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Abstract 

In today’s fast-paced and highly competitive business landscape, retaining skilled and motivated talent has 
become a vital factor in ensuring long-term organizational success. This research paper investigates the 
significant role that Learning and Development (L&D) plays in improving employee retention across Indian 
industries such as Information Technology (IT), Banking, Financial Services and Insurance (BFSI), and 
Manufacturing. The study is based on insights gathered from 150 employees through structured 
questionnaires and in-depth interviews. The analysis indicates a clear and positive relationship between 
comprehensive L&D programs and an employee’s decision to remain with their organization. Notably, when 
training initiatives are closely aligned with employees’ job responsibilities and long-term career goals, 
retention rates improve markedly. The study also highlights that younger employee tend to prioritize 
development opportunities, suggesting a generational shift in workplace values. Statistical techniques, 
including correlation and regression analysis, confirm that employee satisfaction with L&D and their 
perception of career advancement opportunities strongly influence their commitment to the organization. 
This research adds to the current literature by offering real-world data from the Indian corporate 
environment, emphasizing the strategic role of L&D in effective talent retention. The paper concludes by 
offering actionable strategies for companies seeking to curb employee turnover by embedding continuous 
learning into their broader human resource management practices. 

Keywords: Learning and Development (L&D), Employee Retention, Training Programs, Career 
Advancement, Human Resource Management, Organizational Development, Employee Engagement, 
Talent Management, Workforce Sustainability, Indian Corporates, Generational Workforce, Strategic HR. 

 
INTRODUCTION 

Background and Context 

In today’s dynamic global business environment, retaining talented employees has 
become a growing concern that extends far beyond simply hiring the right candidates. 
With industries facing rapid technological advancements, intense market competition, 
and evolving employee expectations, organizations must implement strategic human 
resource practices that sustain long-term employee engagement. One of the most 
effective tools in this regard is Learning and Development (L&D), which plays a key role 
in boosting employee motivation, satisfaction, and loyalty (References 1, 4, 6). 

L&D encompasses a range of well-structured programs, including onboarding sessions, 
role-specific training, leadership development, career planning, and ongoing skill 
enhancement. When these initiatives are thoughtfully aligned with both organizational 
objectives and individual career goals, they encourage holistic growth. This alignment not 
only empowers employees to thrive in a fast-evolving, tech-centric workplace but also 
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contributes to overall business resilience (References 2, 5, 22). A strong organizational 
focus on learning fosters an environment of inclusion and appreciation, which in turn 
lowers attrition and cultivates long-term commitment (References 3, 16, 20). 

As Millennials and Gen Z increasingly dominate the workforce, there is a noticeable shift 
in expectations. These generations value continuous learning and career advancement 
as much as—if not more than—job security or salary. This preference is particularly 
evident in fast-evolving sectors like IT, BFSI, healthcare, and manufacturing. In such 
industries, L&D is no longer just a function of HR—it has become a vital strategic tool for 
retaining top talent and maintaining a competitive edge (References 9, 18, 24). 

Problem Statement 

Even with increased investments in employee development programs across various 
industries, many organizations continue to struggle with high attrition rates—especially 
among young professionals and high-performing individuals. Traditionally, employee 
retention efforts focused on offering tangible rewards such as higher salaries, job stability, 
and added benefits. However, in today’s knowledge-driven economy, these measures 
alone no longer guarantee lasting employee loyalty (References 12, 15, 30). 

A critical gap persists in many companies where Learning and Development (L&D) 
initiatives are implemented, but their actual effect on improving retention remains unclear. 
This suggests a limited empirical understanding of the relationship between L&D efforts 
and employees’ decisions to stay with their employers. The present study aims to address 
this disconnect by investigating, through data-driven analysis, how L&D programs 
influence employee retention within Indian organizations (References 8, 19, 25). 

Research Gap 

While numerous studies have acknowledged the role of Learning and Development (L&D) 
in enhancing employee satisfaction and performance, there is still a limited understanding 
of its direct influence on employee retention—especially across different demographic 
groups and industry settings in developing nations like India (References 4, 5, 17). 

Identified Research Gaps 

• Much of the existing literature is rooted in conceptual or theoretical models with 
minimal empirical backing (References 7, 13). 

• There is a lack of in-depth analysis on how digital L&D tools—such as e-learning 
modules, mobile-based microlearning, and Learning Management Systems 
(LMS)—impact retention outcomes (References 11, 26). 

