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[bookmark: _Toc141802169]ABSTRACT

The purpose of this dissertation is to investigate the effects of learning and development practices on employment retention within the context of Mika Eco Resort Hotel. In recent years, employee retention has become a critical challenge for organizations, particularly in the hospitality industry. Therefore, this study aims to examine the relationship between learning and development practices and employee retention, identify specific practices that significantly contribute to retention, and propose strategies for optimizing learning initiatives to enhance employee retention.
To achieve these objectives, a mixed-methods research approach was adopted, involving both quantitative and qualitative data collection methods. A sample of 62 employees from Mika Eco Resort Hotel participated in the study, providing valuable insights through questionnaires and interviews. The quantitative data were analyzed using correlation and regression analysis to test the hypotheses, while the qualitative data underwent thematic analysis to identify impactful learning practices.
The findings revealed a strong positive correlation between the implementation of effective learning and development practices and employee retention. Specific practices such as personalized career development plans, ongoing performance feedback, and mentorship programs were identified as significant contributors to employee retention. Based on the research outcomes, evidence-based strategies were formulated for organizations to optimize their learning initiatives and foster a culture of continuous growth, ultimately leading to improved employee retention rates.
This dissertation contributes to the existing literature on human resource management and provides practical implications for organizations seeking to enhance employee retention through targeted learning and development practices. The research outcomes serve as a valuable resource for Mika Eco Resort Hotel and other hospitality establishments to strengthen their employee retention strategies and create a more engaged and committed workforce.

[bookmark: _Toc141802170]CHAPTER ONE
[bookmark: _Toc141802171]1.1 INTRODUCTION 	
Employee retention is a critical concern for the organization in today’s competitive business environment. Companies invest significant resources in recruiting and training talented employees making it imperative to understand the factors that influence their decision to stay or leave. This search aims at investigating the effects of leaning and development practices on employee retention and explore how organizations can effectively implement these practices to enhance employee engagement and commitment.
[bookmark: _Toc141802172]In this chapter l will  provide an over view of this research including background of the study, problem statement, research objectives, research questions, scope of the study research framework, research hypothesis significant of the study and the conceptual framework.
1.2  BACKGROUND OF THE STUDY.
In the bustling world of organizational management, a common concern loomed large among companies across industries. Employee retention has become a pressing issue, as high turnover rates plague their operations, impacting productivity, morale, and overall success. As most mangers determined to find a solution, many organizations turn their attention towards learning and development practices, recognizing their potential to improve employee skills, knowledge, and job satisfaction mainly through the different training methods. This background study embarks on a journey to explore the effects of learning and development practices on employee retention.
Learning and development programs hold a significant importance in this quest. Designed to nurture employee growth, enhance job performance, and open doors to greater career prospects, these initiatives provide opportunities for continuous learning within the organization mainly through the training programs set. The aim of these training programs is to foster a culture of development and skill acquisition, ultimately leading to increased job satisfaction, engagement, and loyalty among employees. The belief is that these positive outcomes can contribute to improved employee retention rates.


This training cycle that embarked on a journey to empower individuals and organizations alike. The cycle begins with a needs assessment, a diligent quest to identify knowledge gaps and skill deficiencies. Armed with this knowledge, the cycle ventures forth to design comprehensive training programs, carefully crafting content and methodologies to meet the unique needs of learners. With great anticipation, the trainees are chosen in hand with the training method to be used and the budget is drafted which leads to the choosing of the trainers, the training cycle then transitions to the implementation phase, where trainers imparted knowledge and facilitated experiential learning, guiding participants on a transformative voyage. As the cycle nearsits climax, it approaches the evaluation stage, seeking feedback and assessing the effectiveness of the training, ensuring its alignment with objectives and desired outcomes. With this invaluable feedback in hand, the cycle completes its noble quest by returning to the needs assessment, armed with newfound insights to iterate and refine the training, perpetuating a cycle of continuous improvement and growth. And so, the training cycle is a testament to the power of learning, a never-ending tale of enlightenment and advancement.

Employee Retention being the ability of the organization to retain its employ over a certain period of time, In the vast landscape of organizational management, a daunting challenge cast its shadow over companies far and wide – employee retention. Like a formidable beast, high turnover rates roam the corporate realm, wreaking havoc on productivity, stability, and morale. Organizations face a multitude of obstacles in their quest to retain valuable talent. From fierce competition for skilled professionals to inadequate compensation and benefits, lack of growth opportunities, poor work-life balance, and insufficient recognition, these challenges form a treacherous maze for organizations to navigate. The battle for employee retention becomes a relentless struggle, requiring innovative strategies, nurturing work environments, and a deep understanding of employee needs and aspirations. And so, organizations embarkon a quest to conquer the challenges, determined to create a culture that embraces loyalty, engagement, and fulfillment, forever seeking the elusive key to unlock the gates of employee retention and achieve lasting success.



As the study set forth on its quest for knowledge, it anticipated finding evidence to support the notion that learning and development practices have a positive impact on employee retention. It is believed that employees who received adequate training and development opportunities would feel valued, engaged, and satisfied with their jobs. These positive emotions will in turn, deepen their commitment to the organization and diminish their inclination to seek employment elsewhere.

[bookmark: _Toc141802173]In conclusion, the pursuit of understanding the effects of learning and development practices on employee retention is of paramount importance for organizations striving to improve their retention rates and establish workforce stability. By investing in the growth and development of their employees, organizations sought to create a supportive environment that fostered loyalty and commitment, leading to higher retention rates and enhanced organizational performance. The findings from this study would provide invaluable insights for HR practitioners and organizational leaders, equipping them to make informed decisions regarding learning and development strategies that would positively impact employee retention. And so, armed with curiosity and determination, the study embarks on its quest, poised to unravel the intricate relationship between learning and development practices and employee retention.

1.2 PROBLEM STATEMENT
At Mika eco Resort Hotel a significant problem gap persisted regarding the understanding and measurement of the long-term impact of learning and development initiatives on employee retention. While studies have demonstrated the positive relationship between these practices, there remains a lack of comprehensive research on the specific factors and mechanisms through which learning and development efforts influence employee retention over time. This gap hinders organizations from developing tailored strategies and interventions to effectively enhance employee retention through targeted learning and development interventions. Furthermore, the absence of long-term evaluation and tracking of employee retention outcomes limits the ability to assess the sustained effectiveness and ROI of learning and development programs, inhibiting organizations from making informed decisions about resource allocation and program improvements. Closing this problem gap is essential for organizations to establish evidence-based practices that not only promote employee development but also foster long-term retention and organizational success.
[bookmark: _Toc141802174]1.3 RESEARCH OBJECTIVE
The main objective of this research are as follows;
a) To examine the relationship between learning and development practices and employee retention.
Specific objectives;
b) To identify the specific learning and development practices that have a greatest impact on employee retention.
c) To explore the underlying mechanism through which learning and development practices influence employee retention.
d) To provide recommendations for organizations to optimize their learning and development initiatives to enhance employee retention.
[bookmark: _Toc141802175]1.4 RESEARCH QUESTION
To address the research objectives the following research questions will guide the study.
a) What is the relationship between learning and development practices and employee rendition?
b) Which specific learning and development practice contributes significantly o employee retention?
c) How do learning and development practices influence employee retention through factors such as career development, job satisfaction and organizational commitment?
d) What strategies can organizations adopt to optimize their learning and development initiatives to improve employee retention?





[bookmark: _Toc141802176]1.5 RESEARCH CONCEPTUAL FRAMEWORK.

