Human Resource and Business Administration 3.1, 2018: 27-51.

Musibau, Hammed Oluwaseyi, Agboola Hammed Yusuf, & Kafilah Lola Gold. "Endogenous
Specification of Foreign Capital Inflows, Human Capital Development and Economic
Growth: A Study of Pool Mean Group." International Journal of Social Economics,
2019.

Mustapha, A. I. The Impact of Manpower Development on Organizational Efficiency in National
Inland Waterways Authority of Nigeria (NIWA). AFRREV IJAH: An International
Journal of Arts and Humanities, 8(1), 2019, 102-114.

Mwangi, E.K.,& Omondi, M. Factors Influencing Staff Retention in the Banking Industry in
Kenya: A Case Study of Equity Bank Limited. The Strategic Business and Change
Journal of Management, 3(20), 2019, 428-454.

Mykhailichenko, Mykola, Olena Lozhachevska, Volodymyr Smagin, Olexander Krasnoshtan,
Mykola Zos-Kior, & Iryna Hnatenko. "Competitive Strategies of Personnel Management
in Business Processes of Agricultural Enterprises Focused on
Digitalization." Management Theory and Studies for Rural Business and
Infrastructure Development 43, no. 3, 2021: 403-414.

Nasution, Muhammad Irfan, & Nirwana Priangkatara. "Work Discipline and Work Motivation on
Employee Performance." International Journal of Economics, Social Science,
Entrepreneurship and Technology 1, no. 1, 2022: 50-64.

Ndofirepi, Takawira Munyaradzi. "Relationship between Entrepreneurship Education and
Entrepreneurial Goal Intentions: Psychological Traits as Mediators." Journal of
Innovation and Entrepreneurship 9, no. 1, 2020: 1-20.



214

Ng’ethe, J. M. "Talent Retention of Academic Staff in South African Higher Education
Institutions." International Journal of Business and Management Studies 12.1, 2020:
191-207.

Ngo Hang Yue, Lau Chung Ming & Foley Sharon “Strategic Human Resource Management,
Firm Performance, and Employee Relations Climate in China”, Human Resource
Management, 47 (1), 2018, 73-90.

Nguyen, H. N., Le, Q. H., Tran, Q. B., Tran, T. H. M., Nguyen, T. H. Y., & Nguyen, T. T.
Organizational Commitment, Job Involvement, and turnover: A Substantive and
Methodological Analysis. Journal of Applied Psychology, 76. 2019

Njeri, Wangari Alice, & Paul Waithaka. "Employee Training and Performance Of Civilians In
British Army Training Unit Centers In Kenya." European Journal of Business and
Strategic Management 4, no. 2, 2019: 59-76.

Nkala, Bernard, & Phaello Olivia Malataliana. "Examining Factors that Affect Staff Performance
in Lesotho Correctional Service." World Journal of Advanced Research and Reviews 9,
no. 3, 2021: 148-158.

Nnabuife Ezimma, K., Okoli Ifeanyi, E., & Clara A.C. "Informal Sector and Nigerian Economic
Prospects: The COVID-19 Experience." Eur. J. Bus. Manag. Res 5, 2020: 1-5.

Nowiński, Witold, Mohamed Yacine Haddoud, Krzysztof Wach, & Renata Schaefer. "Perceived
Public Support and Entrepreneurship Attitudes: A Little Reciprocity can go a Long
Way!." Journal of Vocational Behavior 121, 2020: 103474.

Nuckcheddy, Ashveen. "The Effect of Personality on Motivation and Organisational
Behaviour." Psychology and Behavioral Science International Journal 9, no. 2, 2018:
1-5.

Nuhu, M. S., Salisu, F. B., Abubakar, S. L., & Abdullahi, M. S. Training Effects on Job
Satisfaction among Academic Staff of Bayero University, Kano Nigeria. Noble
International Journal of Social Sciences Research, 3(11), 2018, 90-96.

Nuseir, Mohammed T., & Ahmad Ghandour. "Ethical Issues in Modern Business
Management." International Journal of Procurement Management 12, no. 5, 2019:
592-605.

Nyaema, W. R., & Wambua, P. "Strategic Human Resource Management Practices and
Employee Retention in Commercial Banks in Nairobi City County, Kenya." Journal of
Human Resource and Leadership 4.2, 2019: 73-89.

Nzekwe-Excel, Chinny. "A Qualitative Study on the Experiences and Challenges of MBA
Students' Engagement with a Business Research Methods Module." Journal of Work-
Applied Management, 2021.

Obaid, Tareq Fayeq, & Bilal Mohammad Eneizan. "Transfer of Training and Post-Training on
Job Performance in Middle Eastern Countries." Review of Public Administration and
Management 400, no. 3786, 2018: 1-11.



215

Ocen, E., Francis, K., & Angundaru, G. The Role of Training in Building Employee Commitment:
The Mediating Effect of Job Satisfaction. European Journal of Training and
Development.