• Limited studies have explored employee perceptions of L&D across diverse 
segments, including age groups, job experience levels, sectors, and specific job 
functions (References 18, 23). 

To address these shortcomings, this research adopts a mixed-method approach to 
evaluate the effectiveness of L&D initiatives in reducing employee turnover within the 
Indian corporate environment. 
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Objectives of the Study 

1. To examine the relationship between L&D activities and employee retention 
(References 1, 8, 10). 

2. To identify which aspects of L&D—such as relevance, frequency, delivery approach, 
and perceived usefulness—most significantly influence an employee’s decision to 
stay (References 6, 14, 27). 

3. To investigate how demographic variables like age, work experience, and industry 
type affect the connection between L&D and retention (References 17, 19). 

4. To offer practical strategies for integrating L&D into retention policies within Indian 
companies (References 3, 16, 22). 

Hypothesis of the Study 

H1:  Increased participation in learning and development programs leads to a significant 
and positive effect on employee retention intention. 

H2:  The perceived alignment of training with job roles significantly influences the 
likelihood of employees intending to remain with the organization. 

H3:  Employee satisfaction with learning and development initiatives significantly predicts 
their intention to stay employed. 

H4:  Career advancement perception explains part of the relationship between learning 
and development and employee retention intention. 

H5:  The influence of L&D satisfaction on retention intention varies depending on the 
employee's age and the sector in which they are employed. 

 
LITERATURE REVIEW 

Summary of Existing Studies 

Retaining employees has become a central concern in modern human resource 
practices. Numerous studies affirm that Learning and Development (L&D) plays a pivotal 
role in enhancing retention. According to Jehanzeb and Bashir (2013), comprehensive 
training initiatives significantly boost employee engagement, satisfaction, and 
organizational commitment. Similarly, Kraiger and Ford (2021) observed that continuous 
learning opportunities help align individual goals with organizational objectives, thereby 
fostering loyalty. Deery and Jago (2015) further noted that in industries known for high 
turnover—such as retail and hospitality—targeted development programs are effective in 
reducing attrition. In the Indian context, Sharma and Taneja (2018) found that structured 
L&D strategies within the IT sector have a positive impact on retention by addressing 
employees' desires for growth and skill enhancement. Rana and Malik (2017) also 
emphasized that younger employees, particularly Millennials and Gen Z, prioritize 
opportunities for career advancement over monetary benefits. These findings collectively 
highlight L&D as a strategic driver of motivation and employee retention. 
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Theoretical Frameworks 

The connection between Learning and Development and employee retention can be 
better understood through several established theoretical models: 

• Social Exchange Theory (Blau, 1964) suggests that when organizations invest in 
employee development, individuals are likely to respond with increased loyalty and 
a longer stay, viewing the exchange as mutually beneficial (References 1, 3). 

• Human Capital Theory (Becker, 1964) proposes that enhancing employees’ skills 
and competencies through L&D makes them more valuable to the organization, 
fostering deeper engagement and reducing turnover (References 4, 6). 

• Psychological Contract Theory (Rousseau, 1989) emphasizes that employees 
form implicit expectations regarding their employer’s commitment to career 
development. When these expectations are met through growth opportunities, trust 
and long-term commitment are reinforced (References 7, 11). 

These frameworks collectively highlight that L&D is not just about building technical 
competencies—it also strengthens the emotional and psychological bond between 
employees and organizations (References 2, 5, 10). 

Identification of Gaps 

Despite widespread agreement on the positive effects of L&D on retention, several 
research gaps remain: 

• Industry Bias: Most existing research focuses on knowledge-based sectors such as 
IT and finance, while fields like healthcare, education, and manufacturing remain 
underexplored in terms of L&D’s impact on employee retention (References 12, 16, 
20). 

• Regional Skew: Empirical studies are largely concentrated in Western contexts, 
particularly in North America and Europe. There is limited research that considers 
the socio-cultural and economic realities of regions like Asia, Africa, and Latin 
America (References 17, 23, 25). 

• Technology Integration: Although digital tools such as e-learning, mobile 
microlearning, gamification, and AI-based training platforms have become 
prominent, research on their influence in improving retention is still emerging 
(References 9, 14, 21). 