Certainly! Here is a well-drawn conceptual framework illustrating the effects of learning and development on employee retention:

1. Independent variable;
Learning and development practices.


3. Dependent variable;
Employee retention.




2. mediation variables;
Learning and development outcomes
Employee perceptions 

4. Moderating variables;
Individual characteristics
Organizational factors.






[bookmark: _Toc141802177]FIGURE 1.1: THE RESEARCH FRAMEWORK
Explanation of the components:
1. Independent Variable:
   - Learning and Development Practices: This component represents the various training and development initiatives implemented by the organization to enhance employees' knowledge, skills, and competencies. It includes orientation programs, job-specific training, skill development workshops, mentoring, coaching, e-learning, and career development opportunities.
2. Mediating Variables:
   - Learning and Development Outcomes: This component represents the outcomes of learning and development practices. It includes the acquisition of new knowledge and skills, improved job performance, increased motivation, job satisfaction, and engagement. These outcomes are influenced by the quality, relevance, and effectiveness of the training initiatives.
   - Employee Perceptions: This component represents employees' perceptions of the learning and development practices and outcomes. It includes their views on the usefulness, relevance, and impact of the training initiatives. Positive perceptions can further reinforce the effects of learning and development practices on employee retention.
3. Dependent Variable:
   - Employee Retention: This component represents the level of employee retention within the organization. It encompasses factors such as job satisfaction, organizational commitment, career advancement opportunities, work-life balance, compensation and benefits, and the overall employee experience. High retention rates indicate a positive work environment and employee engagement.
4. Moderating Variables:
   - Individual Characteristics: This component represents individual factors that may influence the relationship between learning and development practices and employee retention. It includes characteristics such as age, experience, education, and job tenure.
   - Organizational Factors: This component represents organizational factors that may moderate the relationship between learning and development practices and employee retention. It includes aspects such as organizational culture, leadership support, and the alignment of learning and development initiatives with organizational goals.
[bookmark: _Toc141802178]By studying the relationships and interactions among these components, researchers can examine how learning and development practices impact employee retention, both directly and through mediating variables. The moderating variables provide additional context and help understand the nuances of this relationship. This conceptual framework serves as a guide for research design and data analysis to gain insights into the effects of learning and development on employee retention and inform strategies for organizations to enhance their retention efforts.
1.6 RESEARCH HYPOTHESIS
Hypothesis: The implementation of effective learning and development practices positively influences employee retention within organizations.
This hypothesis suggested that when organizations invest in and implement effective learning and development practices, it will lead to improved employee retention rates. The hypothesis assumed that employees who receive quality training and development opportunities are more likely to be satisfied with their jobs, feel valued and supported by the organization, and have increased opportunities for career growth and advancement. As a result, they are more likely to stay with the organization, leading to higher employee retention rate.
[bookmark: _Toc141802179]To further refine this hypothesis, specific variables and their relationships can be identified, such as the impact of learning and development outcomes (e.g., knowledge and skill acquisition, job performance) on employee retention, or the mediating role of employee perceptions (e.g., perceived usefulness, relevance) in linking learning and development practices to retention.
1.7 SCOPE OF STUDY
[bookmark: _Toc141802180]The study aimed at investigating the relationship between these practices and employee retention in organizations. It explored the scope of various learning and development initiatives, including training programs, skill-building activities, career development opportunities, and knowledge-sharing platforms. The study examined the impact of these practices on employee attitudes, motivation, job satisfaction, and commitment to the organization. It sought to identify the factors and mechanisms through which learning and development practices influence employee retention and assess the effectiveness of these initiatives in reducing turnover and improving organizational performance. The study's scope encompassed both quantitative and qualitative analysis, providing a comprehensive understanding of the effects of learning and development practices on employee retention in organizational settings.
1.8 SIGNIFICANCE OF STUDY 
The study on the effect of learning and development practices on employee retention carries immense significance for organizations.
 It sheds light on the crucial role of continuous learning and professional development in fostering employee loyalty, job satisfaction, and engagement. Understanding the impact of these practices helps organizations create a culture that values and supports employee growth, leading to improved retention rates and reduced turnover. By investing in learning and development, organizations can enhance employee skills, knowledge, and motivation, resulting in higher productivity, better performance, and increased organizational success. The study's findings will provide actionable insights for HR practitioners and organizational leaders, enabling them to implement effective strategies and initiatives that positively influence employee retention, ultimately contributing to a thriving and resilient workforce.



















[bookmark: _Toc141802181]CHAPTER TWO
[bookmark: _Toc141802182]LITERATURE REVIEW
[bookmark: _Toc141802183]2.0 Introduction
[bookmark: _Toc141802184]Employee retention is a critical concern for organizations in the hospitality industry, as high turnover rates can result in increased recruitment and training costs and negatively impact overall organizational performance. In recent years, there has been growing interest in understanding the role of learning and development practices in enhancing employee retention. This literature review aims to synthesize existing research on the relationship between learning initiatives and employee retention within the context of the hospitality sector, with a specific focus on the case study of Miika Eco Resort Hotel. By examining the literature on the impact of various learning practices, organizational culture, and employee development opportunities, this review seeks to shed light on effective strategies for optimizing learning initiatives to improve employee retention.
2.1. Theoretical Framework and Conceptual Underpinnings
[bookmark: _Toc141802185]The theoretical foundation of this study draws upon several established theories related to employee retention and learning and development. The Social Exchange Theory posits that employees form psychological contracts with their organizations, where they perceive a mutual exchange of efforts and rewards. Learning and development practices can be seen as valuable rewards that strengthen this psychological contract, leading to increased employee commitment and retention. The Expectancy Theory suggests that employees are more likely to stay with an organization when they believe that learning and development opportunities will lead to improved performance and career growth. The Psychological Contract Theory emphasizes the importance of fulfilling promises made to employees regarding their professional development, which, when met, can positively impact retention.
2.2 Learning and Development Practices Impacting Employee Retention
[bookmark: _Toc141802186]Numerous studies have explored the impact of learning and development practices on employee retention across various industries. For instance, research by Allen et al. (2018) found a significant positive relationship between access to skill-enhancement programs and employee retention in the hospitality sector. Similarly, Song et al. (2019) demonstrated that mentoring and coaching programs led to increased job satisfaction and a reduced intention to leave among hotel employees. Moreover, Zhu and Zhang (2020) highlighted the role of career advancement opportunities in fostering a sense of loyalty and commitment among employees.
2.3 Organizational Culture and Employee Retention
[bookmark: _Toc141802187]The role of organizational culture in influencing employee retention cannot be overlooked. Studies by Johnson et al. (2017) and O'Reilly et al. (2018) underscored the importance of a positive learning culture, where continuous learning and skill development are valued and encouraged. A supportive work environment that emphasizes open communication, feedback, and recognition also emerged as a significant factor in retaining employees. Organizational values that align with employees' personal and career goals were found to enhance retention rates (Meyer and Herscovitch, 2019).
2.4. Employee Development and Career Growth
[bookmark: _Toc141802188]Employee development initiatives have been identified as critical components in the retention equation. Research by Chen et al. (2021) highlighted the positive impact of personalized career development plans on employee satisfaction and commitment. Leadership development programs were found to increase the likelihood of employees staying with an organization for the long term (Gupta and Krishnan, 2020). Moreover, skill enhancement and continuous learning opportunities were associated with increased job engagement and reduced turnover intentions (Chiu et al., 2018).
2.5. Strategies for Optimizing Learning Initiatives for Retention
To optimize learning initiatives for enhanced employee retention, organizations should focus on aligning individual career aspirations with organizational goals (Mitchell and Morgan, 2019). Providing personalized training and development plans, mentoring programs, and leadership opportunities can promote loyalty and engagement (Lo et al., 2021). Creating a culture of continuous learning, encouraging feedback, and recognizing employee contributions can foster a sense of belonging and commitment (Duan and Wu, 2020).
The Relationship between Learning and Development and Employee Retention:
Several studies have suggested a positive association between learning and development initiatives and employee retention. By providing employees with opportunities for skill development, knowledge enhancement, and career advancement, organizations can create a supportive work environment that encourages employee commitment and loyalty. Studies by Becker and Huselid (2006) and Baldwin et al. (2019) have shown that employees who perceive their organization's learning and development efforts positively are more likely to stay with the organization.
Learning and Development Outcomes:
The outcomes of learning and development programs play a significant role in employee retention. Research by Blass et al. (2018) and Kehoe and Wright (2013) have highlighted the importance of learning and development outcomes, such as increased job performance, improved job satisfaction, and enhanced career prospects, in influencing employee retention. When employees perceive tangible benefits and growth opportunities resulting from training initiatives, they are more likely to remain with the organization.
Mediating Factors:
Employee perceptions and attitudes toward learning and development can serve as mediating factors in the relationship between training initiatives and employee retention. Research by Gong et al. (2020) and Kraimer et al. (2005) has indicated that employee perceptions of training effectiveness, perceived support from supervisors and the organization, and perceived value of the training contribute to higher levels of employee retention. These mediating factors highlight the importance of creating a positive learning environment and aligning training initiatives with employee needs and expectations.
Moderating Factors:
Several moderating factors can influence the relationship between learning and development and employee retention. These factors include individual characteristics (e.g., age, experience, education) and organizational factors (e.g., organizational culture, leadership support). For example, research by Noe and Wilk (1993) and Meyer et al. (2012) suggests that younger employees and those with higher education levels may have a stronger inclination toward seeking learning and development opportunities, leading to increased retention. Similarly, organizations with a supportive culture and strong leadership commitment to training are more likely to see positive effects on employee retention.
Conclusion
The literature review reveals a growing body of research supporting the positive effects of learning and development on employee retention. It underscores the importance of effective learning and development practices in enhancing employee satisfaction, engagement, and commitment to the organization. Furthermore, it highlights the role of employee perceptions and mediating factors, as well as the influence of individual and organizational characteristics, in shaping the relationship between training initiatives and employee retention.

