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ABSTRACT 

In today's competitive environment firms have been trying to retain their employees. Once the 

employee left the organization, firms are challenging to hire an experienced employee. Thus, 

they are trying to take strategies that enable them to retain the employee. An employee 

development program is one of the strategies which is adopting for employee retention, but the 

findings of different studies are inconsistent in confirming either an employee development 

program helps to retain employees or not. so, additional investigation is required to test the 

hypothesis. In this regard, the main aim of this study was to examine the effect of employee 

development programs on employee retention in Commercial Bank of Ethiopia (CBE)Debre 

Berhan town branches. To achieve this, quantitative research approach with an explanatory 

research design was followed. All the eight CBE branches in Debre Berhan town were part of 

the study. The target population was classified into eight strata based on branches. After 

classification of the target population into strata, Yamane’s sample size determination formula 

was used to determine the exact sample size and the sample size was proportionally distributed 

to each branch of CBE.A total of 119 qualified questionnaires were used for the data analysis. 

Multiple linear regressions by using SPSS version-23 was used to examine the effects of 

employee development program on employee retention. The result showed that employee 

retention has a statistically significant effect on employee retention in CBE. Therefore, the 

managerial implication of the study for the Commercial Bank of Ethiopia implies that an 

employee development program is an effective way of enhancing employee retention. 

Key words: Employee development program, Mentoring, Job rotation, Career Development, 

Training, Operational knowledge of employee, and Employee retention 
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CHAPTER ONE: INTRODUCTION 

1.1. Background of the Study 

In any industry the success of an organization is extremely dependent on its human resources so 

retaining staff in their jobs is essential for any organization(Shelton, 2001). The prime challenge 

for any sector including Banking sector became now the retention of an employee, while young, 

energetic and intelligent employees always ready to switch over whenever he or she dissatisfy 

with any reason in the job(Salman et al., 2014). Employee Retention is a mixture of various 

procedures, arrangement and policies which can retain the staff for a longer period (Aleem & 

Ahmad, 2020).The main purpose of employee retention is to prevent employees from leaving an 

organization as this could have adverse effect on productivity and profitability. Many variables 

are forced employees to decide whether they will retain in the current company or leave the 

company, such as security of job, salary along with other benefits, work environment, work life 

balance, development of career and on the job training and special reward / recognition for 

special performance as businesses are become competitive so they want to retain their employees 

for longer period. People will work more enthusiastically if they feel the sense and feeling of 

pride in their work.  

Most of the companies are judged on the basis of their turnover rate. The rate of turnover affects 

the performance of an organization. Low turnover ensures that organization is retaining their 

competent employees by providing them superior environment which increases the performance 

of individual employee (Hassan et al., 2013). Therefore, it is essential to improve competitive 

advantages and increased the intellectual capabilities of the organization by reducing 

unnecessary expenditures on staffing and training. Organizations need to ensure efficient 

employees in line with financially dominant and competitive in the market.  

Additionally, in order to sustain this valuable human resource, organizations required to be 

conscious about the job satisfaction and retention of employees. Some of the organizations think 

that employees are looking for only financial profits from their works. This statement neglects 

high significance that most of the employees placed there selves on the inherent benefits of their 

professions. Consequently, it is not just employee job satisfaction and retention but it has 
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undesirable effects on the organizations. Every organization should have the employees, who are 

capable to swiftly adjust in continuously fluctuating business environment. Today most of the 

companies are investing a lot of money on the training and development of employees in order to 

remain competitive and successful part of the organization. The importance of training for 

employees is rapidly growing and organizations are using this tool to compete with their 

competitors in the market (Jehanzeb et al., 2013). 

Employee development program is designed for future-oriented and more concern on important 

education than short term training. It is the process through which employees‟ career 

goals and aspirations are nurtured to fulfillment; and at the same time aligning these 

career goals with the organizational needs, opportunities and goals. Thus effective employee 

development program can be the main factors which influence the employee development and 

organization development as a whole. It acts as the motivating factor to the employees and helps 

them in develop themselves in the changing environment (Wane, 2016)(MENGSTE, 2019). 

In this regard, an attempt is done to study the effect of employee development programs on 

employee retention. 

1.2. Statement of the problem 

Employees are the most important, valuable, and productive asset of an organization and 

retaining them is one of the most difficult challenges for managers. As the replacement cost of 

key employees involves enormous turnover, there is a need to develop a fully integrative 

retention policy to tackle such types of problems(Singh, 2019).Retention of valued employees is 

crucial to a company‟s bottom line. Replacement of knowledgeable skilled employees is 

expensive. Costs to an organization include search and recruitment to fill the vacated position; 

followed by orientation and continued training required to stay skilled in the workplace(Cloutier 

et al., 2015). 

In this regard, different scholars have been identified many factors, that are responsible for 

employee retention. Employee Development Program has been an identified factor for achieving 

employee retention. Employee development program includes different factors like: Employee 

coaching and mentoring, Job Rotation, Career development, training  (Damei, 2020; LAMROT, 

2019; Tsegaye, 2016; Wane, 2016), Job Instruction (Damei, 2020), Organizational Career 
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planning, Talent Management (Wane, 2016), Career Development, and Operational knowledge 

of  employees (Tsegaye, 2016).  