Odia, J. O. "Strategic Management Accounting Techniques Usage, Strategic Choices, and
Performance of Financial Institutions in Nigeria." Journal of Asian Business Strategy 9,
no. 2, 2019: 94-109.

Oginni, B. O., Dunmade, E. O., & Ogunwole, A. C. The Role of Employees' Work Expectations
in Job Satisfaction and Labour Turnover in the Service Industry: A Case of Selected
Organisations in Lagos, Ogun and Oyo States, Nigeria. World Journal of Business and
Management, 4(1). 2018

Ohu, Eugene Agboifo, Christiane Spitzmueller, Jing Zhang, Candice L. Thomas, Anne Osezua,
& Jia Yu. "When Work–family conflict hits Home: Parental work–family conflict and
child health." Journal of Occupational Health Psychology 24, no. 5, 2019: 590.

Ojogbo, L. U., Ofili, P. N., & Anthony, D. A. Employee Motivation and its Implication on
Organizational Productivity in Nigerian Media Industry. Journal of Applied and
Advanced Research, 3(2), 2018, 32-40.

Okechukwu, W. Influence of Training and Development, Employee Performance, and Job
Satisfaction among the Staff. Journal of Technology Management and Business, 4(1),
2017.

Okeke, M. N., & Ibekwe Anthony Ikechukwu. "Compensation Management and Employee
Performance in Nigeria." International Journal of Academic Research in Business and
Social Sciences 9, no. 2, 2019.

Okolocha, Chizoba Bonaventure. "Appraisal of Organizational Creativity on Performance of
Family Business in Nigeria." 2020.

Olabiyi,O.S. Enhancing Job Satisfaction through Vestibule Training in Construction Industries
in Lagos State. Nigerian Online Journal of Educational Sciences and Technology
(NOJEST),1 (2), 2020, 35-48

Olalere, A. B. Effect of Motivation on Job Performance by Community Development Workers in
Osun State, Nigeria. International Journal of Community Development, 1(2), 2013, 48-
57.

Olusadum, Nnaeto Japhet, & Ndoh Juliet Anulika. "Impact of Motivation on Employee
Performance: A Study of AlvanIkoku Federal College of Eduaction." sigma 1, no. 1, 2018.

Oluwamayowa, A., Olubukola, G. Y., & Adeolu, A. A. An Assessment of the Influence of
Employee Motivation on Performance Output: A Case of Nigerian Bottling Company.
IOSR Journal of Business and Management (IOSR-JBM), 21(11), 2019, 47-53.

Oluyemi, Joseph A., Joseph A. Adejoke, & Adekeye Deborah. "Presenteeism In Work Places
And Its Implications On Employees’health: Experiences Of Bankers In The Nigerian



216

Banking Sector." Journal of Language, Technology & Entrepreneurship in Africa 10,
no. 1, 2019: 82-93.

Omisore, B. O., & Okofu, B. I. Staff Recruitment and Selection Process in the Nigerian Public
Service: What is to be done?. International Journal of Human Resource Studies, 4(3),
2014, pp.280.

Omodan, Bunmi I., Cias T. Tsotetsi, & Bekithemba Dube. "Analysis of Human Relations Theory
of Management: A Quest to Re-Enact People’s Management towards Peace in University
System." SA Journal of Human Resource Management 18, 2020: 10.

Osafo, Emmanuel, Amy Paros, & Robert M. Yawson. "Valence–Instrumentality–Expectancy
Model of Motivation as an Alternative Model for Examining Ethical Leadership
Behaviors." SAGE Open 11, no. 2, 2021: 21582440211021896.

Osinbanjo, A.O., Salau,O.P., & Falola,H.O. "Effects of Training and Development on Employee
Retention in Bauchi State Metropolis Banks." Operational Research 4.1, 2018: 24-39.

Özkan, Ahmet Hakan. "A Meta-analysis of the Variables related to Turnover Intention among IT
Personnel." Kybernetes, 2021.

Paje, Roma C., Paola Beatriz A. Escobar, Anna Monica R. Ruaya, & Paula Andrea F. Sulit. "The
Impact of Compressed Workweek Arrangements on Job Stress, Work-Life Balance, and
Work Productivity of Rank-and-File Employees from Different Industries in Metro
Manila." In Journal of Physics: Conference Series, vol. 1529, no. 3, p. 032055. IOP
Publishing, 2020.

Pambreni, Y., Khatibi, A., Azam, S., & Tham, J. J. M. S. L."The Influence of Total Quality
Management toward Organization Performance." Management Science Letters 9.9,
2019: 1397-1406.

Pandita, Deepika, & Sampurna Ray. "Talent Management and Employee Engagement–Ameta-
Analysis of their Impact on Talent Retention." Industrial and Commercial Training,
2018.

Panekenan, Regitha M., Willem JFA Tumbuan, & Farlane S. Rumokoy. "The Influence of
Reward and Punishment Toward Employee’s Performance at Bank Indonesia Branch
Manado." Jurnal EMBA: Jurnal Riset Ekonomi, Manajemen, Bisnis dan Akuntansi 7,
no. 1, 2019.