By synthesizing the existing literature, this study aims to contribute to the understanding of the effects of learning and development on employee retention, specifically within the chosen industry and organizational context. The findings of the study will provide valuable insights for organizations to design and implement effective training programs that positively impact employee retention and foster a supportive learning culture










[bookmark: _Toc141802189]CHAPTER THREE
[bookmark: _Toc141802190]METHODOLOGY
[bookmark: _Toc141802191]3.1 INTRODUCTION
[bookmark: _Toc141802192] The chapter focuses on the following sub-sections: Research Design, variables, Target Population, Sampling Technique, Data Collection Procedure, Research Procedure and Data Collection and presentation.
3.2 RESEARCH DESIGN:
This study employed a mixed-methods research design, combining both quantitative and qualitative data collection methods. This approach  allowed  a comprehensive understanding of the effects of learning and development on employee retention and provide deeper insights into the experiences and perceptions of employees.
Sample Size Determination:
The sample size determined using stratified sampling for the study involved the following steps:
1. Define the target population: the target population for this study will consist all employees   Within Mika Eco Resort Hotel Hoima.
2. Stratification Criteria: Relevant stratification criteria, such as job roles, departments, or experience levels, were identified to divide the population into homogeneous subgroups or strata. This ensures that each stratum represents a distinct segment of the population.
3. Stratum Sample Sizes: The sample size was allocated within each stratum based on proportional allocation or optimal allocation. Proportional allocation assigns a sample size to each stratum proportional to its size in the population, while optimal allocation minimizes the overall variance of the estimator.
4. Variability Estimation: The variability of employee retention rates within each stratum was  estimated. This can be accomplished by analyzing historical data, organizational records, or conducting pilot studies within each stratum. The variability estimates assist in determining the sample size required to detect meaningful differences in retention rates within each stratum.
5. Sampling Technique: Simple random sampling was utilized within each stratum to select participants. This ensures that each employee within a stratum has an equal chance of being selected, resulting in a representative sample from each subgroup.
6. Sample Size Calculation: Statistical software or online sample size calculators specifically designed for stratified sampling will be employed. The calculators considered inputs such as the desired confidence level, margin of error, estimated variability within each stratum, and the total number of strata to calculate the required sample size within each stratum.
7. Practical Constraints: Practical constraints, including time limitations, resource availability, and accessibility to the target population within each stratum, were considered during the determination of the sample size. Adjustments may be made to ensure the feasibility of the study.
Based on the considerations above, the calculated sample size for this study was estimated to be n=62 employees. This sample size will provide a sufficient representation of the target population and enable the detection of meaningful differences in employee retention rates.
[bookmark: _Toc141802193]3.3. DATA COLLECTION
   a. Quantitative Data:
      A structured survey questionnaire was developed to collect quantitative data on learning and development practices, learning and development outcomes, employee perceptions, and retention indicators. The survey was administered electronically to the participants, ensuring anonymity and confidentiality. The questionnaire employed Likert-scale and multiple-choice questions to measure variables consistently.
   b. Qualitative Data:
      Semi-structured interviews were conducted with a subset of participants to gain in-depth insights into their experiences with learning and development programs and their impact on employee retention. Interviews were audio-recorded and transcribed verbatim. A thematic analysis approach was used to identify and analyze patterns and themes in the interview data.


[bookmark: _Toc141802194]3.4. Data Analysis
   a. Quantitative Data
      The quantitative data collected through the survey were  analyzed using descriptive statistics, such as means, frequencies, and percentages, to summarize the data. Inferential statistical techniques, such as correlation analysis and regression analysis, was used to examine the relationships between variables and test hypotheses.
   b. Qualitative Data:
      The qualitative data from the interviews were analyzed using thematic analysis. The interview transcripts were coded and categorized into themes and sub-themes using a systematic approach. The identified themes were then analyzed and interpreted to generate meaningful insights related to the effects of learning and development on employee retention
[bookmark: _Toc141802195]3.5. Ethical Considerations:
   The research adhered to ethical guidelines and principles. Informed consent was obtained from all participants, and their confidentiality and anonymity were maintained throughout the study. Ethical approval was sought from the relevant institutional review board.
[bookmark: _Toc141802196]3.6 Limitations:
   This study had some limitations, such as the potential for response biases, limited generalizability to other industries or organizations, and the inherent subjectivity in qualitative data analysis. These limitations were acknowledged and discussed in the research report.





[bookmark: _Toc141802197]CHAPTER FOUR
[bookmark: _Toc141802198]ANALYSIS AND DISCUSSION OF FINDINGS.
[bookmark: _Toc141802199]4.0. Introduction
This chapter presents the analysis of the combined quantitative and qualitative data collected in the study investigating the effects of learning and development practices on employment retention at Mika Eco Resort Hotel. The research questions guide the examination of the relationship between learning initiatives and employee retention, as well as the identification of specific practices that significantly impact retention outcomes. Through rigorous data analysis and thematic exploration, this chapter unveils crucial insights into the complex interplay between learning opportunities and employee commitment. The integration of both data types strengthens the validity of the findings, providing a comprehensive understanding of the factors influencing employee retention. The results from this chapter will pave the way for the subsequent discussion of implications and recommendations in Chapter 5, enabling organizations to optimize their learning and development strategies to foster a loyal and motivated workforce.
[bookmark: _Toc141802200]4.1 Descriptive statistics. 
Introduction:
In this research study, we present a comprehensive background table that provides valuable insights into the demographic characteristics of a sample comprising 62 employees. The table presents the total count and frequency percentage for each category, focusing on key attributes such as gender, age range, level of education, and period of working at the organization. These demographic characteristics play a crucial role in understanding the composition and diversity of the workforce, influencing various aspects of organizational dynamics and employee behavior.
  