However, the most influencing factors of the employee development program, which share the 

highest effect on employee retention, are not yet identified. Even from the finding of prior 

researches, the effect of the employee development program on employee retention is 

inconsistent.  According to(Tsegaye, 2016) Mentoring and Job Rotation have not a significant 

effect on employee retention at P < 0.05 whereas, according to (LAMROT, 2019) they have a 

statistically significant effect at P < 0.01. This case is true for other factors of job development 

programs too(Damei, 2020; LAMROT, 2019; Tsegaye, 2016; Wane, 2016). Therefore, 

additional works are required to increase the generalize ability of this theory. 

In order to alleviate the problem given above, this study will try to answer the research question 

which is, to what extent employee development programs have an effect on Employee retention? 

1.3. Objective of the Study 

1.3.1. General Objective 

The general objective of the study is to examine the effects of employee development program 

on Employee retention in commercial bank of Ethiopia (CBE), Debre Berhan Town branches 

1.3.2. Specific Objectives 

To attain the general research objective the following specific objectives are formulated: 

 To examine the effect of Mentoring on Employee retention in CBE 

 To examine the effect of Job rotation on Employee retention in CBE 

 To examine the effect of Career development on Employee retention in CBE 

 To examine the effect of on the job training on Employee retention in CBE 

 To examine the effect of Operational Knowledge on Employee retention in CBE 

Research Hypothesis  

Ho1: There is no relationship between Mentoring and Employee retention  

Ho2: There is no relationship between Job rotation and Employee retention  

Ho3: There is no relationship between Career development and Employee retention  

Ho4: There is no relationship between on the job training and Employee retention  



4 | P a g e  
 

Ho5: There is no relationship between Operational Knowledge of employees and Employee 

retention  

1.4. Significance of the study 

Any study has its own significance definitely for the company, policymaker, and a means of 

reference (source) for the other researchers. Similarly, this study has its own importance to the 

organizations the findings of this study will benefit the company in understanding its Employee 

Development Program and provides a ground for the company to increase its employee retention. 

It will therefore make it possible for management to know the areas within the reduction of 

turnover. For future researchers, this study will be used as a reference. 

1.5. Scope of the study 

The main aim of this study is to analyze the effect of the Employee Development Program on 

Employee Retention: in the Commercial Bank of Ethiopia Debre Berhan Town branches in 

focus.  To achieve this objective, the scope of this study is delimited to the theoretical 

explanations of the phenomenon of Employee Development Program and employee Retention. 

Methodologically, this study will be delimited to explanatory (hypothesis testing) research 

design for which multiple linear regression techniques will be used. And geographically, this 

study is delimited to commercial bank of Ethiopia in eight branches of Debre Berhan town. 

1.6. Definition of Key terms 

Employee Retention:  the ability of an organization to retain its employees. 

Mentoring: to support and encourage people to manage their own learning in order that they 

may maximize their potential, develop their skills, improve their performance and become the 

person they want to be 

Job Rotation: the practice of moving employees between jobs in an organization. 

Career Development: process of exploration and action that shapes a person's career path. 
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On the Job Training: training in the public or private sector that is given to a paid employee 

while he or she is engaged in productive work and that provides knowledge and skills essential to 

the full and adequate performance on the job. 

Operational Knowledge of Employees: The Operational Knowledge of employee could be 

defined as a set of procedures or norms used by commercial bank of Ethiopia operators to 

construct a genuine strategy tailored to the peculiarities of a given situation. 

1.7. Organization of the study 

This study is organized in to five chapters, chapter one contains background of the study, 

statements of the problem, basic research question, objective of the study, definition of terms, 

significance of the study, and delimitation/scope of the study. The second chapters deal with the 

literature relevant to the study and conceptual frame work adapted from previous studies. Under 

the third chapter, the type and design of the research, the subjects/participants of the study the 

sources of data, the data collection tools, the procedures of data collection, and the methods of 

data analysis used are described. Chapter four summarizes the results/findings of the study and 

interprets and/or discusses the findings. Finally chapter five comprises four sections, which 

includes summary of findings, conclusion, recommendations and suggestions for future study. 
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Chapter Two: Literature review 

2.1. Introduction 

This part of the study addresses relevant conceptual issues, theoretical review (Human capital 

view), and empirical review related to the topic of the study. Definition and concepts such as 

Human resources management, Employee Development Program (including: Mentoring, Job 

rotation, Career development, on the job training Operational Knowledge of employees), and 

Employee Retention. The conceptual framework of the study and hypotheses of the study are 

also part of this section. 

2.2. Theoretical reviews 

The research will be guided by the main theory which is human capital view. The view that 

human and his qualifications might be a part of capital has proponents among economists, since 

the birth of science of economics(Bildirici et al., 2005). Human capital is an intangible asset or 

quality not listed on a company's balance sheet. It can be classified as the economic value of a 

worker's experience and skills. This includes assets like education, training, intelligence, skills, 

health, and other things employers value such as loyalty and punctuality(Sharma & Taneja, 

2018). One of the most important ideas in labor economics is to think of the set of marketable 

skills of workers as a form of capital in which workers make a variety of investments. This 

perspective is important in understanding both investment incentives, and the structure of wages 

and earnings(Damei, 2020). 

Human capital is important because it is perceived to increase productivity and thus profitability. 

So the more a company invests in its employees (i.e., in their education and training), the more 

productive and profitable it could be(World Economic Forum, 2020).. How it is difficult ones the 

employer lost the most valuable employees? Thus, working in employee retention is critical.  

