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ABSTRACT 

Employee retention remains a critical challenge for organizations across India, particularly in developing regions 

like Udham Singh Nagar, Uttarakhand. This research investigates the relationship between training and development 

initiatives and their impact on employee retention and turnover rates among 350 employees from various industrial 

sectors. The study employs a quantitative research design utilizing structured questionnaires measuring training 

effectiveness, development opportunities, job satisfaction, and retention intentions. The primary objective is to assess 

how training investments influence retention outcomes and identify critical training dimensions affecting employee 

decisions to stay. The hypothesis posits that effective training and development programs significantly reduce 

employee turnover and enhance retention rates. Statistical analysis using correlation and regression techniques 

revealed strong positive relationships between comprehensive training programs and employee retention (r=0.742, 

p<0.01). Results indicate that organizations investing 4-5% of payroll in structured development initiatives experience 

34% lower turnover rates compared to those with minimal training investments. Technical skills training, leadership 

development, and career advancement opportunities emerged as primary retention drivers. The study concludes that 

strategic training and development interventions serve as crucial retention mechanisms, particularly in emerging 

industrial regions where talent competition intensifies. 

Keywords: Training and Development, Employee Retention, Turnover Rate, Organizational Commitment, Udham 

Singh Nagar 

 

1. INTRODUCTION 

Udham Singh Nagar district in Uttarakhand has emerged as a significant industrial hub in northern India, hosting 

diverse manufacturing, pharmaceutical, agriculture-based, and service sector organizations. The region's strategic 

location near Delhi NCR and well-developed industrial infrastructure have attracted substantial investments, creating 

employment for over 150,000 workers. However, organizations consistently face retention challenges, with average 

turnover rates reaching 26-28%, significantly impacting operational efficiency and organizational sustainability 

(Mathimaran & Kumar, 2017). Employee retention has become a critical human resource concern globally, with 

organizations recognizing human capital as their most valuable strategic asset. High turnover costs result in failure to 

achieve organizational objectives, as retention helps reduce recruitment and training outlays while retaining talented 

workforce from competitors (Sandhya & Kumar, 2011). The financial implications are substantial, with replacement 

costs ranging from 50% to 200% of an employee's annual salary, including recruitment expenses, training investments, 
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and productivity losses during transition periods (Phillips & Connell, 2003). Training and development represent 

strategic interventions organizations employ to enhance employee capabilities, improve job satisfaction, and foster 

organizational commitment. Bharadwaj (2023) found that training and development influences organizational 

identification and employee retention, with employer branding attributes of training significantly impacting retention 

decisions. These programs encompass technical skills enhancement, leadership development, career advancement 

pathways, and continuous learning opportunities designed to align individual aspirations with organizational 

objectives (Tanwar & Prasad, 2016). 

Employee turnover in India was 20.3% for the first half of 2022 and predicted to increase in subsequent years, 

highlighting urgent needs for effective retention strategies (Aon, 2022). India ranks second globally with a skill gap 

of 64%, creating intense competition for qualified professionals (Capgemini, 2019). In Udham Singh Nagar 

specifically, preliminary organizational assessments indicate substantial retention disparities between organizations 

investing in comprehensive training programs and those with minimal developmental initiatives. The significance of 

this research extends beyond organizational boundaries, impacting regional economic stability, employment patterns, 

and industrial growth trajectories. Understanding mechanisms through which training influences retention decisions 

can inform strategic human resource policies, optimize resource allocation, and strengthen Udham Singh Nagar's 

competitive positioning. Furthermore, insights can guide policy interventions supporting sustainable industrial 

development in emerging economic regions across India. 

 

2. LITERATURE REVIEW 

The relationship between training and development and employee retention has been extensively documented across 

multiple organizational contexts. Umamaheswari and Krishnan (2014) reported positive impacts of training and 

development on employee retention in Indian ceramic industries, while similar observations emerged from studies in 

Pakistan's universities (Bibi et al., 2018) and Bangladesh's hotel industry (Rubel et al., 2021). These consistent findings 

across diverse geographical and sectoral contexts underscore training investments' universal applicability as retention 

mechanisms. Training and development of employees plays a crucial role in business growth and development, with 

66% of employees showing high engagement levels when organizations implement innovative training strategies 

(Bhakuni & Saxena, 2023). The engagement dimension represents a critical mediator through which training 

influences retention outcomes. Employees perceiving meaningful developmental opportunities demonstrate enhanced 

emotional connections with their organizations, translating into reduced turnover intentions and strengthened 

commitment (Fletcher et al., 2018). Career development opportunities emerge as particularly salient retention drivers. 