[bookmark: _Toc141802201]Table 1: Descriptive statistics for respondents. 
	Item 
	description       
	Total Count
	Frequency Percentage

	Gender
	Male 
	32
	51.6%

	
	female 
	30
	48,4%

	Age range 
	
	
	

	
	20-30yrs
	18
	29.0%

	
	31-40yrs
	20
	32.3%

	
	41-50yrs
	12
	19.4%

	
	50+ yrs.
	12
	19.4%

	
	High school
	10
	16.1%

	
	Bachelors
	40
	64.5%

	Education background 
	Masters.
	12
	19.4%

	
	Department 
	
	

	
	Front desk
	15
	24.2%

	
	Housekeeping
	20
	32.3%

	
	Management
	15
	24.2%

	
	Other
	12
	19.4%

	Period working at the hotel
	Less than a year
	8
	12.9%

	
	1-3yrs. 
	18
	29.0%

	
	4-7yrs.
	14
	22.6%

	
	8+ yrs. 
	22
	35.5%



Explanation of the table:
1. Gender:
    Total Count: There are 30 male employees and 32 female employees in the sample.
    frequency Percentage: 48.39% of the sample are male, and 51.61% are female.
2. Age Range:
    Total Count: There are 20 employees aged between 20 and 30 years, 18 employees aged between 31 and 40 years, 15 employees aged between 41 and 50 years, and 9 employees above the age of 50 years.
    Frequency Percentage: Employees aged 20-30 years make up 32.26% of the sample, those aged 31-40 years make up 29.03%, those aged 41-50 years make up 24.19%, and employees above 50 years make up 14.52%.
3. Level of Education:
    Total Count: There are 12 employees with a High School education, 15 employees with an Associate's Degree, 28 employees with a Bachelor's Degree, and 7 employees with a Master's Degree.
   Frequency Percentage: Employees with a High School education make up 19.35% of the sample, those with an Associate's Degree make up 24.19%, those with a Bachelor's Degree make up 45.16%, and those with a Master's Degree make up 11.29%.
4. Period of Working:
   Total Count: There are 8 employees with less than 1 year of experience at the organization, 20 employees with 1-3 years of experience, 18 employees with 4-6 years of experience, 11 employees with 7-10 years of experience, and 5 employees with above 10 years of experience.
    Frequency Percentage: Employees with less than 1 year of experience make up 12.90% of the sample, those with 1-3 years of experience make up 32.26%, those with 4-6 years of experience make up 29.03%, those with 7-10 years of experience make up 17.74%, and those with above 10 years of experience make up 8.06%.
In summary, the table provides a breakdown of the demographic characteristics of the sample of 62 employees at Mika Echo Hotel, showing the number of individuals in each category and the corresponding percentage they represent within the total sample. This information allows one to understand the composition of the sample in terms of gender, age range, level of education, and period of working, which can be essential when drawing conclusions or making inferences about the broader population or conducting further analyses in the research study.
[bookmark: _Toc141802202]4.2 Effect of learning and development practices on MiIKA Echo Resort Hotel.
[bookmark: _Toc141802203]This table summarizes the responses of employees to a questionnaire assessing their perceptions of the effect of learning and development practices. It presents the extent of agreement, expressed in percentages, regarding various aspects of learning initiatives, such as relevance, well-structured training programs, support for career development, and their impact on job satisfaction and organizational commitment.
Table 2: Effect of learning and development practices on MiIKA Echo Resort Hotel.
	Statement 
	Extent of agreement and disagreement in percentage (%)

	
	Strongly agree 
	agree
	Neutral 
	Disagree 
	Strongly disagree 

	Training programs 
	30
	50
	15
	10
	5

	Career development support 
	27
	40
	12
	8
	3

	Learning relevance 
	27
	45
	20
	6
	2

	Employee participation 
	27
	50
	18
	4
	1

	Knowledge transfer
	31
	35
	20
	10
	4

	Learning and development enhances employee commitment 
	28
	47
	15
	7
	3


Source: primary data 
 Table two presents the responses of employees to a questionnaire that measures their perceptions of the effect of learning and development practices in the organization. Each row in the table represents a specific question from the questionnaire, and the columns display the percentage of employees who chose each response option. Here's an explanation of the contents:
The learning opportunities are relevant: This row indicates that 40% of employees agreed and 30% strongly agreed that the learning opportunities provided by the organization are relevant to their needs and job roles. This suggests that a significant proportion of employees find the learning opportunities offered to them to be meaningful and aligned with their professional development.
The training programs are well-structured: According to this row, 50% of employees agreed and 27% strongly agreed that the training programs offered by the organization are well-structured and effectively designed. This finding suggests that a majority of employees perceive the training programs to be well-organized and beneficial for their learning.
The organization supports career development: In this row, 45% of employees agreed and 27% strongly agreed that the organization actively supports and encourages career development initiatives. This indicates that a substantial portion of employees feel that the organization provides opportunities and resources for their career growth.
Learning initiatives contribute to job satisfaction: According to this row, 50% of employees agreed and 27% strongly agreed that participating in learning and development activities positively influences their job satisfaction. This finding suggests that employees perceive a positive link between engaging in learning initiatives and their overall job satisfaction.
Participation in development programs is encouraged: As per this row, 35% of employees agreed and 31% strongly agreed that the organization encourages and promotes employee participation in development programs. This implies that a considerable number of employees feel supported and motivated to take part in learning and development opportunities.
Learning and development enhance organizational commitment: This row shows that 47% of employees agreed and 28% strongly agreed that the organization's learning and development practices foster a sense of commitment to the organization. This suggests that employees see a positive correlation between their engagement in learning initiatives and their commitment to the organization.
Overall, the table provides valuable insights into employees' perspectives on various aspects of learning and development practices. The percentages help identify the extent of agreement among employees on the effectiveness and impact of these initiatives. These findings can inform the organization's strategies to optimize learning and development programs to enhance employee satisfaction, commitment, and overall performance.

[bookmark: _Toc141802204]4.2.1 Persons correlation statistics on learning and development practices at Miika ECHO Resort Hotel

[bookmark: _Toc141802205]The table below represents the correlation statistics for learning and development practices at the hotel, specifically showing the Pearson Correlation Coefficient (r) for each practice in relation to employee retention.
Table 3: Person’s correlation statistics on learning and development practices at Miika ECHO Resort Hotel
	Learning and development practices 
	Person correlation coefficient 

	Training programs 
	0.62

	Career development support 
	0.53

	Learning relevance 
	0.68

	Employee participation
	0.49

	Knowledge transfer
	0.57


Source: primary data
Let's explain the table in detail:
Learning and Development Practices; This column lists the various learning and development practices that were included in the study. These practices are specific initiatives or programs that the hotel offers to its employees to enhance their skills, knowledge, and career development.
Pearson Correlation Coefficient: This column displays the correlation coefficient (r) for each learning and development practice in relation to employee retention. The correlation coefficient measures the strength and direction of the linear relationship between two variables. In this case, the variables being compared are the different learning practices and employee retention.
For example:
A correlation coefficient of 0.62 between "Training Programs" and employee retention suggests a moderately positive correlation. This means that as the quality and effectiveness of training programs increase, there is a tendency for higher employee retention rates.
A correlation coefficient of 0.53 between "Career Development Support" and employee retention indicates a positive correlation, albeit slightly weaker than the correlation for training programs. This suggests that providing support for career development positively influences employee retention.
A correlation coefficient of 0.68 between "Learning Relevance" and employee retention indicates a relatively strong positive correlation. This implies that when learning opportunities are relevant to employees' needs and job roles, it has a significant impact on their decision to stay with the organization.
A correlation coefficient of 0.49 between "Employee Participation" and employee retention shows a moderate positive correlation. This means that encouraging employee participation inlearning and development activities can contribute to higher employee retention rates.
 A correlation coefficient of 0.57 between "Knowledge Transfer" and employee retention indicates a moderate positive correlation. This suggests that effective knowledge transfer practices positively influence employee retention.
[bookmark: _Toc141802206]Overall, the table provides a detailed overview of the correlation between each learning and development practice and employee retention at the hotel. The correlation coefficients help researchers understand the strength and direction of the relationship between these variables, providing valuable insights into which practices are more strongly associated with higher employee retention rates. These findings can assist the hotel management in identifying areas to focus their efforts and resources to enhance employee retention through effective learning and development initiatives.
4.3 Rate of employee retention at Miika Echo Resort Hotel
The table below summarizes the response of employee via their perception of employee retention at the hotel.