2.2.1. Human resources management 

Human Resource Management (HRM, or sometimes abbreviated to HR) is concerned with all 

aspects of how people are employed and managed in organizations. According to (Consulting, 

2009) human resources management (HRM) is a management function concerned with hiring, 

motivating and maintaining people in an organization. It focuses on people in organizations. 

Human resource management is a system to ensure that organizations human resource is used 
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effectively and efficiently to achieve organizational objectives/goals. It‟s about optimizing 

company performance through better management of human resources to have a competitive 

advantage (Rennie, 2003). Human Resources are all the people that in one capacity or another 

work for or contribute to an organization. These people can be (full-time) employees, 

contractors, freelancers, or any other kind of contingent worker. 

There are a lot of goals of HRM and some of them are the following:- 

 Support the organization in achieving its objectives by developing and implementing HR 

strategies that are integrated with business strategy 

 Contribute to the development of a high-performance culture  

 Assisting the organization in obtaining the right number and types of employees who are 

talented, skilled and engaged to fulfill its strategic and operational goals 

 Create a positive employment relationship between management and employees and a 

climate of mutual trust  

 Helping to create and maintain a safe and healthy work environment 

 To increase the employees satisfaction and self-actualization 

 To develop and maintain the quality of work life 

 To communicate HR policies to all employees. 

 To help maintain ethical polices and behavior. 

The management of people is a very important and challenging job; important because it 

is a job, not of managing men„, but of administering a social system. The management of 

people is a difficult task because of the dynamic nature of the people (Association of 

Business Executives, 2013). People are responsive; they feel, think and act; therefore they 

cannot be operated like a machine or shifted and altered like a template in a room layout. 

They, therefore, need a tactful handling by management personnel. If manpower is properly 

utilized, it may prove a dynamic motive force for running an enterprise at its optimum results 

and also work as solution for maximum individual and group satisfaction in relation to the 

work performed. 
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Functions of HRM 

HRM has a lot of roles although; it depends on the purpose and goals of organizations. Other 

department managers perform many functions of HRM, which is what makes this information 

important, despite the career path taken. Most experts agree on seven main roles that HRM plays 

in organizations.  

Staffing 

Staffing involves the entire hiring process from posting a job to negotiating a salary package. 

Within the staffing function, there are four main steps: 

1. Development of a staffing plan: - This plan help HRM to understand how many people the 

company need and they should hire based on revenue expectations. 

2. Development of policies to encourage multiculturalism at work: -Multiculturalism in the 

workplace is being important as the organization hire more and more people from different 

backgrounds. 

3. Recruitment: - This involves finding the right people to fill the open positions. 

4. Selection: - Here, people will be interviewed and selected, and a proper compensation package 

will be negotiated. This step is followed by training, retention, and motivation. 

Development of Workplace Policies 

Every organization has policies to ensure justice and business continuity. In the development of 

policies, HRM, management, and executives are involved in the process (Dupree, 1990). For 

example, the HRM professional has responsibility to recognize the need for a policy or a change 

of policy, seek opinions on the policy, write the policy, and then communicate that policy to 

employees. It is important to understand here that HR departments do not and cannot work alone. 

Everything they do needs to involve all other departments in the organization. Some examples of 

workplace policies might be discipline process policy, vacation time policy, ethics policy, 

internet usage policy etc. 

Compensation and Benefits Administration 
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The organization may choose to pay a premium to highly talented individuals who have skills 

that are relevant to one of its new businesses. HRM professionals should determine that 

compensation is fair, based on industry standards, and is high enough to entice people to work 

for the organization. Compensation includes anything the employee receives for his or her work. 

In addition, HRM professionals need to make sure the pay is comparable to what other people 

performing similar jobs are being paid. This involves setting up pay systems that take into 

consideration the number of years with the organization, years of experience, education, and 

similar aspects. Examples of employee compensation include pay, health benefits, stock 

purchase plans and vacation time etc.(Myron, 1992). 

Retention 

Retention involves keeping and motivating employees to stay with the organization. 

Compensation is a major factor in employee retention, but there are other factors as well. Ninety 

percent of employees leave a company for reasons like issues around the job they are 

performing, challenges with their manager, poor fit with organizational culture and poor 

workplace environment. But, 90 percent of managers think employees leave as a result of pay 

(Dupree, 1990). As a result, managers often try to change their compensation packages to keep 

people from leaving, when compensation isn‟t the reason they are leaving at all. 

Training and Development 

Once HRM peoples hire new employees, they need to make sure that they continue to grow and 

develop new skills in their job. This helps the organization to increase its productivity.  Training 

is also a major component in employee motivation. Employees who feel they are developing 

their skills tend to be happier in their jobs, which results in increased employee retention. 

Examples of training programs might include the job skills training, such as how to run a 

particular computer program, training on communication, team-building activities and policy and 

legal training, such as sexual harassment training and ethics training etc. 

Dealing with Laws Affecting Employment 

HRM professionals must know all laws that can affect the workplace. They might work with 

some of these laws: 
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 Discrimination laws 

 Health-care requirements 

 Compensation requirements such as the minimum wage 

 Worker safety laws 

 Labor laws 

The legal environment of HRM is dynamic i.e. there is always change, so HRM must always be 

aware of changes taking place and then communicate those changes to the entire management 

organization. 