Panjwani, Nasreen. "Motivation: An Integral Part towards Job Satisfaction among Nurses.",
2018: 28.

Paposa, K. K., & Kumar, Y. M. Impact of Training and Development Practices on Job
Satisfaction: A study on Faculty Members of Technical Education
Institutes.Management and Labour Studies, 44(3), 2019, 248-262.

Permana, Asep Irfan, Anton Wachidin Widjaja, Zahara Tussoleha Rony, & Irma Setyawati.
"Performance in Organisational Behaviour: Strength of Work Discipline and Employee



217

External Motivation." Insight Journal Universiti Teknologi MARA Cawangan Johor 6,
2019: 93-104.

Pickton, David, Nichola Phillips, & Rosalind Masterson. "Marketing: An
introduction."Marketing, 2021: 1-552.

Pradnyawati, Yan, & Iwao Kato. "A Study On The Motivation Of Indonesian Work In
Japan."Management 3, no. 3: 2222-2839.

Prasetya, Tofan Agung Eka, Lailiya Mukhadiroh, Farapti, Sarawuth Chesoh, & Apiradee Lim.
"Factors Contributing to Nurse Productivity in Public Hospitals in Surabaya,
Indonesia." Hospital Topics 98, no. 4, 2020: 145-154.

Purwanto, Agus, & Agustian Budi Prasetya. "Did Coaching, Training And Development,
Empowerment And Participation On School Employees Performance?." Journal of
Industrial Engineering & Management Research 2, no. 2, 2021: 73-95.

R.J., House. “Management Decision Evaluation and Implementation” Michigan, Ann Abhor
2007.

Rabiul, Md Karim, & Tan Fee Yean. "Leadership Styles, Motivating Language, and Work
Engagement: An Empirical Investigation of the Hotel Industry." International Journal
of Hospitality Management 92, 2021: 102712.

Ragab, M. A., & Amr Arisha. "Research Methodology in Business: A Starter’s
Guide."Management and Organizational Studies 5, no. 1, 2018: 1-14.

Rahman, H. A., & A. S. M. B. Chowdhuri. "Effect of Employee Compensation on
Organizational Citizenship Behavior (OCB): A Study on Private Commercial Banks in
Bangladesh." International Journal of Economics, Commerce and Management, VI 5,
2018: 848-863.

Ramli, Afdzal Aizat, Farah Liyana Mohd Khairul Anuar, Izzaidah Rosli, & Siti Aisyah
Jamalidan. "The Relationship of Design, Implementation, Monitoring and Evaluation in
Training and Development towards Employee Performance in Food and Beverage
Industry." Global Business & Management Research 10, no. 3, 2018.

Rawashdeh, Adnan M., & Saleh Abdalhameed Tamimi. "The Impact of Employee Perceptions of
Training on Organizational Commitment and Turnover Intention: An Empirical Study of
Nurses in Jordanian Hospitals." European Journal of Training and Development, 2019.

Rehman, Saeeda, Haseeb Ur Rahman, Muhammad Zahid, & Muhammad Asif. "Leadership
Styles, Organizational Culture and Employees’ Productivity: Fresh Evidence from
Private Banks of Khyber-Pakhtunkhwa, Pakistan." Abasyn Journal of Social Sciences,
AICTBM-18, 2018: 1-15.

Rissanen, Janina. "Globalizing Human Resource Management Successfully: Case Hunkemöller
International BV." 2019.



218

Roberto, Katherine J., Andrew F. Johnson, & Beth M. Rauhaus. "Stigmatization and Prejudice
during the COVID-19 Pandemic." Administrative Theory & Praxis 42, no. 3, 2020: 364-
378.

Rudani, Ramesh B. Principles of Management. McGraw-Hill Education, 2020.

Rupavathi, B. "A Comparative Study on Employee Retention Strategies in Banking and
Insurance Sectors." 2022.

S. Brown, G. Gaia & C Martin. Firm Performance and Labour Turnover: Evidence from the
2004 Workplace Relation Survey. Economic Modelling 26(4), 2019.

S. K. Frimpong & L Fan. Comparative Study on the Relationship Between Employee Motivation
and Team Performance of the Banks, 2019.

S. O., Ajayi, H. F., Ajayi, D. J., Enimola, & F. I Orugun, "Effect of Capital Adequacy Ratio
(CAR) on Profitability of Deposit Money Banks (DMB’s): A Study of DMB’s with
International Operating License in Nigeria." Research Journal of Finance and
Accounting 10, no. 10, 2019, 84-91.

S. Shrestha. Improving Employee Performance Appraisal Method through Web-Based Appraisal
Support System: System Development from the Study on Thai Companies, 2017.

Sahoo, Swagatika, & Rajeev Kumar Panda. "Exploring Entrepreneurial Orientation and
Intentions among Technical University Students: Role of Contextual
Antecedents." Education+ Training, 2019.