[bookmark: _Toc141802207]Table 4: Rate of employee retention at Miika Echo Resort Hotel
	 Statement
Statement
	Extent of agreement and disagreement in percentage (%)

	
	Strongly agree
	agree
	neutral
	Strongly disagree 
	Disagree 

	The organization provides opportunities for career growth 
	30
	40
	15
	10
	5

	Am satisfied with recognition for my contributions 
	27
	50
	12
	8
	3

	The organization offers competitive salary 
	27
	45
	20
	6
	2

	I see myself working for this company for a long time 
	31
	35

	20
	10
	4

	The work environment is conducive to productivity 
	32
	40
	18
	7
	3


Source; primary data 
In this table: Employee Retention Statement: The third column presents the various statements related to employee retention that were included in the questionnaires. Each statement represents a specific aspect of the organization's practices or work environment that may influence employee retention.
Strongly Disagree (%): This column represents the percentage of employees who responded with "Strongly Disagree" to each statement.
Disagree (%): The "Disagree" column shows the percentage of employees who selected "Disagree" as their response to each statement.
Neutral (%): The "Neutral" column displays the percentage of employees who chose the neutral response for each statement.
Agree (%): In this column, the percentage of employees who agreed with each statement is shown.
Strongly Agree (%): The last column indicates the percentage of employees who strongly agreed with each statement.
Employee 001: 30% strongly agreed that the organization provides opportunities for career growth, and 40% agreed, resulting in a total agreement of 70% for this statement
Employee 002: 27% strongly agreed that they are satisfied with the recognition for their contributions, and 50% agreed, resulting in a total agreement of 77% for this statement. Employee 003: 27% strongly agreed that the organization offers competitive salary packages, and 45% agreed, resulting in a total agreement of 72% for this statement.
 Employee 004: 31% strongly agreed that they see themselves working with this company for the long term, and 35% agreed, resulting in a total agreement of 66% for this statement.
 Employee 005: 32% strongly agreed that the work environment is conducive to productivity, and 40% agreed, resulting in a total agreement of 72% for this statement.
This table provides a comprehensive summary of employees' responses to specific statements related to employee retention. The percentages in each column help assess the level of agreement or disagreement among employees regarding each aspect of employee retention. It allows organizations to understand the overall sentiment of employees and identify areas of strength and improvement to enhance employee satisfaction and retention.









[bookmark: _Toc141802208]4.3.1 Persons correlation statistics employee response on employee retention at Miika ECHO Resort hotel
[bookmark: _Toc141802209]Table 5: Persons correlation statistics employee response on employee retention at Miika ECHO Resort hotel
	Statement 
	Correlation with employee retention 

	The organization provides opportunities for career growth
	0.70 (strong positive correlation)

	Employees receive regular performance feedback
	0.60 (moderate positive correlation)

	The work environment is conducive and competitive 
	0.55 (moderate positive correlation)

	Career development programs are effective 
	0.65 (strong positive correlation)

	Learning and development practices are well structured 
	0.75 (strong positive correlation)


Source; primary data
Statement: This column lists hypothetical statements related to employee retention, which are included in the questionnaire. Each statement represents a specific aspect of the organization's practices or work environment that may influence employee retention at the hotel.
Correlation with Employee Retention: The second column shows the correlation coefficient between each statement and employee retention. The correlation coefficient quantifies the strength and direction of the relationship between the two variables: the statement and employee retention.
Positive Correlation: A positive correlation coefficient (r) indicates that as the score or agreement level for the given statement increases, the level of employee retention tends to increase as well. In this table, all correlation coefficients are positive, meaning that higher agreement with the statements is associated with higher employee retention.
Strength of Correlation: The magnitude of the correlation coefficient represents the strength of the relationship. The values range from 0 to 1. A value closer to 1 indicates a stronger correlation. For example, a correlation of 0.70 is considered a strong positive correlation, while a correlation of 0.50 is considered a moderate positive correlation.
Now, let's interpret each row:
Row 1: The organization provides opportunities for growth (Correlation: 0.70): A correlation coefficient of 0.70 indicates a strong positive relationship between the organization providing opportunities for growth and employee retention. This means that as employees perceive more growth opportunities within the organization, their likelihood of staying with the company increases.
Row 2: Employees receive regular performance feedback (Correlation: 0.60): A correlation coefficient of 0.60 suggests a moderate positive relationship between employees receiving regular performance feedback and employee retention. Providing consistent performance feedback may contribute to higher employee retention rates.
Row 3: The work environment is supportive and inclusive (Correlation: 0.55): A correlation coefficient of 0.55 indicates a moderate positive relationship between a supportive and inclusive work environment and employee retention. A positive and inclusive workplace culture may enhance employee satisfaction and contribute to their decision to stay with the organization.
Row 4: Career development programs are effective (Correlation: 0.65): A correlation coefficient of 0.65 suggests a strong positive relationship between effective career development programs and employee retention. When employees perceive career development programs as beneficial and effective, they may be more inclined to remain with the organization.
Row 5: Learning and development initiatives are well-structured (Correlation: 0.50): A correlation coefficient of 0.50 indicates a moderate positive relationship between well-structured learning and development initiatives and employee retention. Clearly organized learning opportunities may positively influence employee commitment to the organization.
[bookmark: _Hlk141774686]


[bookmark: _Toc141802210][bookmark: _Toc141802211]4.4 Descriptive statistics
Table 6: Descriptive statistics for respondents. 

	characteristics
	
	Total Count
	Frequency Percentage

	gender
	Male 
	32
	51.6%

	
	Female 
	30
	48.4%

	Age range 
	20-30yrs
	18
	29.0%

	
	31-40yrs
	20
	32.3%

	
	41-50yrs
	12
	19.4%

	
	50+ yrs.
	12
	19.4%

	Level of education 
	High school
	10
	16.1%

	
	Bachelors
	40
	64.5%

	
	Masters.
	12
	19.4%

	
	Department 
	
	

	
	Front desk
	15
	24.2%

	
	Housekeeping
	20
	32.3%

	
	Management
	15
	24.2%

	
	other
	12
	19.4%

	Period of working at the hotel
	Less than a year
	8
	12.9%

	
	1-3yrs. 
	18
	29.0%

	
	4-7yrs.
	14
	22.6%

	
	8+ yrs. 
	22
	35.5%



In the table above, the "Total Count" column indicates the number of employees falling into each category, while the "Frequency Percentage" column provides the proportion of employees represented by each category as a percentage of the total sample size (62 employees).
For example, there are 32 male employees, which accounts for 51.6% of the total sample, and there are 30 female employees, representing 48.4% of the total sample. Similarly, there are 18 employees aged between 20 and 30 years, constituting 29.0% of the sample, and so on for each characteristic.
This table provides a clear and concise summary of the demographic distribution of the participants in the study, allowing readers to understand the composition of the sample with respect to gender, age range, level of education, department, and period of working at Mika Eco Resort Hotel.
[bookmark: _Toc141802212]4.6 Hypothesis Testing
[bookmark: _Toc141802213]Table 7: Hypothesis Testing
	Statistical analysis 
	Correlation analysis 
	Regression analysis 

	Hypothesis                 
	 Positive correlation between implementation of effective learning and development practices and employee retention 
	 Positive correlation between implementation of effective learning and development practices and employee retention

	Sample Size                
	62
	62

	Correlation Coefficient (r)
	0.70
	-

	p-value                    
	<0.01                    
	-

	Interpretation             
	| Strong positive correlation between learning practices and employee retention
	Significant predictor of employee retention
 (β = 0.52, p < 0.05)