Worker Protection 

In every organizations safety is an important issue. Sometimes some laws are formed which 

meets federal or state standards in order to ensure employees safety. It is up to the human 

resource manager to be aware of worker protection requirements and ensure the workplace is 

meeting both federal and state standards. Worker protection issues might include chemical 

hazards, heating and ventilation requirements, use of “no fragrance” zones and protection of 

private employee information. 

In addition to these major roles, good communication skills and excellent management skills are 

important to successful human resource management as well as general management. HR manager also 

needs to consider the outside forces that may affect the organization. Outside forces, or external 

factors, are those things that the organization cannot control directly, although they could have 

positive or negative impact on human assets. These factors might include changes to 

employment law, health-care costs, employee expectations, diversity of the workforce, changing 

demographics of the workforce, a more highly educated workforce and layoffs and downsizing 

etc. 

2.2.2. Employee Development Program 

Employee Development is one of the most important roles of Human Resource Management. It 

can be defined as a process where the employee attends various training programs to enhance 

his/her skills and acquire new knowledge and skills with the help of his/her employer (Hameed, 

Abdul, 2011). Employee development, often referred to as human resource development (HRD) 

is about the provision of learning, development and training opportunities in order to improve 

individual, team and organizational performance (Michael Armstrong, 2015). Training and 



11 | P a g e  
 

development is the study of how structured experiences help employees gain work related 

knowledge, skill, and attitudes. Training and development guide is oriented chiefly around 

what‟s good for people, rather than chiefly what‟s profitable for organizations. The reason for 

this is that in terms of training, and development, what‟s good for people is good for the 

organizations in which they work what‟s good for people‟s development is good for 

organizational performance, quality, customer satisfaction, effective management and control, 

and therefore profits too since the organization power comes from the physical and mental 

strength of their workers (Bashir & Jehanzeb, 2013).There is no single formula for creating an 

employee development program, butthere are some important components that should be 

considered. A truly effective employee development program should include learning, career 

planning, goal setting, and evaluation. These areas will help the program be beneficial to the 

employees who utilize and to the organization that provides it. Without them, the employee 

development reverts back to being simply training. Organizations need to set up their employee 

development programs in a variety of ways. There are different effective methods of employee 

development and some of them are the following: - 

Mentoring: - an intense work relationship between senior (mentor) and junior (new) employees 

(Noe, 1390). This method involves senior leaders/management taking junior staff under their 

wing to help develop important skills that the mentored individual might lack. Since the mentor 

has more power and experience in the organization he/she can help the junior by giving advice, 

counsels and coaches. 

Job rotation: -It is necessary for all workers to move from one schedule to the other within the 

same organization, to allow for competence on all spheres of work (Olaniyan & Ojo, 2008). The 

goal is to rotate the tasks and roles to learn something new or have a chance to practice what has 

been learned. 

Career development: - Career development is directly linked to an individual‟s growth and 

satisfaction and hence should be managed by the individual and not left to the employer. Career 

development helps an individual grow not only professionally but also personally and helps to 

boost employee motivation in the organization. 

On the job training: - Training is the use of systematic and planned instruction and 

development activities to promote learning. Training opportunities enhance staff commitment 
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and, if based on an objective assessment of need, result in a more efficient and effective 

organization. „On the job‟ coaching or „stretch‟ assignments are frequently more useful to staff 

compared to formal training (Max Blocker, 2017). Employees learn how to use something or 

apply the methods as they complete the assigned tasks. This is a very popular way to develop 

employees as companies typically don‟t have the time to train every single employee on every 

single skill especially if that skill does not require specific/advanced knowledge. 

2.2.3. Employee Retention 

Any organizations success depends on its human resource. An organization‟s ability to keep 

quality and talented employees who are contributing to business success named as employee 

retention. It is become one of the most challenges for managers and organization recently. It is a 

process of taking actions that help to motivate employees in order to make them stay in the 

organization for long period of time. Workers always keep on looking for better workplace and 

environment. On the other side organizations use their overall effort to retain the most potential 

employees who have a great contribution towards organization success. Now organizations focus 

has been shifted from turnover to retention in order to save turnover cost (Nasir & Mahmood, 

2016). Employee turnover is describe a situation in which employees depart the organization for 

several reasons, and thus, negatively affect the organization in terms of overall expenditure and 

the abilities to distribute the minimum required services (Mamun & Hasan, 2017). As many 

studies have specified it may not be satisfied and stay with compensation in a form of payment. 

The most significant retention factors may include intrinsic fulfillment rather than monetary 

rewards. Retention factors including the needs and desires of employees at any age enhance 

levels of individual job satisfaction, skill recognition, job flexibility, career development 

benefits, training and commitment etc. (Raminder, 2014). 

2.3. Empirical reviews 

Different scholars have been conducted a study to test the relationship between Employee 

Development Program and Employee Retention(Damei, 2020; LAMROT, 2019; Tsegaye, 2016; 

Wane, 2016). While conducting, they used different factors of the Employee Development 

Program. The finding from their study suggested that Employee Development Program has a 

direct and significant effect on employee retention(Damei, 2020; LAMROT, 2019; Tsegaye, 

2016; Wane, 2016). However, for some factors of Employee development like Mentoring and 
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Job Rotation the finding of prior studies are inconsistent. Below, the relationship between factors 

of the employee development program and employee retention is discussed: 

2.3.1. Mentoring and Employee Retention 

Employee retention represents one of the main keys to organizational productivity, performance, 

competitive advantage and success (Al-sharafi, 2018). There are different factors which affect 

employee retention. Mentoring is among the factors which affect employee retention.  