Saini, Gordhan K., & I. M. Jawahar. "The Influence of Employer Rankings, Employment
Experience, and Employee Characteristics on Employer Branding as an Employer of
Choice." Career Development International, 2019.

Saleh, Pakzad Fadel, Bayad Jamal Ali, Shwana Akoi, Balen Najmalddin, Roza Shorish Ali, &
Govand Anwar. "Factors Affecting the Success of Female Entrepreneurs in
Kurdistan." International journal of Engineering, Business and Management
(IJEBM) 5, 2021.

Saliu, Usman A., Abdulraheem Jamiu Wankasi, George Osas Eromosele, & Abdullahi Oladimeji
Olukade. "Leadership Styles And Motivation On Job Performance Of Library Personnel
In Public University Libraries In Northcentral Nigeria." Library Philosophy & Practice,
2018.

Samuel, Olorunjuwon Michael, Sibongile Magwagwa, & Aretha Mazingi. "Strategic Career
Development of Black Engineering Graduates in South Africa: The Workplace
Experiential Approach." Higher Education, Skills and Work-Based Learning, 2019.

Samwel, Janes O. "Impact of Employee Training on Organizational Performance–Case Study of
Drilling Companies in Geita, Shinyanga and Mara Regions in Tanzania." International
Journal of Managerial Studies and Research 6, no. 1, 2018: 36-41.



219

Sarandi, Alla, & Nataliia Zachosova. "Management of Personnel Motivation in Personnel Policy
and Personnel Security Management." Вісник Черкаського національного
університету імені Богдана Хмельницького. Серія Економічні науки 1, 2020: 32-
39.

Sarıköse, Seda, & Nilgün Göktepe. "Effects of Nurses’ Individual, Professional and Work
Environment Characteristics on Job Performance." Journal of Clinical Nursing, 2021.

Saxena, Anita, Jay Relan, Ravi Agarwal, Neeraj Awasthy, Sushil Azad, Manisha Chakrabarty,
Kulbhushan S. Dagar et al. "Indian Guidelines for Indications and Timing of Intervention
for Common Congenital Heart Diseases: Revised and Updated Consensus Statement of
the Working Group on Management of Congenital Heart Diseases." Annals of pediatric
cardiology 12, no. 3, 2019: 254.

Sazanova, Svetlana L., Fanis F. Sharipov, & Maria A. Dyakonova. "Spatial Economics,
Geopolitics, and Marxism." Marx and Modernity: a Political and Economic Analysis of
Social Systems Management. A Collective Monograph. Edited by Marina L.
Alpidovskaya, Elena G. Popkova. A Volume in ADVANCES in Research on Russian
Business. Information Age Publishing Inc 651, 2019: 279-88.

Schislyaeva, Elena Rostislavovna, & Kristina Sergeevna Plis. "Personnel Management
Innovations in the Digital Era: Case of Russia in covid-19 pandemic." Academy of
Strategic Management Journal 20, 2021: 1-16.

Schultz, Duane P., & Sydney Ellen Schultz. Psychology and Work Today: An Introduction to
Industrial and Organizational Psychology. Routledge, 2020.

Sendawula, Kasimu, Saadat Nakyejwe Kimuli, Juma Bananuka, & Grace Najjemba Muganga.
"Training, Employee Engagement and Employee Performance: Evidence from Uganda’s
Health Sector." Cogent Business & Management 5, no. 1, 2018: 1470891.

Shah, C., & Gupta, A. "Training and its Impact on Organization Effectiveness." Sankalpa 8.1,
2018: 94-102.

Shao, Zhen. "Interaction Effect of Strategic Leadership Behaviors and Organizational Culture
on IS-Business Strategic Alignment and Enterprise Systems Assimilation." International
Journal of Information Management 44, 2019: 96-108.

Shen, J.A. "Exploring the Link between Management Training and Organizational Performance
in the Small Business Context." Journal of Workplace Learning, 2020.

Shishima, Sarwuan Daniel. "Leadership Qualities Needed Of A Christian Leader In The
Contemporary Nigerian Society." 2020.

Siddiqui, D. A., & Rida, N. Impact of Motivation on Employee's Performance in Pakistan.
Business Management and Strategy, 10(1), 2019, 1-22

Sim, Julius, Benjamin Saunders, Jackie Waterfield, & Tom Kingstone. "Can Sample Size in
Qualitative Research be determined a Priori?." International Journal of Social
Research Methodology 21, no. 5, 2018: 619-634.



220

Singh, D. "A Literature Review on Employee Retention with focus on recent
Trends." International Journal of Scientific Research in Science and Technology 6.1:
425-431. Institute of Leadership and Management Women in Banking. Available at
www.i-l-in.com, 2018.

Sisyuk, Kristina. "Training, Knowledge, Competence, Performance: What is the
Relationship?." Journal of Administrative and Business Studies 4, no. 6,2018: 295-310.