• Time Constraints: Many studies utilize cross-sectional data, offering only a snapshot 
of L&D’s impact. There is a lack of longitudinal research that examines how L&D 
affects retention across different stages of an employee’s career (References 13, 
18, 26). 

Justification for the Study 

The shift to hybrid work models, accelerated digital transformation, and changing career 
expectations—especially post-pandemic—have reshaped employee priorities. Today’s 
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workforce, particularly Millennials and Gen Z, seek more than just financial rewards; they 
value continuous learning, clear career trajectories, and adaptable skill development 
opportunities (References 6, 8, 15). Organizations that fail to deliver on these 
expectations risk losing top talent, especially early-career professionals and high 
performers. While many companies are investing in digital L&D platforms, there is limited 
evidence confirming whether these efforts are actually reducing turnover—especially in 
emerging economies like India (References 19, 22, 28). This research aims to fill that gap 
by providing evidence-based insights into the influence of L&D on employee retention, 
taking into account demographic diversity, industry-specific challenges, and the unique 
context of the Indian workforce. The outcomes are intended to guide HR professionals 
and policy-makers in crafting L&D strategies that effectively support talent retention 
(References 27, 29, 30). 
 
RESEARCH METHODOLOGY 

Research Design 

This research adopts a descriptive-analytical approach to examine the influence of 
Learning and Development (L&D) practices on employee retention. The descriptive 
aspect provides insights into the current landscape of L&D initiatives across Indian 
organizations, while the analytical component explores the relationship between various 
L&D elements and retention indicators. A primarily quantitative methodology is used, 
supported by qualitative data from HR leaders to enhance contextual understanding and 
strategic implications (References 3, 7, 9). 

Population and Sample 

Target Population: The study focuses on employees from medium to large enterprises 
operating within the Information Technology, Banking & Financial Services (BFSI), and 
Manufacturing sectors in India—industries recognized for established L&D frameworks 
(References 6, 11). 

Sample Size: A total of 150 respondents were surveyed using stratified random sampling, 
ensuring proportional representation across different job categories—entry-level, mid-
level, and senior positions. 

Sampling Frame: Participants were selected from companies known for their robust L&D 
systems, identified through HR industry benchmarks. Stratification was based on work 
experience and role function, enabling comparisons across demographic and functional 
employee groups (References 5, 10, 16). To ensure the inclusion of companies with 
established Learning & Development (L&D) practices, a purposive sampling method was 
employed. This involved selecting organizations from reputable HR award listings and 
industry L&D recognition databases. To address potential non-response bias, multiple 
strategies were implemented: follow-up reminders were consistently dispatched to non-
participating entities, and strict measures were taken to guarantee the anonymity of all 
responses. These efforts resulted in a robust 78% response rate from the contacted 
organizations. 
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Data Collection Tools 

To ensure a comprehensive and triangulated data set, both primary and secondary data 
sources were used: 

•  Primary Data 

1. Structured Questionnaire: A pre-tested, self-administered questionnaire was 
distributed digitally. It combined Likert-scale items and open-ended questions, 
covering, Forms and types of L&D (e.g., online courses, in-person workshops), 
Frequency and perceived effectiveness of training, Influence of training on career 
growth, Impact of L&D on engagement, satisfaction, and retention intentions 
(References 12, 15) 

2. Semi-Structured Interviews: In-depth interviews were conducted with 10 HR 
professionals to understand how L&D strategies align with employee retention 
policies (Reference 17). 

• Secondary Data: Company handbooks, employee engagement surveys, and HR 
industry whitepapers were reviewed to supplement and validate the primary data 
(References 4, 13, 20). 

3. Instrument Reliability and Validity 

To ensure the credibility of the results from the primary data, the study meticulously 
assessed the reliability and validity of its questionnaire. 

Content Validity: The questionnaire's development was grounded in a thorough review of 
existing academic literature and industry reports. To ensure comprehensive coverage of 
all relevant aspects of Learning and Development (L&D) and employee retention, 
feedback was integrated from a panel of experts, including three HR professionals and 
two academic reviewers. 

Construct Validity: Construct validity was established by directly aligning each survey item 
with foundational theoretical frameworks. These included Social Exchange Theory, 
Psychological Contract Theory, and Human Capital Theory. Key constructs, such as 
satisfaction, career advancement perception, and training relevance, were 
operationalized using scales previously validated in established research (Jehanzeb & 
Bashir, 2013; Kraiger & Ford, 2021). 