According to (Tsegaye, 2016) there is no significant relationship between mentoring and 

employee retention at P< .05. @ P < .1 it has a direct effect on employee retention with 

standardized coefficients of beta = 0.084.  But, as of (LAMROT, 2019)study Mentoring 

significantly influenced employee retention (B = 1.810, at < 0.05). This finding is also supported 

by (Damei, 2020). Thus, the researcher is hypothesized that: 

Ho1: There is no relationship between mentoring and employee retention. 

2.3.2. Job rotation and Employee Retention 

According to (Tsegaye, 2016) there is no a significant positive relationship between Job rotation 

and employee at P <0.05, but it has a little bit effect at P < 0.1 with B 0.087, however, according 

to  (LAMROT, 2019) Job Rotation is the other type of employee development program that 

significantly influenced employee retention (B = 2.658, at  P<0.01). This finding is also 

supported by (Damei, 2020). Here it is not clear that what mechanisms shall be adopted by 

practitioners in terms of the effect of job rotation to employees retention. Thus, the researcher is 

hypothesized as: 

Ho2: There is no relationship between Job rotation and employee retention. 

2.3.3. Career development and Employee Retention 

According to (Cloutier et al., 2015) the best way of promoting and motivating employees would 

be a combination of pay, promotion, bonus and other kinds of rewards to achieve organizational 

performance. Different Studies have also support this. According to (Tsegaye, 2016) a 

significant positive relationship between career development and employee retention with 

standardized coefficients of beta = 0.210, at P < 0.001. The finding of … also supported that…. 

Employees have the opportunities to be well-informed and insightful for further career 

development, as well as various forms of the training program will rationally be foremost to an 
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organization (Mamun & Hasan, 2017). However, according to (Hassan et al., 2013)For the effect 

of career development on employees‟ retention, result was not significant (T = 0.712, p = 0.477). 

Here the result is inconsistent from other researchers. Thus, the researcher hypothesized as: 

Ho3: There is no relationship between career development and employee retention. 

2.3.4. On the job training and Employee Retention 

According to (Hassan et al., 2013), there is  a positive and significant relationship between 

training and employees retention (T = 1.877, p = 0.031< .05(Hassan et al., 2013). This theory is 

also supported by different scholars. According to (Tsegaye, 2016) the finding indicates The 

findings indicated a significant positive relationship between training methods and job 

satisfaction (standardized coefficients of beta= 0.174, Sig. < 0.05, 99% confidence level). Other 

researchers finding like (Ahmad, 2016; Al-sharafi, 2018; Wane, 2016) also supported this 

finding. 

Ho4: There is no relationship between on the job training and employee retention. 

2.3.5. Operational Knowledge of employees and Employee Retention 

(Tsegaye, 2016), conducted a study in relation with this topics. The findings of his study 

indicated a significant positive relationship between operational knowledge of employees and 

employee retention (standardized coefficients of beta = 0.372, Sig. < 0.001confidence level). 

This indicates that a unit increase in operational knowledge of employees leads to an increase in 

employee intention to stay in the organization. 

Ho5: There is no relationship knowledge of employees and employee retention. 

2.4. Conceptual frameworks 

Observing different theoretical and empirical evidences the following conceptual framework is 

developed. 
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Figure 1: conceptual Framework 
 

Source: developed from literature 
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CHAPTER THREE: METHODOLOGY 

3.1. Introduction 
 

This chapter deals about the research methodology, which will be followed under this study. 

According to (Kothari, 2004), Research methodology is a way to scientifically solve the research 

problem. It may be understood as a discipline of studying how research is done scientifically. 

Therefore, this chapter describes the research design, research approach, target population, 

sampling techniques and sample size, types and source of data, method of data collection, 

validity and reliability of instruments, method of data analysis and, ethical considerations of this 

study   will be discussed.  

3.2. Research Design 
 

There are three possible forms of research design: exploratory, descriptive and explanatory 

(Creswell, 2014).Explanatory research studies are those where the researcher tests the 

hypotheses of causal relationships between variables. Such studies require procedures that will 

not only reduce bias and increase reliability, but will permit drawing inferences about causality. 

Usually experiments meet this requirement (Kothari, 2004). Explanatory research looks for 

causes and reasons and provides evidence to support or reject an explanation or prediction 

(Creswell, 2014). As the aim of this study is to examine the effect of employee development 

program on Employee retention in commercial bank of Ethiopia, Debre Berhan Town branches 

i.e. to examine the relationship between variables; explanatory design is an appropriate design to 

be followed. 

3.3. Research Approach 

According to Creswell (2014), there are three research approaches namely; quantitative, 

qualitative, and mixed approaches. The researcher will employed a quantitative research 

approach, since it is the preferable research approach for this study. Quantitative research is an 

approach for testing objective theories by examining the relationship among variables. These 

variables, in turn, can be measured, typically on instruments, so that numbered data can be 

analyzed using statistical procedures (Creswell, 2014). 
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3.4. Population, sampling technique and sample size 

3.4.1. Target Population 

The target population is the total number of subjects targeted by the study, or the group of 

elements to which the researcher wants to make a conclusion (Creswell, 2014). Accordingly, the 

target area for this study will be Employees of commercial banks in Debre Berhan Town.  

3.4.2. Sample size and Sampling Technique 

The larger the sampling size of a research, the more accurate the data generated(Zikmund, 2009). 