Soenanta, Andy, Maruf Akbar, & Rd Tuty Sariwulan. "Effect of Job Design and Organizational
Commitment to Employee Retention in a Lighting Company." Linguistics and Culture
Review 5, no. S3, 2021: 1161-1171.

Souad, D. "L’incidence de L’environnement Familial Sur La Motivation Et La Performance
Scolaire. The Impact of the Family Environment on Academic Success." Revue des
Lettres et Sciences Humaines Volume: 14N 2, 2021: 299-322.

Sudirman, Acai, Sherly Sherly, Vivi Candra, Edy Dharma, & Darwin Lie. "Determinants of
Teacher Performance: Exploring the Role of Satisfaction and Motivation as
Mediation." Jurnal Pendidikan Dan Pengajaran 54, no. 1, 2021: 68-79.

Sulaiman, Ibrahim Fahad, Najib Sheikh Abdisamad, Owolabi Sunday Oluwatosin, & Ahmed
Abdul Malik. "Academic Staff Training Transfer and its Impact on organizational
performance." Humanities & Social Sciences Reviews, 2020.

Sule, O. E., & Alagah, D. A. Green Training/Development and Non-Financial Performance of
Deposit Money Banks in South-West, Nigeria. Scholarly Journal of Business
Administration, 11(1), 10-17

Sulistyaning Dyah, Lembah Andriani, Margono Setiawan, Dodi W. Irawanto, Fatchur Rohman,
& Nursalam Nursalam. "Analysis Factors of Nursing Performance at the Mother and
Child Hospital in East Java." Indian Journal of Public Health Research &
Development 11, no. 3, 2020.

Milkovich, T.G., & Boudreau, W.J. Human Resource Management (8th ed.) Boston: Irwin. 2018.

Taba, M. I. Mediating Effect of work Performance and Organizational Commitment in the
Relationship between Reward System and Employees’ Work Satisfaction. Journal of
Management Development.

Tafamel, Ehiabhi Andrew, & Onutomaha Dennis Akrawah. "Recruitment Strategies of the
Banking Industry in Nigeria: The Head Hunting Panacea." African Journal of Business
Management 13, no. 13, 2019: 449-455.

Timperley, Stuart R. Personnel Planning and Occupational Choice. Routledge, 2020.

Top, Cemil, Bryar Mohammad Sharif Abdullah, & Akar Hemn Mahmood Faraj.
"Transformational Leadership Impact on Employees Performance." Eurasian Journal of
Management & Social Sciences 1, no. 1, 2020: 49-59.



221

Toyin, B. A., & Olowosoke, G.O. Motivation and Job Performance on Library Personnel
Effectiveness in University Libraries in Nigeria. Library Philosophy and Practice, 1,
2018.

Uhl-Bien, Mary, Ronald F. Piccolo, & John R. Schermerhorn Jr. Organizational behavior. John
Wiley & Sons, 2020.

Ushakov, Roman Nikolaevich, Elena Mikhajlovna Kryukova, Valeriya Shotaevna Khetagurova,
Irina Viktorovna Mukhomorova, & Vladimir Vladimirovich Zelenov. "Efficiency of
Hotel Management. Training of Specialists in Hotel Industry Field." Journal of
Environmental Management & Tourism 11, no. 2 (42), 2020: 388-395.

V Kumpikaite & R Carniene. Net Training Technologies Developing Human Resources
Economic and Management. 37 (3), 2018

Van der Wagen, Lynn, & Lauren White. Human Resource Management for the Event Industry.
Routledge, 2014.

Veľas, Andrej, Martin Halaj, Ladislav Hofreiter, Katarina Kampova, Zuzana Zvakova, &
Richard Jankura. "Research of Security and Safety Culture within an Organization. The
Case Study within the Slovak Republic." Security Journal, 2021: 1-29.

Victor, Okpodu, Oladunni Olufemi, & Awoyemi Samson. "Assessment of Entrepreneurship
Skills Needs of Small-Scale Farmers in Akpabuyo Local Government Area of Cross
Rivers State, Nigeria." Assessment 11, no. 6, 2020.

Vincent, M. Impact of Training and Development on Employee Job Performance in
Nigeria. Saudi Journal of Humanities and Social Sciences, 5(05), 2020, 265-268.

Vizcaya-Moreno, M. Flores, Rosa M. Pérez-Cañaveras, Ismael Jiménez-Ruiz, & Joaquín de Juan.
"Student Nurse Perceptions of Supervision and Clinical Learning Environment: A
Phenomenological Research Study." Enfermería Global 17, no. 3, 2018: 306-331.

W. R Tracey. “Managing, Training and Development” America Managers Association. 2018

Weerakoon, Chamindika, A. J. McMurray, N. Rametse, & P. Arenius. "Knowledge creation
theory of entrepreneurial orientation in social enterprises." Journal of Small Business
Management 58, no. 4, 2020: 834-870.