Reliability (Cronbach’s Alpha): A reliability test was performed using Cronbach’s Alpha 
across five Likert-scale variables: 

1. Frequency of L&D Participation (α = 0.81) 

2. Relevance of Training to Job (α = 0.84) 

3. Career Advancement Perception (α = 0.82) 

4. Satisfaction with L&D (α = 0.84) 

5. Retention Intent (α = 0.80) 
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Result: Cronbach’s Alpha = 0.87, indicating excellent internal consistency (value above 
0.70 is generally acceptable). This confirms that the instrument used is both statistically 
sound and practically applicable for measuring the intended constructs in the Indian 
organizational context. 

Analytical Methods 

The collected data was analyzed using SPSS and Microsoft Excel, incorporating both 
descriptive and inferential statistical techniques: 

1. Descriptive Statistics: Central tendencies (mean), variability (standard deviation), and 
frequency distributions were used to summarize L&D participation trends and retention 
behavior (Reference 18). 

2. Correlation Analysis: Pearson’s correlation was employed to examine the strength and 
direction of the relationship between L&D effectiveness and employees’ intent to 
remain with their employer (Reference 19). 

3. Regression Analysis 

o Simple Linear Regression evaluated how individual L&D factors (e.g., training 
hours, satisfaction levels) predict retention intent. 

o Multiple Regression assessed the combined effect of several factors—training 
quality, perceived relevance, and career development—on employee retention 
(References 21, 24). 

4. Chi-Square Test: Used to identify significant associations between categorical 
variables, such as job designation and likelihood of staying (Reference 22). 

5. Analysis of Variance (ANOVA): ANOVA was conducted to compare average retention-
related responses across different industries and experience levels (References 23, 
27). 

Limitations 

• Industry Scope: The research covers only three major sectors, thereby excluding 
industries such as education, hospitality, or public services, which may limit broader 
applicability (Reference 26). 

• Response Bias: There is a possibility of social desirability bias, where participants 
may have given overly favorable feedback about their organization’s L&D offerings, 
particularly in anonymous or internal surveys (Reference 8). 

• Uncontrolled External Factors: The study does not account for external influences 
such as economic conditions, regulatory changes, or leadership transitions, all of 
which could affect retention outcomes (Reference 14). 

• Cross-Sectional Nature: As data was gathered at a single point in time, the research 
does not capture long-term changes or effects in L&D strategies on retention, 
limiting insights into longitudinal impact (References 28, 30). 
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RESULTS AND DISCUSSION 

Presentation of the Results 

The study analyzed data from 150 employees representing the IT, BFSI, and 
manufacturing sectors in India. Descriptive and inferential statistics were calculated using 
SPSS v27 and Microsoft Excel. 

Descriptive Statistics and Correlation Analysis 

Table 4.1: Descriptive Statistics and Correlation Analysis 

Variable Mean 
Standard 
Deviation 

Pearson Correlation 
with Retention Intent 

Significance 
(p-value) 

Frequency of L&D 
Participation 

4.2 0.78 +0.68 
< 0.01 

(significant) 

Relevance of Training to 
Job Role 

4.0 0.85 +0.65 
< 0.01 

(significant) 

Career Advancement 
Perception 

3.9 0.90 +0.71 
< 0.01 

(significant) 

Satisfaction with L&D 4.3 0.76 +0.74 
< 0.01 

(significant) 

Retention Intent (Self-
Reported) 

4.1 0.83 – – 

 

Fig 4.1: Mean Scores 
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Fig 4.2: Correlation 

 

Fig 4.3: Sector-Wise Response Split 
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Regression Analysis Results 

A Multiple Linear Regression was conducted with employee retention intent as the 
dependent variable and L&D-related variables as predictors: 

• Model Summary 
o R² = 0.61, meaning 61% of the variation in retention intent is explained by the L&D 

variables in the model. 
o F (4, 145) = 56.7, p < 0.001: the regression model is statistically significant. 

• Regression Coefficients 

Table 4.2: Regression Coefficients 

Predictor Unstandardized β Standard Error t-value Significance (p) 

Satisfaction with L&D 0.41 0.06 6.83 < 0.001 

Career Advancement Perception 0.37 0.07 5.29 < 0.001 

Frequency of L&D Participation 0.26 0.09 2.89 0.004 

Relevance to Job Role 0.22 0.08 2.75 0.007 

Interpretation: Satisfaction and perceived career advancement are the most statistically 
significant predictors of employee retention (Reference 2, 3, 6). 