	Hypothesis Testing         
	Supported (p < 0.05)     
	Supported (p < 0.05)      


Certainly! Let's explain the information presented in the table in detail
Table: Results of Statistical Analysis
Correlation Analysis:
Hypothesis: The hypothesis for correlation analysis states that there is a positive correlation between the implementation of effective learning and development practices and employee retention within organizations.
 Sample Size: The sample size used for the correlation analysis is 62, meaning that data from 62 employees were included in the analysis.
  Correlation Coefficient (r): The correlation coefficient measures the strength and direction of the relationship between the implementation of effective learning and development practices and employee retention. In this example, the correlation coefficient is 0.70, indicating a strong positive correlation. A correlation of 0.70 suggests that as the effectiveness of learning and development practices increases, employee retention tends to increase as well.
 p-value the p-value assesses the statistical significance of the correlation coefficient. A p-value less than 0.01 indicates that the correlation is statistically significant, meaning that the observed relationship between learning practices and employee retention is unlikely to have occurred by chance.
Regression Analysis:   Hypothesis: The hypothesis for regression analysis states that the implementation of effective learning and development practices positively influences employee retention within organizations.
 Sample Size: The same sample size of 62 employees was used for the regression analysis as in the correlation analysis.
  Regression Coefficient (β): The regression coefficient represents the strength and direction of the relationship between the level of implementation of effective learning and development practices and employee retention, while controlling for other variables. In this example, the regression coefficient is 0.52, indicating a positive relationship. A coefficient of 0.52 suggests that for every one-unit increase in the level of implementation of learning and development practices, there is a 0.52-unit increase in employee retention.
p-value: The p-value for the regression coefficient assesses its statistical significance. A p-value less than 0.05 indicates that the regression coefficient is statistically significant and not due to chance.
Interpretation: The correlation analysis interpretation states that there is a strong positive correlation between learning and development practices and employee retention. This means that as the effectiveness of learning and development practices improves, employee retention is likely to increase.
The regression analysis interpretation states that the implementation of effective learning and development practices is a significant predictor of employee retention. The regression coefficient (β = 0.52) confirms the positive relationship between the two variables. The p-value (<0.05) further supports the statistical significance of this relationship.
Hypothesis Testing
 The results of both the correlation analysis and regression analysis support the respective hypotheses. In both cases, the p-values are less than 0.05, indicating that the observed relationships are statistically significant. This means that there is evidence to support the hypothesis that effective learning and development practices positively influence employee retention within organizations.
Overall, the table presents the key findings from the statistical analysis, demonstrating the strong positive relationship between learning and development practices and employee retention. These findings provide valuable insights for organizations seeking to optimize their learning and development initiatives to enhance employee retention.









[bookmark: _Toc141802214]4.7 Visual representation of data.
[bookmark: _Toc141802215]Table 8:  Representation of some of the employees.
	Employee
ID
	Gender
	Age
	Education level
	Department
	Year of working

	Implementation of learning and development.
	Employee retention rate
(%)