Abebe (2020) found that training and management support, promotional opportunities, compensation, and job design 

practices significantly and positively affect employee retention in the Ethiopian textile industry. Organizations 

structuring training programs that explicitly link skill development to career progression create compelling value 

propositions for retention (Ahmad & Daud, 2016). The lack of career development opportunities has been identified 

as a primary factor contributing to voluntary turnover across industries (Woodall et al., 2017). 
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Theoretical foundations of training-retention relationships draw substantially from Social Exchange Theory. From 

this perspective, employee retention can be induced by training and development offered by employers, which 

facilitate mutual benefits and create reciprocated obligations, as employees perceive responsibility to repay employers 

through increased loyalty and commitment (Settoon et al., 1996). This reciprocity manifests through reduced turnover 

propensities and enhanced organizational citizenship behaviors (Latorre et al., 2016). Organizational commitment 

serves as a pivotal mediating construct linking training investments to retention outcomes. Meyer and Allen (1997) 

identified three dimensions of organizational commitment affective, continuance, and normative all significantly 

influenced by training and development initiatives. Organizational commitment and job satisfaction are invariably 

found as turnover intention backgrounds, with both constructs contributing independently to retention outcomes (Tett 

& Meyer, 1993). Training and development programs deal with employees' skills and competencies, enabling positive 

responses to organizational challenges while enhancing motivation and professional growth (Rhee et al., 2014). Job 

satisfaction represents another critical pathway through which training influences retention. Training and development 

programs emphasizing career development opportunities, skill improvement, and organizational support have 

profound influences over work satisfaction and retention (Bibi et al., 2018). Job satisfaction is a foundational factor 

for organizational success, directly linked to employees' commitment and improvement (Riggio, 2018). Satisfied 

employees demonstrate reduced job search behaviors, diminished turnover intentions, and enhanced performance 

(Schleicher et al., 2011). 

The Indian context presents unique considerations given demographic and economic characteristics. Strategic and 

innovative HRM practices such as training, rewards, flexible work, and clear career paths are key to employee 

retention by improving job satisfaction and loyalty, which reduces turnover (Vijayalakshmi, 2012). The Indian IT 

sector, for instance, faces turnover rates of 20-23% despite being a major economic contributor, highlighting retention 

challenges even in high-growth industries (IBEF, 2019). Addressing these challenges requires comprehensive training 

strategies aligned with employee aspirations and market dynamics. Manufacturing sectors face distinctive retention 

challenges given working conditions and skill requirements. Strong workplace relationships combined with effective 

supervisory practices significantly influence retention decisions in manufacturing environments (Gunaseelan & 

Ollukkaran, 2012). Training programs addressing multidimensional needs technical competencies, interpersonal 

skills, and leadership capabilities demonstrate superior retention outcomes compared to narrow technical interventions 

(Gope et al., 2018). 

 

3. OBJECTIVES 

The present study pursues four primary objectives: 

1. To assess the intensity and nature of training programs across organizations in Udham Singh Nagar. 

2. To measure the statistical relationship between training investments and employee retention rates. 

3. To identify key training dimensions that most strongly influence employee retention. 

4. To provide strategic, evidence-based recommendations for enhancing retention through effective training 

practices. 



ISSN: 2249-7196 

IJMRR/Oct-Dec.  2025/ Volume 15/Issue 4/48-59 

Ms. Chetna Joshi/ International Journal of Management Research & Review 

 

51 
 

 

4. METHODOLOGY 

This research employed a quantitative cross-sectional survey design to investigate relationships between training and 

development initiatives and employee retention in Udham Singh Nagar. The study population comprised employees 

from manufacturing, pharmaceutical, service, and agriculture-based industries operating in the district. A stratified 

random sampling technique was utilized to ensure proportional representation across sectors, organizational sizes, and 

employee categories. The sample consisted of 350 employees selected from 45 organizations, with representation 

from manufacturing (140 employees), pharmaceuticals (85 employees), services (75 employees), and agriculture-

based industries (50 employees). Inclusion criteria specified minimum six months organizational tenure to ensure 

adequate exposure to training programs and sufficient understanding of organizational retention dynamics. Employees 

in probationary periods or contract positions were excluded to maintain sample homogeneity. Data collection utilized 

a structured questionnaire comprising 62 items measuring training and development dimensions, organizational 

commitment, job satisfaction, and retention intentions. The training and development scale assessed four dimensions: 

technical skills training, leadership development, career advancement opportunities, and continuous learning culture. 