• Mediation and Moderation Analysis 

Mediation Testing 

To understand the underlying mechanism by which Learning and Development (L&D) 
initiatives influence employee retention, we performed a mediation analysis. This 
analysis, conducted using Hayes' (2013) PROCESS Macro (Model 4) in SPSS, 
investigated whether the perceived opportunity for career advancement acts as a 
mediator between employee satisfaction with L&D (independent variable) and retention 
intent (dependent variable). Our analysis followed the established steps proposed by 
Baron and Kenny (1986), Initially, a significant direct relationship was identified between 
L&D satisfaction and retention intent (β=0.41, p<0.001). Next, L&D satisfaction was found 
to significantly predict career advancement perception (β=0.43, p<0.001). When both 
L&D satisfaction and career advancement perception were included in the model 
predicting retention intent, the effect of L&D satisfaction partially reduced but remained 
significant, while the mediator also showed a significant effect (β=0.34, p<0.001). This 
outcome suggests a partial mediation, indicating that career advancement perception 
partially explains how satisfaction with L&D influences retention. The indirect effect was 
confirmed through bootstrapping (5000 resamples), with a 95% confidence interval that 
did not include zero, thereby validating the mediation. 

Moderation Testing 

To explore if the impact of L&D on retention varies across different demographic groups, 
we conducted a moderation analysis. Specifically, we examined age group as a potential 
moderator of the relationship between L&D participation frequency and retention intent 
using PROCESS Macro Model 1. The regression model included an interaction term (L&D 
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Frequency × Age Group), which yielded a significant interaction effect (p<0.05). This 
result indicates that age group indeed moderates the strength of the relationship between 
L&D frequency and employee retention. Further simple slopes analysis revealed that, the 
connection between L&D participation and retention was more pronounced among 
younger employees (Millennials and Gen Z) compared to older age groups. This finding 
suggests that younger employees are more responsive to frequent L&D opportunities 
when making decisions about their organizational tenure. 

Interpretation and Findings 

• Frequent Participation Boosts Retention: Employees who regularly took part in 
structured learning and development programs demonstrated a stronger tendency to 
remain with their current employers. This finding aligns with Social Exchange Theory 
(Blau, 1964), which suggests that when organizations visibly invest in employee 
growth, it fosters a reciprocal sense of loyalty and commitment (Reference 1). 

• Job-Relevant Training Holds Greater Impact: Developmental programs that were 
directly aligned with employees’ current roles had a significantly stronger influence on 
their decision to stay. Participants showed a clear preference for role-specific learning 
opportunities rather than generalized training sessions (References 4, 10). 

• Satisfaction with L&D Influences Retention: Among all variables analyzed, employee 
satisfaction with the training—especially in terms of its quality, applicability, and 
delivery—proved to be the strongest predictor of their intent to continue with the 
organization. This outcome reinforces the Psychological Contract Theory (Rousseau, 
1989), where meeting developmental expectations leads to stronger employee-
employer relationships (Reference 7). 

• Generational Preferences Matter: Millennials and Gen Z professionals showed a 
distinct preference for career-oriented and personalized learning experiences. Their 
intention to stay with an organization was closely tied to the availability of clear growth 
and development pathways, reflecting their prioritization of personal advancement over 
monetary rewards (References 11, 14). 

Comparison with Previous Research 

Table 4.3: Comparison with Previous Research 

Author(s) Year Key Findings 
Match with 

Current Study 
Reference 
Number 

Jehanzeb 
& Bashir 

2013 
Employee training increases engagement 
and long-term retention 

✔ Yes (Reference 5) 

Sharma & 
Taneja 

2018 
Structured L&D improves retention in India’s 
IT sector 

✔ Yes (Reference 9) 

Rana & 
Malik 

2017 
Millennials prioritize growth and 
development over compensation 

✔ Yes (Reference 14) 

Kraiger & 
Ford 

2021 
Lifelong learning fosters organizational 
commitment 

✔ Yes (Reference 17) 

Deery & 
Jago 

2015 
Customized L&D significantly reduces 
attrition in service sectors 

✔ Yes (Reference 6) 
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The study advances previous literature by providing quantitative evidence across sectors 
in an Indian context, where many prior studies were either conceptual or limited to a single 
industry or Western geography (Reference 20, 23). 
 