To achieve this economically (Yamane, 1973) formula is preferred and used by current 

researcher as a method to determine a sample size. According to him this study applied 

simplified formula to determine the required sample size at 95% confidence level, and allowable 

error = 5%.The total numbers of employees who work in all branches of Commercial banks at 

Debre Berhan town are 169. 

 

n = 169/ (1+169 (0.05)
2
) 

n = 119 

So as to acquire data from those branches proportional Stratified sampling technique will be 

employed.  The researcher used a stratified random sampling because, the stratified sampling 

technique is generally applied to obtain a representative sample size from each branches and able 

to acquire relevant information from concerned body(Creswell, 2014).  
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Table 1: Sample size proportion for each Branch 

Branches Name 
Total permeant 

employees 

Sample 

proportion  

Allocated 

Sample  

Hailemareammamo 15 (15*119)/169 11 

Tebasie 27 (27*119)/169 19 

Baso 9 (9*119)/169 6 

Debreeba 29 (29*119)/169 20 

Debreberhan 46 (46*119)/169 32 

NigusSehaleselasie 8 (8*119)/169 6 

AtseZereyakob 20 (20*119)/169 14 

Liche 15 (15*119)/169 11 

 

3.5. Data sources and collection Tools 

Basically, there are two main sources of data namely; primary and secondary sources of data 

(Kothari, 2004). In this study, the researcher will be employed primary sources of data. The 

primary data will be collected through structured self-administered questionnaires that will be 

distributed to employees of the branches. The researcher has used only close-ended 

questionnaires with a 5point Likert scale to collect data from the sample of the respondents. The 

questionnaires have 5 rating scales ranging from 1-5. Data gathered through 

questionnaires will simple and clear to analyses and it allows for the tabulation of responses and 

quantitatively analyzes certain factors. Furthermore, it is time-efficient for both the respondents 

and the researcher. The questionnaires were self-administered. 

3.6. Validity and Reliability 

Whether planning a research project or interpreting the findings of a work, determining the 

impact of the results is dependent upon two concepts: validity and reliability. Reliability and 

validity are ways of demonstrating and communicating the rigor of research processes and 

the trustworthiness of research findings (Roberts et al., 2006). 
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3.6.1. Reliability 

According to (Roberts et al., 2006) reliability analysis is concerned with the internal consistency 

of the research instrument. In this study reliability will be tested by α value. α measure of 

reliability that ranges from 0 to 1, with values of  greater than .70 deemed the best of 

acceptability (Hair et al., 2006). 

3.6.2. Validity 

Validity gives details of how well the collected data covers the actual area of investigation. It 

basically means measure what is intended to be measured. A measure is valid if it measures what 

it is supposed to measure (Roberts et al., 2006). In this research, so as to confirm either the 

collected data covers the actual area or not, content validity will be utilized. The researcher 

measured content validity of the questioners by selecting some academic staffs to make some 

wording adjustment and to avoid jargon words and languages. 

3.7. Test for Assumptions 
 

Before proceeding to correlation and regression analysis the following assumptions will be 

tested. Linearity, that is, the relationship between dependent and independent variables is linear, 

normal distribution of error terms (normality), no multicollinearity and other preliminary 

assumption. All these assumptions will be conducted accordingly. 

Linearity: There must be a linear relationship between Dependent and the independent variables. 

Scatterplots can show whether there is a linear relationship or not. The relationship between the 

Employee Development Program(IV) and the Employee Retention (DV) could be straight line, 

suggesting that the relationship between these variables is linear (Das & Imon, 2016). 

Normality: Multiple regressions assume that the residuals are normally distributed. This 

assumption will be tested by using Skewness and kurtosis(Das & Imon, 2016). 

Multicollinearity: Multiple regressions assume that the independent variables are not highly 

correlated with each other. This assumption will be tested by using the Variance Inflation Factor 

(VIF) values, and tolerance. VIF rule of thumb is > 4 when multicollinearity is a 

problem, while tolerance is <  0.25(Das & Imon, 2016). 
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3.8. Data Analysis and Interpretation 
 

After data collection through questionnaires, its completeness will be verified, coded, and 

entered; that the data will be analyzed by using application software packages named Statistical 

Package for Social Sciences (SPSS) version 23. Then, descriptive and inferential statistics will 

be part of the analysis. 

Descriptive statistics will be utilized for analyzing the demographic profile of respondents 

through central tendency measurements (frequency and percentage).  It will be presented in 

tabular representation and narrative descriptions. 

In inferential statistical analysis, multiple linear regressions will be utilized with the help of 

statistical package for social sciences (SPSS) software version 23. Multiple linear regressions 

will help the researcher to confirm or reject the given hypothesis in this research. Multiple 

regression analysis refers to finding a cause and effect relationship between variables and 

forming a model. The Model for this study will be developed by using five factors of employee 

development program, which have an impact on Employee Retention. 