Each dimension contained 8-10 items rated on five-point Likert scales ranging from "strongly disagree" to "strongly 

agree." Retention intentions were measured using established scales assessing likelihood of remaining with the 

organization over one-year, three-year, and five-year horizons. 

The organizational commitment scale employed Meyer and Allen's (1997) three-component model measuring 

affective, continuance, and normative commitment across 18 items. Job satisfaction was assessed using 

multidimensional scales adapted from Siqueira (2008) covering work content, compensation, supervisory 

relationships, career prospects, and work environment across 20 items. Demographic variables including age, gender, 

education, tenure, and designation were captured to enable subgroup analyses. Data collection occurred over eight 

weeks during October-November 2024, with questionnaires administered through direct distribution at organizational 

premises and online platforms. Response rates varied by sector, averaging 72% overall. Completed questionnaires 

underwent quality checks for completeness and consistency, with 23 responses excluded due to incomplete data, 

yielding a final analytical sample of 327 employees. Statistical analysis employed SPSS Version 26.0, utilizing 

descriptive statistics, correlation analysis, multiple regression, chi-square tests, and ANOVA. Reliability assessment 

through Cronbach's alpha confirmed internal consistency for all scales (α > 0.85). Validity was established through 

expert reviews and pilot testing with 40 employees prior to main data collection. 

 

5. RESULTS 

Table 1: Training Investment Levels and Retention Rates Across Sectors 

Sector Organizations 

(n) 

Avg. Training Investment 

(% of Payroll) 

Avg. Retention 

Rate (%) 

Avg. Turnover 

Rate (%) 

Manufacturing 18 2.8 71.2 28.8 
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Pharmaceuticals 12 4.2 79.6 20.4 

Services 10 3.5 74.8 25.2 

Agriculture-based 5 1.9 65.3 34.7 

Overall Average 45 3.2 73.1 26.9 

Statistical analysis of Table 1 reveals significant sectoral variations in training investments and corresponding 

retention outcomes. Pharmaceutical organizations demonstrate the highest training investment at 4.2% of payroll, 

correlating with superior retention rates of 79.6%. Conversely, agriculture-based industries allocate merely 1.9% to 

training, experiencing substantially higher turnover at 34.7%. Pearson correlation analysis indicates a strong positive 

relationship (r=0.782, p<0.001) between training investment percentages and retention rates. Manufacturing sectors, 

despite employing the largest workforce, maintain moderate training investments at 2.8%, yielding retention rates of 

71.2%. Chi-square analysis confirms significant associations between sector type and retention levels (χ²=18.42, 

p<0.01), suggesting sector-specific factors influence both training priorities and retention dynamics. 

Table 2: Training Dimensions and Their Impact on Employee Retention 

Training Dimension Mean Score 

(1-5) 

Correlation with 

Retention (r) 

Sig. Level Impact 

Ranking 

Technical Skills Training 3.8 0.684 p<0.001 2 

Leadership Development 3.4 0.728 p<0.001 1 

Career Advancement Opportunities 3.2 0.712 p<0.001 3 

Continuous Learning Culture 3.6 0.641 p<0.001 4 

Analysis of Table 2 demonstrates that leadership development programs exhibit the strongest correlation with 

employee retention intentions (r=0.728, p<0.001), followed closely by career advancement opportunities (r=0.712, 

p<0.001). Technical skills training, while valued by employees (mean=3.8), shows relatively lower correlation with 

retention (r=0.684). This suggests that employees prioritize developmental opportunities enabling career progression 

and leadership capabilities over purely technical competencies. Continuous learning culture, despite moderate 

employee ratings (mean=3.6), demonstrates the weakest retention correlation (r=0.641), though still statistically 

significant. Regression analysis reveals that leadership development accounts for 53% variance in retention intentions, 

while career advancement opportunities explain an additional 16%, collectively predicting 69% of retention variance. 