Wilkinson, Adrian, & Tony Dundon. "Contemporary Human Resource Management: Text and
Cases." Contemporary Human Resource Management, 2021: 1-100.

Williams, Glynne. "Management Millennialism: Designing the New Generation of
Employee."Work, Employment and Society 34, no. 3, 2020: 371-387.

Wilmer, Hailey, Alison M. Meadow, Amanda Bentley Brymer, Stephanie Russo Carroll, Daniel
B. Ferguson, Ibrahim Garba, Christina Greene, Gigi Owen, & Dannele E. Peck.
"Expanded Ethical Principles for Research Partnership and Transdisciplinary Natural
Resource Management Science." Environmental Management 68, no. 4, 2021: 453-467.



222

Wilson, T. B. Innovative Reward Systems for the Changing Workplace. United States of America:
R.R. Donnelley& Sons Company, 2017.

Wu, Hung-Che, Ching-Chan Cheng, & Chi-Han Ai. "An Empirical Analysis of Green Switching
Intentions in the Airline Industry." Journal of Environmental Planning and
Management 61, no. 8, 2018: 1438-1468.

Wuryani, Eni, A. Rodlib, Sri Sutarsib, N. Dewib, & Donny Arifb. "Analysis of Decision Support
System on Situational Leadership Styles on Work Motivation and Employee
Performance."Management Science Letters 11, no. 2, 2021: 365-372.

Yang, Chunjiang, Yashuo Chen, Xinyuan Zhao Roy, & Anna S. Mattila. "Unfolding
Deconstructive Effects of Negative Shocks on Psychological Contract Violation,
Organizational Cynicism, and Turnover Intention." International Journal of Hospitality
Management 89, 2020: 102591.

Yukongdi, Vimolwan, & Pooja Shrestha. "The Influence of Affective Commitment, Job
Satisfaction and Job Stress on Turnover Intention: A Study of Nepalese Bank
Employees." Review of Integrative Business and Economics Research 9, 2020: 88-98.

Zainuddin, Puteri Faida Alya, Norlina Mohamed Noor, Affiana Kadri, & Nur Zahariah Maimon.
"Identifying Factors of Job Stress That Affect Job Performance among Employees in
Sarawak Corporation, Malaysia." Journal of Academic Research in Business and
Social Sciences 11, no. 2, 2021: 1283-1293.

Zhang, Chunyu, & Andreas Hirschi. "Forget about the money? A Latent Profile Analysis of
Calling and Work Motivation in Chinese Employees." Career Development
International, 2021.

Zimmerman, Ryan D., Brian W. Swider, and Wendy R. Boswell. "Synthesizing Content Models
of Employee Turnover." Human Resource Management 58, no. 1, 2019: 99-114.

Theses and Dissertations

Ahmed, Adamu Isa. "Effects and Challenges of Commercial Banks’ Staff Retrenchment: A
Critical Study of Some Selected Banks Located in Adamawa State, Northeastern
Nigeria." PhD diss., Point University, 2018.

Gberevbie, D.E. Staff Recruitment, Retention Strategies and Performance of Selected Public and
Private Organizations in Nigeria. Unpublished Ph.D Thesis, Covenant University, Ota,
Nigeria, 2017.



223

Juma, F. "The Relationship between Mode of Teacher Motivation and Students Academic
Performance in Public Secondary Schools in Bungoma North District." Unpublished M.
Ed. Project Report, Moi University, Kenya, 2011.

Longaritom, Benson Ririmpoi. "Influence of Cultural Practices on Entrepreneurial Orientation
among the Pastoralist Community of West Pokot County, Kenya." PhD diss., Kisii
University, 2018.

Magai, Kezia. "The Influence of Training and Development on Organizational Performance, a
Case of Tanzania Postal Bank (Kariakoo Branch)." PhD diss., 2018.

Majau, Doreen Kanana. "Factors Influencing Employee Job Performance in County Government
Departmental Projects: A Case Of Meru County Government, Kenya." PhD diss., UoN,
2019.

Mengesha, Kasahun. "An Assessment of Training and Development Practice in Ministry of
National Defense." PhD diss., ST. Mary’s University, 2020.

Mwenda, Omary Hamis. "The Contribution of Employee Training to Performance of Local
Government Authorities in Tanzania: A Case of Shinyanga Municipal Council." PhD
diss., The University of Dodoma, 2018.

National Bureau of Statistics National Manpower Stock and Employment Generation Survey.
Retrievedfrom: http:www.nigeranstat.gov.ng/upload/latestRelease/2b1fa54acea 7189
e402bc1d29d240305edd96cl.pdf. 2021.

Ndikumana, David Emmanuel. "The Role of Human Resource Management Practices in the
Migration of Medical Doctors in Developing Countries: The Case of Tanzania." PhD
diss., University of Agder, 2018.

Neway, Getachew. "The Effect of Training and Development on Employees Performance in the
Case of Renaissance International School Share Company." PhD diss., st. mary's
University, 2019.