Y = β0 + β1X1 + β2X2 + β3X3 + β4X4 + βX5 +E 

Where; Y1 = Employee Retention 

X1 = Mentoring  

X2 = Job rotation  

X3 = Career development  

X4 = on the job training  

X5 = Operational Knowledge of employees 
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3.9. Ethical consideration 

The goal of every research is to yield data that obtained ethically (Kothari, 2004).According 

toCreswell(2014), most ethical issues fall into; informed consent, confidentiality, security, and 

honesty. In this research all of them will be followed. (1) Informed consent: respondents will be 

briefly informed about the reason for conducting such a study; (2) Confidentiality: No 

information will be recorded to link respondents with their responses; (3) Security: the researcher 

did not expose the participants to unusual stress, embarrassment, or loss of self-esteem; and (4) 

Honesty: the researcher reported the findings in complete honestly. 
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CHAPTER FOUR: 

DATA ANALYSIS AND INTERPRETATION 

4.1. Introduction 

As discussed in the previous chapters, the objective of the study is to examine the effects of 

employee development programs on employee retention in the commercial bank of Ethiopia 

(CBE), Debre Berhan Town branches. The result of the data was analyzed through multiple 

linear regressions. Before the regression was conducted, descriptive analysis, and preliminary 

assumptions, were done using SPSS version 23. After that multiple linear regressions was 

carried out to see the effects of employee development programs on employee retention. To 

conduct these multiple linear regression results questionnaires developed in five Likert scales 

ranging from one to five were distributed and the results are displayed and analyzed as follows: 

4.2. Response rate 

To achieve the aim of the study 119 valid questionnaires were distributed to the commercial 

bank of Ethiopia employees. Among the 119 questionnaire survey forms distributed, 7 were not 

returned and/or declined to participate. Nine of the returned questionnaires were deemed 

invalid, and the final number of valid questionnaires was 103 usable questionnaires available 

for analysis. 

Table 2: Response Rate 

Number of Replies 112 

Not Returned and/or Declined to Participate 7 

Missed and outliers  9 

Total Number of Forms Distribute 119 

Response Rate (%)  94.1 % (overall response rate) 

 (effective response rate) 86.5% 
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The overall response rate of 94.1 % (112 responses/119 questionnaires) and a 86.5% effective 

rate of response (103 responses/ 119 questionnaires), which is the valid number to run multiple 

linear regression analysis. After the response rate was determined the demographic character of 

respondents were analyzed as follow: 

4.3. Demographic profile 

As depicted in table below, when we see gender division of the respondents, majority of the 

respondents were male; i.e. (72) 69.9%representing the bigger part of the sample group. 

However (31) 30.1 percent of the respondents were female. This study was mainly aimed at 

those respondents who work in commercial bank of Ethiopia DebreBeran town branches.  

Table 3: Demographic characteristics of the respondents 

Variable Category Frequency  Percent Cumulative % 

Gender  Male 72 69.9 69.9 

Female  31 30.1 100 

Total  103 100  

Level of education  BA/BSc 73 70.9 70.9 

MA and above 30 29.1 100 

Total  103 100  

Job title General manager 2 1.9 1.9 

Deputy manager 5 4.9 6.8 

Senior officer   61 59.2 66 

Officer  35 34 100 

Total  103 100  

Experience  < 2 years 17 16.5 16.5 

2-5 years 28 27.2 43.7 

5-10 years 21 20.4 64.1 

Above 10 years 37 35.9 100 

Total 103 100  
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With regard to level of education most of the employees (73, 70.9%) are BA/BSc holders, 

followed by MA and above holders (30, 29.1%). This implies that CBE hire educated 

personnel‟s, and they can read and understand the messages and contents of this questioner.  

Also respondents were asked to their job position in the Bank. The dominating respondents (61, 

59.2%) of respondents confirmed as they are senior officers, followed by officers (35, 34%). 

This implies that the bank is hiring new officers as itis expanded currently. General managers (2, 

1.9%), and Deputy Managers (5, 4.9%) are also part of this study. This implies that data were 

collected from all categories of employees from all job titles the bank.  

Furthermore as the result of 37 (35.9 %) of respondents confirmed, most of employees in the 

bank has more than 10 years of experience, and more than 80% of employees have an experience 

of more than 2 years‟ experience. This figure implies that most of the respondents are 

experienced. And can fill the response for questioners accordingly.  

4.4. Test of reliability and validity 

4.4.1. Test of reliability 

The most popular method of testing for internal consistency in is Cronbach„s coefficient alpha. 

Cronbach„s Alpha is an indicator of the degree of internal consistency of scales. The higher the 

coefficient the higher degree of consistency denotes.In this study reliability was tested by α 

value. α measure of reliability that ranges from 0 to 1, with values of  greater than .70 deemed 

the best of acceptability (Hair et al., 2006). Thus, the reliability of variables in this study is 

within the acceptable ranges (between 0.767 and 0.935). 
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Table 4: Reliability test 

Variables  Cronbach's Alpha Number of items 

M 0.786 5 

JR 0.790 5 

CD 0.935 5 

TM 0.767 5 

OKE 0.880 5 

EI 0.845 7 

 

4.4.2. Test of validity 

In this study, Content validity was measured. Content validity address to what extent the 

appropriate content is representing in questionnaires. To check either the measurement items 

describe variables or not the researcher takes feedback from the adviser and instructors of 

management studies. Creation-related validity was also used; since the questioner is adopted 

from standardized questionnaires.  

4.5. Multiple regressions 

Multiple linear regression analysis needs several key assumptions: (1) there must be a linear 

relationship between the outcome variable and the independent variables.  (2) Multivariate 

Normality–Multiple regression assumes that the residuals are normally distributed. (3) No 

Multicollinearity- Multiple regression assumes that the independent variables are not highly 

correlated with each other.   