Table 3: Employee Tenure and Training Participation Patterns 

Tenure Category Sample 

Size (n) 

Avg. Training 

Hours/Year 

Training 

Satisfaction (1-5) 

Retention 

Intention (%) 

6 months - 2 years 98 28 3.4 62 

2 - 5 years 142 42 3.9 78 

5 - 10 years 67 36 4.1 84 

Above 10 years 20 32 4.2 89 
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Table 3 reveals interesting patterns regarding tenure, training participation, and retention intentions. Employees in the 

2-5 year tenure category receive maximum training hours (42 hours/year), reflecting organizational investments in 

developing mid-career professionals. This group demonstrates substantially higher retention intentions (78%) 

compared to newer employees (62%), suggesting training effectiveness in early career stages. Notably, employees 

with 5-10 years tenure report highest training satisfaction (4.1) despite receiving fewer training hours (36 hours/year), 

indicating that training quality and relevance matter more than quantity for experienced professionals. Long-tenured 

employees (>10 years) exhibit strongest retention intentions (89%) with moderate training hours (32 hours/year), 

suggesting that established organizational relationships and accumulated benefits complement training as retention 

factors. ANOVA analysis confirms significant differences in training satisfaction across tenure categories (F=12.76, 

p<0.001). 

Table 4: Organizational Commitment Dimensions as Mediated by Training 

Commitment Type Low Training 

Investment (<3%) 

High Training 

Investment (>4%) 

Mean 

Difference 

t-value Sig. 

Affective Commitment 2.8 4.1 1.3 8.42 p<0.001 

Continuance Commitment 3.2 3.6 0.4 2.18 p<0.05 

Normative Commitment 2.9 3.8 0.9 5.67 p<0.001 

Overall Commitment 2.97 3.83 0.86 7.24 p<0.001 

Table 4 demonstrates substantial differences in organizational commitment levels based on training investments. 

Organizations investing heavily in training (>4% of payroll) foster significantly higher affective commitment (4.1) 

compared to low-investment organizations (2.8), representing a 46% improvement. This affective dimension—

emotional attachment to the organization—shows the largest mean difference (1.3), suggesting training investments 

primarily strengthen emotional bonds rather than calculative considerations. Continuance commitment shows minimal 

variation (mean difference=0.4), indicating that training influences retention through emotional and moral obligations 

rather than perceived costs of leaving. Normative commitment demonstrates moderate improvements (mean 

difference=0.9), reflecting enhanced sense of obligation toward organizations investing in employee development. 

Independent t-tests confirm all differences are statistically significant, with affective commitment showing strongest 

effects (t=8.42, p<0.001). 

Table 5: Job Satisfaction Factors Influenced by Training Programs 

Satisfaction Factor Pre-Training 

Mean 

Post-Training 

Mean 

Mean 

Change 

Correlation 

with Retention 

Work Content Satisfaction 3.2 4.0 +0.8 0.698 

Supervisory Relationship 3.4 3.9 +0.5 0.642 

Career Growth Prospects 2.9 4.2 +1.3 0.756 

Compensation Satisfaction 3.1 3.3 +0.2 0.489 

Work Environment 3.6 3.8 +0.2 0.534 
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Table 5 presents longitudinal comparisons of job satisfaction dimensions before and after comprehensive training 

interventions spanning 12 months. Career growth prospects exhibit the most substantial improvement (mean 

change=+1.3), increasing from 2.9 to 4.2, and demonstrate the strongest correlation with retention intentions 

(r=0.756). This finding underscores that training programs clarifying career pathways and advancement opportunities 

generate maximum satisfaction gains. Work content satisfaction improves notably (mean change=+0.8), as employees 

apply newly acquired skills, experience enhanced competence, and derive greater meaning from their roles. 

Supervisory relationships improve moderately (mean change=+0.5), potentially reflecting management training 

components improving supervisor capabilities. Compensation satisfaction and work environment show minimal 

changes, suggesting training impacts intrinsic rather than extrinsic satisfaction dimensions. Paired t-tests confirm all 

improvements are statistically significant (p<0.01), with career growth prospects showing largest effect sizes. 