Ngutiku, Purity Kathure. "Microfinance Services and Growth of Micro and Small Enterprises in
Kenya." PhD diss., Jkuat-Cohred, 2021.

Orjiakor, Sandra. "Group Dynamics in the Multi Cultural Workplace (A Study of Shell Petroleum
Development Company)." PhD diss., 2019.

Ross, Nicole L. "The Relationship Between Leadership Style, Job Satisfaction, and Generational
Cohort." PhD diss., Capella University, 2021.

Stepnadze, Tamar. "Personnel Management System in the International Company (On the
Example of JSC Bank of Georgia)." Master's thesis, Caucasus International University,
2018.



224



225

Appendix I

Table 1.1 List of Deposit money banks in Kwara State, Nigeria

SN Deposit money banks in Kwara State

1 Access Bank Plc.

2 Fidelity Bank Plc

3 First City Monument Bank Ltd

4 Guaranty Trust Bank Plc

5 Union Bank of Nigeria Plc

6 First Bank of Nig. Ltd

7 United Bank for Africa Plc

8 Zenith Bank Plc

9 Ecobank Nigeria Plc

10 Keystone Bank Ltd.

11 Polaris Bank Ltd

12 Stanbic IBTC Bank Plc.

13 Sterling Bank Plc

14 Unity Bank Plc.

15 Wema Bank Plc.

16 Heritage Bank Plc.

17 Jaiz Bank Plc

Source, Researcher 2021
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Appendix II

Questionnaire

Department of Management and Accounting, Faculty of Management and Social Sciences,

Lead City University, Ibadan, Nigeria

Topic: Impact of Training and Development on Employees' Retention among Selected

Money Deposit Bank Workers’ in Kwara State, Nigeria

Dear Respondents,

These questionnaires were designed for the above topic to elicit information on the impact of

training and development on employee retention among selected money deposit bank workers. It

is purely designed for academic research study. Please feel free to attend to this feat as all

information supplied shall be treated with total and utmost confidentiality.

Thanks.

Section A

Demographic Information of Respondents

Instruction: Kindly indicated your response by ticking ( )

1. Age: 20-30 ( ) 30-40 ( ) 50-60 ( ) 61 above ( )

2. Gender: Male ( ) Female ( )

3. Marital Status: Single ( ) Married ( ) Divorced ( )

4. Educational Qualification: SSCE ( ) OND/NCE ( ) 1st Degree/HND ( )

5. Years of Service on the Job: 6months-1 year ( ) 1-2 years ( )

2-4 years ( ) 4-5 years ( )

6. Position/ Status: Senior Level Management ( ) Middle Level Management ( ) Lower Level

Management ( )

7. Religious affiliation: Muslim ( ) Christianity ( ) others ( )
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Section B

Instruction: Please read each statement and tick ( ) the box in the column which corresponds to

the way you feel about the statements

SA = Strongly Agree, A= Agree, SD = Strongly Disagree, D =Disagree

Table 1: What Measures can Curtail Under-Performance by Staff of Deposit money banks

in Kwara State, Nigeria?

S/N Items SA A D SD
1 Regular promotions as at when due is key to

great performance by staff
2 Under performance by staff could be

avoided by regular payment of salaries and
other financial benefits/rewards

3 Constant training and re-training on the job
and off the job creates room for positive
performance by staff

4 Provision of a positive work environment
for staff yields great performance

5 Provision of other work-enhancing benefits
like health insurance schemes, accident-free
environment etc will also yield great
performance by staff

Table 2: Would Training have a Positive Resultant Effect on Employee Retention in

Deposit Money Banks, Kwara State, Nigeria

S/A Items (Training) SA A D SD

1 increases employee interpersonal relations with

customer.

2 increases employee accuracy and speed in

performing a task

3 enables employee to Attract and Retain

customers
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4 enhances employee ability to process

Transactions

5 increases employee self confidence on the Job

which yields positivity

6 increases employee chances of career

progression

Table 3: Would Development Positively Affect Employee Retention in Deposit Money

Banks, Kwara State, Nigeria?

S/N Item (Development) SA A D SD

1 prevents loss of organizational knowledge

2 presents conditions of employment that

guarantee job security

3 encourages good working relationship amongst

employees'

4 keep employees' up to speed on current

technology to perform jobs

5 creates platform for recognition and reward for

good performance

6 encourages staff participation in decision

making process
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Table 4: What could be the Effect of Motivation on Productivity among Staff of Deposit

money banks in Kwara State, Nigeria?

S/N Items SA A D SD

1 Staff give their optimum best on the job

2 The Deposit money banks get more customers

and make more profits

3 The staff have the chance to work in a relaxed

environment and not a harsh one

4 Motivation provides room for healthy rivalry

among staff

5 Incentives such as monetary rewards or

promotions are key to bank growth

Table 5: Could Training and Development result in Employee Retention in Deposit Money
Banks, Kwara State, Nigeria?