CONCLUSION AND RECOMMENDATIONS 

Summary of Key Findings 

This research examined how Learning and Development (L&D) initiatives influence 
employee retention within prominent Indian industries such as Information Technology 
(IT), Banking and Financial Services (BFSI), and manufacturing. Based on data gathered 
from 150 employees and supplemented by HR professional interviews, the study 
identified several significant trends: 

• Strong Link Between L&D and Retention: The frequency, relevance, and employee 
satisfaction with L&D programs showed a high positive correlation with the intent to 
remain with the organization, with correlation coefficients ranging from +0.65 to 
+0.74. 

• Satisfaction as a Key Determinant: Among the L&D variables studied, employee 
satisfaction with learning programs emerged as the most powerful predictor of 
retention (β = 0.41, p < 0.001). 

• Career Growth Influences Loyalty: The perception that L&D leads to career 
advancement significantly impacted employees’ decisions to stay (β = 0.37, p < 
0.001). 

• Generational Trends: Millennial and Gen Z workers displayed a higher reliance on 
learning opportunities for motivation and job satisfaction compared to older 
employees. 

• Differences Across Sectors: Although L&D was generally valued across all sectors, 
employees in the IT sector showed the highest engagement, followed by BFSI and 
manufacturing. 

These findings underline the role of L&D not merely as an HR initiative, but as a strategic 
lever to improve retention—especially in today’s hybrid, tech-driven work environment. 

Research Contributions 

This study offers several notable contributions to both scholarly research and practical 
HR management: 

• Indian-Centric Empirical Evidence: It provides data-backed validation of L&D's 
impact on employee retention specifically within Indian corporate settings, an area 
with limited existing research (Ref: 6, 15, 19, 27). 

• Insights Across Sectors and Age Groups: The analysis includes a breakdown of 
L&D’s effectiveness by industry type and demographic segment, addressing the 
limitations of prior studies that lacked this depth (Ref: 2, 5, 12, 20). 



Tianjin Daxue Xuebao (Ziran Kexue yu Gongcheng Jishu Ban)/ 
Journal of Tianjin University Science and Technology 
ISSN (Online):0493-2137 
E-Publication: Online Open Access 
Vol: 58 Issue: 10:2025 
DOI: 10.5281/zenodo.17291628 

Oct 2025 | 41 

• Focus on Digital Learning Tools: The research accounts for emerging formats such 
as e-learning, microlearning, and mobile platforms, reflecting the growing integration 
of technology in L&D practices (Ref: 3, 17, 24). 

• Comprehensive Methodology: By blending quantitative techniques (e.g., surveys, 
correlation, regression, ANOVA) with qualitative insights from HR interviews, the 
study offers a well-rounded view of how L&D affects retention. 

• Practical Guidance for HR Professionals: The findings provide actionable insights 
on how to design more impactful L&D strategies—focusing on relevance, delivery 
frequency, and customization—to retain high-performing and younger talent. 

Future Research Conditions 

While the study contributes meaningful insights, it also highlights areas for further 
academic and organizational inquiry: 

• Long-Term Impact Studies: Since this study offers a snapshot in time, future 
research should adopt a longitudinal approach to understand how L&D affects 
retention throughout the employee lifecycle. 

• Broader Industry and Geographic Inclusion: Expanding research to other sectors—
such as education, hospitality, and retail—and comparing outcomes between urban 
and rural settings would provide a more comprehensive perspective. 

• Cross-Country Comparisons: Comparative studies involving other emerging or 
developed markets could shed light on how cultural and economic factors influence 
the effectiveness of L&D. 

• Role of Advanced Technologies: Further studies could explore how innovations like 
AI-powered learning, gamification, and adaptive learning systems impact employee 
engagement and retention. 

• Beyond Retention: There is potential to investigate how L&D contributes to other 
outcomes, such as employee performance, creativity, satisfaction, and well-being, 
broadening our understanding of its organizational benefits. 
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APPENDIX 

Structured Employee Survey Questionnaire Include: 

• Section A: Demographics (Age, Gender, Sector, Job Level, Experience) 

• Section B: Likert Scale Items (for each construct: L&D satisfaction, frequency, relevance, career 
advancement perception, retention intent) 

• Sample Item: “The training programs I attend are directly related to my job role.” (1 = Strongly 
Disagree to 5 = Strongly Agree) 
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