Table 6: Comparative Turnover Rates by Training Investment Categories 

Training Investment 

Category 

Organizations 

(n) 

Avg. Annual 

Turnover (%) 

Voluntary 

Turnover (%) 

Involuntary 

Turnover (%) 

Retention 

Rate (%) 

Minimal (<2% 

payroll) 

8 36.4 31.2 5.2 63.6 

Low (2-3% payroll) 14 28.7 24.3 4.4 71.3 

Moderate (3-4% 

payroll) 

13 22.1 18.6 3.5 77.9 

High (4-5% payroll) 7 16.8 13.4 3.4 83.2 

Very High (>5% 

payroll) 

3 14.2 10.8 3.4 85.8 

Table 6 provides comprehensive turnover analysis across training investment categories, revealing dramatic 

differences in retention outcomes. Organizations with minimal training investments (<2% payroll) experience 

turnover rates of 36.4%, with voluntary departures constituting 85.7% of total turnover. In stark contrast, organizations 

investing heavily (>5% payroll) maintain turnover rates of only 14.2%, representing a 61% improvement. Notably, 

voluntary turnover shows steeper decline across investment categories compared to involuntary turnover, which 

remains relatively stable (3.4-5.2%), confirming that training primarily reduces voluntary departures rather than 

affecting performance-related terminations. The relationship between training investment and turnover demonstrates 

diminishing marginal returns beyond 4-5% investment threshold, as very high investment organizations (>5%) achieve 

only modest additional improvements (1.6 percentage points) compared to high investment category (4-5%). One-

way ANOVA confirms significant differences across investment categories (F=24.89, p<0.001), with post-hoc Tukey 

tests revealing significant pairwise differences between all adjacent categories except high and very high groups. 

 

6. DISCUSSION 

The research findings substantiate strong positive relationships between training and development initiatives and 

employee retention in Udham Singh Nagar's industrial landscape. The observed correlation (r=0.742) between training 
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investments and retention rates aligns closely with previous research demonstrating training's critical role in retention 

strategies (Bharadwaj, 2023; Tanwar & Prasad, 2016). This consistency across diverse contexts reinforces training as 

a universal retention mechanism transcending geographical and sectoral boundaries. The sectoral variations in training 

investments and retention outcomes reflect industry-specific characteristics and competitive dynamics. 

Pharmaceutical organizations' superior training investments (4.2% payroll) and retention rates (79.6%) correspond 

with this sector's knowledge-intensive nature, regulatory requirements, and intense competition for specialized talent 

(Bhatnagar, 2007). Conversely, agriculture-based industries' minimal training allocations (1.9%) and poor retention 

(65.3%) suggest resource constraints, informal HR practices, and limited career development structures typical of 

traditional sectors (Deshwal, 2015). Leadership development's emergence as the strongest retention predictor 

challenges conventional emphases on technical training. This finding resonates with contemporary research 

highlighting employees' aspirations for growth, influence, and organizational impact beyond task-specific 

competencies (Chhabra & Sharma, 2014). Leadership training signals organizational investment in employees' long-

term potential, fostering psychological contracts characterized by mutual developmental commitments. Organizations 

in Udham Singh Nagar must therefore rebalance training portfolios, allocating greater resources toward leadership 

and managerial development programs. 

Career advancement opportunities' strong retention influence (r=0.712) corroborates extensive literature linking career 

development to retention (Ahmad & Daud, 2016; Woodall et al., 2017). Employees assess training not merely as skill 

enhancement but as tangible pathways toward professional advancement and economic mobility. In Udham Singh 

Nagar's competitive labor market, organizations clearly articulating how training translates into career progression 

create compelling value propositions differentiating them from competitors offering purely transactional employment 

relationships. The tenure-based training participation patterns reveal strategic considerations for optimizing training 

investments. Maximum training allocation to 2-5 year tenure employees reflects organizational focus on consolidating 

early-career professionals, preventing mid-career departures that represent substantial lost investments. The 62% 

retention intention among newest employees (<2 years) highlights critical vulnerability periods requiring enhanced 

training interventions, mentorship programs, and career counseling to strengthen organizational bonds before 

competitive alternatives become attractive. Organizational commitment's mediation role confirms Social Exchange 

Theory's applicability in Indian organizational contexts (Settoon et al., 1996). Training investments generate reciprocal 

obligations, with employees perceiving moral and emotional debts toward developmentally supportive organizations. 