S/N Items SA A D SD
1 Training and development increases

interpersonal relationship between managers and
subordinates.

2 Trained employee feels satisfied than untrained
employee.

3 Training and development increases employees'
earning power

4 Training and development increases motivation.
5 Training brings about employee job satisfaction



230

Biodata

A. Personal Data

1. Full Names: Moses Sunday, ADEYEMI

2. Address: The Polytechnic Igbo-Owu, Asa-Dam, Osere Road, Ilorin, Kwara State

3. Date and Place of Birth: 30th October 1960 (Igbo-Owu)

4. Nationality: Nigeria

5. Name and Address of Next of Kin: Mrs. Deborah Adefunke Adeyemi, The Polytechnic Igbo-Owu, Asa-

Dam, Osere Road, Ilorin, Kwara State

B. Educational Background

1. Educational Institutions Attended with Dates and Qualifications

● St. Barnabas Primary School, Ilorin 1966 – 1969

● St. Lukes Primary School, Obbo Aiyegunle 1970 – 1972

● Omupo Grammar School, 1973 – 1977

● Omu-Aran Teachers’ College 1977 – 1979

● Institute of Management and Vocation, Ilorin 1980 – 1982

● Chartered Institute of Commerce of Nigeria 1987 – 1992

● University of Port-Harcourt 1998 – 1999

● Lead City University, Ibadan 2009 – 2011

● National Open University of Nigeria 2014 - 2018

● Lead City University Ibadan 2018 – till date

2. Academic Qualifications Obtained (with Dates)

● Primary School Leaving Certificate 1972

● Secondary School certificate 1977

● Grade II (Teacher Certificate) 1979

● Diploma (Accounting) 1982



231

● Higher Diploma (Accounting) 1990

● Postgraduate Diploma (Commerce) 1992

● Postgraduate Diploma (Accounting) 2000

● Master in Business Administration (MBA Finance) 2010

● Bachelor of Science, Entrepreneurship and Business Management

(B.Sc) 2018

3. Professional Qualifications with Dates

● Fellow, Chartered Institute of Commerce of Nigeria 2000

● Certified Teacher, Teachers’ Registration Council

of Nigeria (TRCN) 2009

● Fellow Member, Nigerian Institute of Management (FNIM)2010

● Fellow Institute of Management Specialist (FIMS) 2018

● Fellow Institute of Management Consultant (FIMC) 2019

C. Working Experience with Dates `

● Clerk, AP Regional Office – Kaduna 1977

● Class Teacher, Ifelodun Local Government 197 9 - 1981

● 3 months, Industrial Training (Account Department NTA) 1982

● Accountant – Adal Industries Ltd (Sabella) 1984 – 1988

● Executive Director (Finance) Ultra Oil Plc 1989 – 1992

● Chief Executive Ultra Oil Plc 1995 – 1997

● Coordinator – Nigeria Institute of Management,

● MPE tuition and Examination Centre 2006 – till date

● The Proprietor – Stephen’s Fountain Schools, Ilorin, 1999 – till date

● The Proprietor/Rector – The Polytechnic Igbo-Owu, Ilorin 2011 – till date

D. Award and Fellowships if any

● Doctorate Degree in Education (Honoris Causa), Commonwealth

University, London 2018



232

● Fellow Commonwealth Academy of Leadership & Management (London)

2019

E. Membership of Academic Professional Bodies

● Fellow, Chartered Institute of Commerce of Nigeria 2000

● Certified Teacher, Teachers’ Registration Council

of Nigeria (TRCN) 2009

● Fellow Member, Nigerian Institute of Management (FNIM)2020

● Fellow Institute of Management specialist (FIMS) 2018

● Fellow Institute of Management Consultant (FIMC) 2019

● Doctorate Degree in Education (Honoris Causa), Commonwealth

University, London 2018

● Fellow Commonwealth Academy of Leadership & Management (London)

F. Publication (if Any)

● Role of Book keeping on sustainability of small and medium enterprises (SMES) in

Nigeria (A case Study of selected SMES in Osun State) – (IJAMSR) ISSN: 2643-900 x

Vol.4, Issue 9, September, 2020 pages: 140 – 154.

● Role of Budget and Budgetary control on Development of Manufacturing Firms in Osun

State. Nigerian – (IJAAFMR) ISSN: 2643 – 976 x Vol.4, issue 9, September, 2020,

pages: 119 – 132.

● Assessment of Computerized Record Keeping on Performance of Business Enterprises

in Osun State, Nigeria (IJAISE) ISSN: 2643 – 9026 Vol. 4 Issue 10, October, 2020,

Pages: 153 – 164.

___________________________________ ______________________
Signature Date



233

University Compliance Certification

This is to certify that this Thesis written by: Sunday Moses ADEYEMI with Matric No:

LCU/PG/001030 in the Department of Management and Accounting, Faculty of Management

and Social Sciences, Lead City University, Ibadan is in full compliance with the approved

University format and style.

_______________________________________ __________________________

Signature Date



234