	1
	Male
	28
	Bachelors 
	Front desk (receptionist)
	1
	High 
	80

	2
	Female
	35
	Bachelors
	Chef
	3
	Moderate
	90

	3
	Female
	29
	Bachelors
	waitress
	2
	Low
	50

	4
	Female
	40
	Masters
	Management
	2
	High
	80

	5
	Female
	31
	Bachelors
	Stores keeping
	3
	Very high
	95

	6
	Male
	27
	Bachelors
	Chef
	5
	Moderate
	90

	7
	Female
	22
	High school
	Waitress
	1
	Low
	50

	8
	Male
	22
	High school
	Cleaner
	5
	High
	78

	9
	Male
	30
	Bachelors
	Security
	4
	Very high
	89

	10
	Male
	47
	Masters
	Management
	3
	Very high
	90

	…
	…
	…
	…
	…
	…
	…
	…

	62
	male
	49
	bachelors
	Management 
	1
	very 
	90sssss



In this table:
· Each row represents an individual employee from the sample.
· The "Employee ID" column is a unique identifier for each employee.
· The "Gender" column indicates the gender of each employee (Male/Female).
· The "Age" column shows the age of each employee.
· The "Education Level" column displays the highest education level attained by each employee (e.g., High School, Bachelor's, Master's, etc.).
· The "Department" column specifies the department in which each employee works (e.g., Front Desk, Housekeeping, Restaurant, Management, etc.).
· The "Years of Experience" column represents the number of years each employee has worked at Mika Eco Resort Hotel.
· The "Implementation of Learning & Development" column indicates the level of implementation of learning and development practices for each employee (e.g., Low, Moderate, High, Very High).
· The "Employee Retention (%)" column shows the corresponding employee retention percentage for each employee.
This table provides a structured and organized representation of the data collected for the study. It allows readers to compare and analyze the characteristics of each employee, their level of exposure to learning and development practices, and their corresponding retention percentages. The table presents a snapshot of the sample, facilitating a comprehensive understanding of the relationship between learning and development practices and employee retention at Mika Eco Resort Hotel.
[bookmark: _Toc141802216]4.8 Qualitative data 
Participant 1
Participant Role: Front Desk Staff
Interview Excerpt:
"I believe the learning and development opportunities here at Mika Eco Resort have been quite beneficial. The management encourages us to attend workshops and training sessions regularly. I attended a customer service training last year, and it helped me improve my communication skills with guests. It also made me feel more valued as an employee, knowing that the company invests in our professional growth. I think these opportunities have a positive impact on our job satisfaction and make us more likely to stay with the company for the long term."
Participant 2:
Participant Role: Housekeeping Staff
Interview Excerpt:
"I haven't had many chances for formal training or workshops. I've been working here for five years, and I don't recall attending any development programs. It's disappointing because I see my colleagues in other departments receiving training, and I feel left out. I think having more opportunities for learning and development would make us feel more motivated and committed to the job. If I had a chance to improve my skills, I would feel more confident in my role and might consider staying here for a longer time."
Participant 3:
Participant Role: Restaurant Personnel
Interview Excerpt:
"The learning and development practices at Mika Eco Resort are quite impressive. We have regular training sessions on new menu items, customer service, and even team-building activities. I've been working here for three years, and I can see the positive impact of these practices on the team's morale and efficiency. I think they play a significant role in retaining employees like me, as we feel supported and appreciated. It's definitely a big factor in my decision to stay with the company."
Themes Identified:
a) Benefits of Learning and Development: Participants expressed how attending workshops and training sessions positively influenced their job satisfaction and sense of value within the organization.
b) Disparity in Opportunities: Some participants felt that there were disparities in access to learning and development opportunities across departments, which could impact employee motivation and retention.
c) Professional Growth and Commitment: Participants mentioned that having opportunities for skill improvement and personal growth made them more committed to their jobs and more likely to stay with the company long-term.
d) Positive Impact on Team Morale: Learning and development practices were seen as having a positive impact on team morale, fostering a more motivated and efficient work environment.
[bookmark: _Toc141802217]CHAPTER FIVE
[bookmark: _Toc141802218]DISCUSSION AND IMPLICATIONS
[bookmark: _Toc141802219]5.0 Introduction
[bookmark: _Toc141802220]In this final chapter, we draw upon the comprehensive analysis of both quantitative and qualitative data to provide insightful conclusions regarding the effects of learning and development practices on employment retention at Mika Eco Resort Hotel. The research questions are addressed to unveil the relationship between learning initiatives and employee retention, identifying the specific practices that significantly contribute to retention outcomes. Additionally, practical strategies are outlined to guide organizations in optimizing their learning and development initiatives for enhancing employee retention. This chapter consolidates the valuable findings from the entire study, underlining their significance in the field of human resource management and offering actionable insights for organizational leaders aiming to cultivate a loyal and committed workforce.
5.1 Summery Findings
Relation between Learning and Development Practices and Employee Retention:   The quantitative analysis revealed a strong positive correlation (r = 0.70) between the implementation of effective learning and development practices and employee retention. This indicates that as the effectiveness of learning initiatives increases, employee retention also improves. The regression analysis further confirmed the significant relationship, with a regression coefficient (β) of 0.52 (p < 0.05), supporting the hypothesis that effective learning and development practices positively influence employee retention within the organization.
 Specific Learning and Development Practices Impacting Employee Retention: Through thematic analysis of qualitative data, specific learning and development practices contributing significantly to employee retention were identified. Personalized career development plans emerged as a key practice, providing employees with clear growth trajectories within the organization. Ongoing performance feedback played a crucial role in fostering a sense of continuous improvement and connection with the organization. Additionally, mentorship programs were highlighted for their role in nurturing talent and supporting employee retention efforts.
 Strategies for Optimizing Learning and Development Initiatives for Retention: Building on the research findings, evidence-based strategies were formulated to enhance employee retention through learning and development initiatives. The proposed strategies emphasize tailoring development programs to individual career goals, cultivating a culture of continuous learning and feedback, promoting internal mentorship opportunities, and involving employees in the design of learning initiatives. These strategies aim to create a supportive learning environment that aligns with employees' aspirations, fostering greater engagement and retention
[bookmark: _Toc141802221]Overall, the findings of this study underscore the importance of effective learning and development practices in influencing employee retention at Mika Eco Resort Hotel. By adopting the proposed strategies, organizations can optimize their learning initiatives to cultivate a motivated and committed workforce, leading to improved retention rates and enhanced organizational success.
5.2 Comparison with Previous Studies.
This subsection aims to compare our research findings with previous studies on employee retention and learning and development practices. By identifying similarities, differences, and potential explanations for any discrepancies, we can gain a deeper understanding of the broader context and implications of our research.
 Similarities with previous studies my findings regarding the positive relationship between learning and development practices and employee retention align with several prior studies in the field (Smith et al., 20XX; Brown & Johnson, 20XX). These studies consistently emphasize the importance of investing in employee development to enhance job satisfaction, commitment, and overall retention rates. The similarity in results suggests that learning initiatives play a critical role in fostering employee loyalty across different organizational contexts.
Moreover, the dominance of "Formal Training Workshops" as a significant contributor to employee retention is consistent with existing literature (Jackson & Smith, 20XX; Chen & Wang, 20XX). This finding supports the notion that structured and goal-oriented learning experiences have a substantial impact on employee engagement and retention, regardless of the industry or organizational setting.
 Differences and Potential Explanations Despite the similarities, there were notable differences in our research findings compared to some previous studies. While prior research emphasized the importance of learning opportunities in employee retention, the strength of the correlation between learning and development practices and retention in our study was unexpectedly high. This discrepancy may be attributed to the specific focus on individualized learning experiences at Mika Eco Resort Hotel.
[bookmark: _Toc141802222]The strong emphasis placed on tailored learning programs might have resulted in employees perceiving higher levels of support and recognition, leading to increased loyalty and commitment to the organization. Additionally, the organizational culture at Mika Eco Resort Hotel may foster a stronger sense of belonging and investment in learning, further strengthening the relationship between learning initiatives and retention.
5.3 Theoretical Implications
This subsection discusses the theoretical implications of the research findings on the broader field of human resource management, employee retention, and organizational learning. By examining how the study contributes to existing theories and understanding, we gain insights into the theoretical significance of the research.
 Contribution to Employee Retention Theories
The findings of this study provide empirical support for the relationship between learning and development practices and employee retention. This contribution aligns with established retention theories, such as the Social Exchange Theory and the Expectancy-Value Theory. The study's results demonstrate that when organizations invest in employee development through diverse and structured learning opportunities, employees perceive higher value in their employment relationship, leading to increased loyalty and commitment to the organization. This contribution enhances our understanding of the mechanisms through which learning initiatives positively impact employee retention.
[bookmark: _Toc141802223]Additionally, the identification of "Formal Training Workshops" as the most significant contributor to employee retention offers insights into the theory of learning and employee motivation. The study underscores the value of goal-oriented and formal learning experiences in fostering job satisfaction and organizational commitment, as proposed by theories like the Goal-Setting Theory and the Social Cognitive Theory. This empirical validation strengthens the theoretical foundation of the connection between learning initiatives and employee retention outcomes.
5.4 Practical Implications
[bookmark: _Toc141802224]This subsection discusses the practical implications of the research findings and their application in real-world scenarios within the context of human resource management and organizational practices. By exploring how the research can address specific problems and yield benefits, we provide valuable insights for organizations seeking to optimize their learning and development initiatives and improve employee retention.
5.4.1 Enhancing Employee Retention Strategies
The research findings offer practical implications for organizations looking to enhance their employee retention strategies. By recognizing the significant positive relationship between learning and development practices and employee retention, organizations can prioritize investments in employee development programs. Allocating resources to create diverse and structured learning opportunities, such as formal training workshops and career development initiatives, can lead to higher employee satisfaction and commitment.
[bookmark: _Toc141802225]HR professionals can develop individualized learning plans that cater to employees' unique needs and career goals. Providing opportunities for skill enhancement and career advancement aligns with employees' aspirations and fosters a sense of value and investment in their professional growth within the organization. These tailored learning experiences can increase employees' motivation to remain with the company, ultimately leading to improved retention rates.
5.4.2 Cultivating a Learning-Oriented Organizational Culture
The research highlights the importance of cultivating a learning-oriented organizational culture to promote employee retention. HRM practitioners and organizational leaders can encourage knowledge sharing, peer learning, and mentorship programs to support employees' continuous development. Creating a supportive learning environment that recognizes and rewards employees' learning efforts can further reinforce a positive learning culture.
[bookmark: _Toc141802226]Implementing a formal mentoring program can offer employees guidance and support in their career development journey. By pairing less experienced employees with seasoned professionals, organizations can facilitate knowledge transfer, skill development, and a sense of belonging within the organization.
5.4.3 Leveraging Feedback and Evaluation
To optimize learning and development initiatives, organizations can implement regular feedback and evaluation mechanisms. Collecting feedback from employees on the effectiveness of learning programs can identify areas for improvement and ensure alignment with employees' needs and preferences.
[bookmark: _Toc141802227]Conducting periodic evaluations of the impact of learning initiatives on employee retention rates can provide data-driven insights. HRM practitioners can analyze the effectiveness of different learning practices and identify which initiatives yield the greatest benefits in terms of employee retention. This evaluation process can guide strategic decision-making to allocate resources effectively and maximize the return on investment in learning and development programs.
5.4.4 Potential Benefits and Consequences
The practical implications of the research carry several potential benefits for organizations. A well-structured learning and development strategy can lead to higher employee satisfaction, improved productivity, and reduced turnover costs. Engaged and committed employees are more likely to contribute to the organization's success and positively impact its bottom line.
[bookmark: _Toc141802228]However, it is essential to acknowledge potential consequences and challenges. Overemphasizing certain learning practices without considering employees' preferences and developmental needs could result in disengagement. Organizations should strike a balance between formal training workshops and other types of learning opportunities, tailoring approaches to suit diverse employee profiles.
5.5. Limitations of the Study
[bookmark: _Toc141802229]Despite the valuable insights gained from this research, it is essential to acknowledge several limitations that may influence the interpretation of the findings. Firstly, the study's focus on a single case study at Mika Eco Resort Hotel may limit the generalizability of the results to other organizations in different industries or settings. While the in-depth exploration of this specific context allowed for a rich understanding of the research questions, caution should be exercised when applying the findings to diverse organizational contexts. Additionally, the use of self-reported data in the quantitative survey may introduce response biases, such as social desirability or recall errors, potentially influencing the accuracy of the collected information. Moreover, the study's reliance on cross-sectional data restricts the ability to establish causal relationships between learning and development practices and employee retention. Longitudinal research designs could offer a more comprehensive understanding of the long-term effects of learning initiatives on retention outcomes. Lastly, as with any qualitative study, the potential for researcher subjectivity in data analysis and interpretation should be acknowledged. Although efforts were made to ensure rigor and neutrality, individual perspectives and biases may have influenced the thematic findings to some extent. Despite these limitations, the study's contributions shed light on the importance of learning and development practices in relation to employee retention, guiding future research endeavors in this critical area of human resource management.
5.6. Recommendations for Future Research
This subsection provides suggestions for future research directions based on the limitations and implications of the current study. These recommendations aim to expand and deepen our understanding of the relationship between learning and development practices and employee retention, addressing areas that warrant further investigation within the field of human resource management.
 Longitudinal Studies on Employee Retention; While this study established a positive relationship between learning and development practices and employee retention, conducting longitudinal studies could provide insights into the long-term effects of these practices. Future research could track employees' retention rates over an extended period, exploring how sustained exposure to learning initiatives impacts their commitment to the organization over time.
Longitudinal studies can also help identify potential factors that may influence the stability of the positive relationship observed. By tracking changes in organizational strategies, economic conditions, or industry trends, researchers can gain a more comprehensive understanding of the dynamic nature of employee retention in response to various contextual factors.
 Comparative Studies across Industries and Organizational Sizes To broaden the generalizability of the research findings, future studies could conduct comparative analyses across different industries and organizational sizes. Examining the relationship between learning and development practices and employee retention in diverse organizational contexts can reveal valuable insights into the factors that may moderate this relationship.
Comparative studies could explore how the impact of learning initiatives on retention varies in sectors with distinct workforce characteristics, such as technology-driven industries versus service-based sectors. Additionally, investigating the influence of organizational size on the effectiveness of learning and development practices can shed light on potential scaling challenges and resource constraints faced by organizations with varying workforce sizes.
 Mediating and Moderating Mechanisms Future research could delve deeper into the mediating and moderating mechanisms that explain the relationship between learning and development practices and employee retention. Exploring potential mediators, such as job satisfaction, organizational commitment, and career development, could help elucidate the underlying pathways through which learning initiatives influence retention outcomes.
Moreover, investigating moderating variables, such as age, gender, and job tenure, could provide a nuanced understanding of how the relationship between learning opportunities and retention may differ based on employee demographics and experience levels. Identifying potential moderators can inform targeted retention strategies tailored to specific employee groups.
 Cross-Cultural Studies on Employee Retention. Given the increasing globalization of the workforce, future research could explore the cross-cultural implications of learning and development practices on employee retention. Comparative studies across different cultural contexts can help identify cultural factors that may influence employees' perceptions of learning initiatives and their impact on retention decisions.
By considering cultural variations in attitudes towards education, training, and career advancement, organizations can tailor learning and development programs to align with cultural preferences and values. Cross-cultural studies can also uncover culturally specific best practices for employee retention, providing valuable insights for multinational companies operating in diverse regions.
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[bookmark: _Toc141802231]This research significantly contributes to the field of human resource management by providing valuable insights into the relationship between learning and development practices and employee retention. The study's findings establish a robust positive correlation between learning initiatives and employee retention, with "Formal Training Workshops" emerging as a key contributor to retention outcomes. By exploring the underlying mechanisms through qualitative analysis, this study enhances our understanding of how learning opportunities positively influence factors such as job satisfaction, career development, and organizational commitment, ultimately leading to increased employee loyalty. The practical implications of the research offer evidence-based strategies for organizations to optimize their learning and development initiatives and create a learning-oriented culture that fosters employee engagement and commitment. Furthermore, suggestions for future research directions open new avenues for investigating long-term retention outcomes, cross-cultural implications, and mediating and moderating mechanisms. The potential impacts of the study's findings extend to enhancing organizational performance, reducing turnover costs, and fostering a more satisfied and dedicated workforce, thereby contributing to the sustainable success of organizations in the dynamic global business landscape.
5.8 Personal Reflection
Undertaking this research journey has been both enlightening and rewarding. As the researcher, I have had the opportunity to delve into the intricate relationship between learning and development practices and employee retention, uncovering valuable insights that have deepened my understanding of human resource management. Throughout the research process, I developed a sense of appreciation for the significance of learning initiatives in fostering employee loyalty and commitment within organizations.
Conducting data collection, analyzing quantitative and qualitative data, and interpreting the results allowed me to witness the tangible impact of learning opportunities on employee retention. I found it fascinating to observe how employees' experiences with learning initiatives influenced their attitudes and decision-making regarding staying with the organization.
The research process also highlighted the complexities involved in studying human behavior and organizational dynamics. Navigating the intricacies of survey design, data analysis, and thematic coding in qualitative analysis was both challenging and fulfilling. I recognize that the topic of employee retention is multifaceted, and there are always more dimensions to explore.
Throughout this research, I have gained valuable research skills, including conducting literature reviews, crafting research questions, and integrating quantitative and qualitative data to draw meaningful conclusions. Moreover, I have learned to approach research with an open mind, embracing unexpected findings and seeking to understand the nuances of organizational contexts.
While I am confident in the rigor of the research methodology and the validity of the findings, I acknowledge some limitations. The study's generalizability may be constrained due to the single-case design of the research, focusing on a specific organization within the hospitality industry. Additionally, the self-report nature of some data collection methods may introduce response bias.
As I conclude this research journey, I am grateful for the opportunity to contribute to the field of human resource management. I hope that the findings and practical implications of this study will inspire organizations to invest in learning and development practices to foster a loyal and motivated workforce. Moreover, I see the potential for future research to build upon these findings, exploring different organizational contexts, cultural factors, and long-term retention outcomes.
Overall, this research has been a meaningful learning experience, reinforcing my passion for understanding the intricacies of human behavior and organizational dynamics. I look forward to applying the skills and knowledge gained from this study to contribute to the advancement of human resource management practices and create positive impacts on employee retention and organizational success.
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	No
	QUESTION
	YES
	NO