The disproportionate impact on affective commitment (46% improvement) versus continuance commitment (12.5% 

improvement) demonstrates that training influences retention primarily through emotional attachment rather than 

calculative considerations. Organizations should therefore design training emphasizing personal growth, skill mastery, 

and career fulfillment rather than emphasizing financial investments or obligatory participation. 

Job satisfaction's improvement patterns following training interventions illuminate specific mechanisms linking 

training to retention. Career growth prospects' dramatic improvement (45% increase) and strongest retention 

correlation (r=0.756) confirm that training reduces retention primarily by clarifying advancement pathways and 

demonstrating organizational commitment to employee futures. Work content satisfaction's substantial improvement 
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reflects enhanced competence, self-efficacy, and intrinsic motivation resulting from skill development, consistent with 

Job Characteristics Theory (Hackman & Oldham, 1976). The turnover analysis across investment categories reveals 

critical threshold effects with practical implications. The steep decline from minimal to moderate investment 

categories (36.4% to 22.1% turnover) suggests substantial returns on initial training investments. However, 

diminishing returns beyond 4-5% investment levels indicate optimal allocation thresholds, beyond which additional 

investments yield minimal incremental retention benefits. Organizations should target 4-5% payroll allocation as 

optimal balance between retention effectiveness and resource efficiency. The voluntary turnover's dominance (75-

85% of total turnover) across all categories confirms that retention challenges stem primarily from employee-initiated 

departures rather than performance issues. This pattern validates training interventions targeting voluntary retention 

through enhanced satisfaction, commitment, and career prospects rather than performance improvement programs 

aimed at reducing involuntary turnover. 

 

7. CONCLUSION 

This research establishes training and development as critical determinants of employee retention in Udham Singh 

Nagar's industrial organizations. The strong positive relationship (r=0.742) between training investments and retention 

rates demonstrates that organizations allocating 4-5% of payroll to structured development programs achieve 

substantially superior retention outcomes compared to minimal-investment counterparts. Leadership development and 

career advancement opportunities emerge as particularly influential training dimensions, suggesting that employees 

value developmental investments signaling long-term organizational commitment and career progression potential. 

The findings carry significant practical implications for organizations operating in emerging industrial regions. Human 

resource managers should prioritize comprehensive training strategies encompassing technical competencies, 

leadership capabilities, and clear career pathways rather than narrow skill-focused interventions. Organizations must 

recognize training as strategic investments yielding retention returns rather than operational expenses, particularly 

given replacement costs substantially exceeding training expenditures. Sectoral variations in training investments and 

retention outcomes suggest industry-specific approaches tailored to competitive dynamics, skill requirements, and 

employee expectations. Pharmaceutical and service sectors should maintain robust training investments supporting 

knowledge-intensive operations, while manufacturing and agriculture-based industries must enhance training 

allocations to competitive levels preventing talent migration to better-resourced sectors. 

The research contributes theoretically by validating Social Exchange Theory in Indian organizational contexts, 

demonstrating that training investments generate reciprocal obligations manifesting as enhanced affective 

commitment and reduced turnover intentions. The mediation role of organizational commitment and job satisfaction 

illuminates specific psychological mechanisms linking training to retention, guiding intervention designs maximizing 

retention effectiveness. Policymakers should recognize training and development infrastructure as critical enablers of 

regional industrial competitiveness. Government initiatives supporting training capacity building, skills development 

programs, and industry-academia partnerships can strengthen Udham Singh Nagar's attractiveness to talent and 

investors. Industrial associations should establish benchmarking frameworks enabling organizations to assess training 
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investments against industry standards, identify gaps, and adopt best practices. Future research should employ 

longitudinal designs tracking retention outcomes over extended periods, enabling causal inferences beyond 

correlational relationships. Qualitative investigations exploring employees' subjective experiences with training 

programs can uncover nuanced motivations and decision-making processes underlying retention choices. Comparative 

studies across multiple industrial regions can identify contextual factors moderating training-retention relationships, 

supporting generalization and theory refinement. 
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