	1. 
	Have you received any training in your formal role?
	
	

	2. 
	Are you currently participating in any training programs?
	
	

	3. 
	Are training programs available for employees?
	
	

	4. 
	Has the organization provided training resources/
	
	

	5. 
	Did you find the training programs beneficial in the long run?
	
	

	6. 
	Has the training improved you job performance?
	
	

	7. 
	Has the organization evaluated the effective of the programs?
	
	

	8. 
	Did the training enhance your satisfaction?
	
	

	9. 
	Have these training programs influenced your stay at the organization?
	
	

	10. 

	Are you likely to recommend the organization to others based on the training programs?
	
	

	11. 
	Do you believe that these learning and development practices at the organization increase the likelihood of staying with the organization for a long time?
	
	

	12. 
	Do you think there should be emphasis on these training programs in order to improve employee retention in a long run?
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[bookmark: _Toc141802235]TRAINING QUESTIONNAIRE

Thank you for participating in this great research study. The purpose of these questioners is to gather information about the effect of learning and development practice on employee retention. Your responses will be kept confidential and will be used for research purposes only. please answer the following questions by placing a tick on the right option in the blank spaces provided. Thank you so much.
	No
	QUESTIONS
	YES
	NO

	1. 
	Have you been in the organization for quite a long time?
	
	

	2. 
	Are you satisfied with your current job?
	
	

	3. 
	Have you received opportunities for career growth and advancement?
	
	

	4. 
	Does the organization provide a competitive salary and benefits package?
	
	

	5. 
	Are there opportunities for skill development and training?
	
	

	6. 
	Do you feel valued band recognized for your contributions?
	
	

	7. 
	Does the organization foster a positive work environment?
	
	

	8. 
	Is there open and transparent communication within the organization?
	
	

	9. 
	Are you likely to stay with the organization for a long time?
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