4.5.1. Test for assumptions 

Normality: Regression assumes that variables have normal distributions. Non-normally 

distributed variables (highly skewed or kurtosis variables, or variables with substantial outliers) 

can distort relationships and significance tests.A distribution or data set is symmetric if it looks 

the same to the left and right of the center point. The Skewness and kurtosis test results of the 

data are within the acceptable range (-1.0 to +1.0) and it can be concluded that the data is 

normally distributed.  



26 | P a g e  
 

Table 5: Normality Test 

Items Skewness Kurtosis Items Skewness Kurtosis Items Skewness Kurtosis 

M1 .733 -1.492  CD2 -.341 OKE3 -.196 -.031 

M2 -.852 -.260  CD3 -.171 OKE4 .092 -.232 

M3 -.527 -.612  CD4 -.084 OKE5 -.868 -.419 

M4 .281 -.935  CD5 -.061 ER1 .015 .084 

M5 -1.192 .419  TM1 -.599 ER2 -.017 -.164 

JR1 -.896 1.070  TM2 -.772 ER3 -.158 .857 

JR2 -.690 -.950  TM3 -.435 ER4 .015 .084 

JR3 .000 -.085  TM4 -.982 ER5 .006 -.316 

JR4 -.597 .521  TM5 -.835 ER6 -.132 -.312 

JR5 -.779 -1.050  OKE1 .204 ER7 .039 -.378 

CD1 -.525 -1.082  OKE2 .406    

 

Based on survey result on table above the data were normally distributed. All most all of the 

results, i.e. Skewness andKurtosis were between1.0 to +1.0. So the result of Kurtosis and 

Skewness exists between -1.0 to +1.0 which is acceptable and error term for each variable 

isconstant. Even if the values of skewness and kurtosis are between -1.2 and 1.2 for some 

variables it is acceptable. The values for skewness and kurtosis between -2 and +2 are considered 

acceptable in order to prove normal univariate distribution (Brown, 2011). 

Linearity: Linearity means that the predictor variables in regression have a straight-line 

relationship with the outcome variable. Standard multiple regressions can only accurately 

estimate the cause and effect relationship between dependent and independent variables if the 

relationships are linear. 
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Figure 2: Test of Linearity 

As shown on the above figure, there were linear relationships between the outcome variableand 

the predictor variables. All predictor variables (i.e. M, JR, CD, TM and OKE) had a linear 

relationship with thedependent variable (ER). 

Multicollinearity: Multiple regressions assume that the independent variables are not highly 

correlated with each other.  But when there is highly correlation between independent variables 

the situation is called Multicollinearity. It makes regression model not be able to accurately 

associate variance in outcome variable with the correct predictor variable, and leading to 

muddled results and incorrect inferences. This assumption is tested using Tolerance and 

Variance Inflation Factor (VIF) values. 

Table 6: Test of Multicollinearity 

Collinearity Statistics 

Constructs  Tolerance VIF 

M .893 1.20 

JR .888 1.127 

CD .862 1.160 

TM .740 1.351 

OKE .834 1.199 
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Tolerance should be more than 0.2 and VIF should beless than 10 (Bagheri & Midi, 2009). 

Based on the output of survey shown on Table above the Multicollinearity test was acceptable. 

Since, Tolerance and VIF (variance inflation factor) were met the requirement or standard. As 

shown on the table Tolerancewas more than 0.2 and VIF was less than 10. 

Homoscedasticity: Homoscedasticity describes a situation in which the error term (that is, 

the “noise” or random disturbance in the relationship between the independent variables and the 

dependent variable) is the same across all values of the independent variables. Lack of 

homoscedasticity is most easily recognized through the standardized scatter plots (Garson, 

2012).  

 

Figure 3: Test of Homoscedasticity 

Based on result of SPSS shown on the above figure there is no issue of homoscedasticity 

i.e.points were fairly randomly distributed at all values of thepredictor variables. 

After ensured that the above required assumptions of multiple regressions are met based on the 

data the next step was processing multiple regression analysis to determine how well the 

regression model fits the data (model summary), independent variablesstatistically significantly 

predict the dependent variable (ANOVA) and statistical significance ofeach of the independent 

variables (regression coefficients). 
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4.5.2. Model summary 

Table 7: Model summary 

Model Summary
b
 

Model R R Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .854
a
 .730 .716 .22114 

a. Predictors: (Constant), OKE, JR, M, CD, TM 

b. Dependent Variable: ER 

According to the model summary on the above table, The "R" column represents the value of R, 

the multiple correlation coefficients. R-value of 0.854 indicates a positive strong cause and effect 

relationship between a set of employee development programs stated in the model and employee 

retention in the commercial bank of Ethiopia (CBE), DebreBerhan Town branches which is a 

good level of prediction. 

The R2 value of .730 (73%), implies the contribution of employee development program on 

Employee retention, the remaining 27% of the changes can be affected by other factors; or the R 

Square statistic reports the proportion of explained variance in the dependent variable that is 

accounted for by the independent variables. The results of the regression indicated that all 

predictors explained 73% of the variance (R2 =.73) which indicates that the independent 

variables included in this model accounted for 73% of the explained variance in Employee 

retention. This means that the remaining 27% of the+ variation in employee retention cannot be 

explained through employee development program. 

4.5.3. ANOVA Model Fit 

Table 8: ANOVA Model Fit 

ANOVA
a
 

Model 

Sum of 

Squares df 

Mean 

Square F Sig. 

1 Regression 12.811 5 2.562 52.396 .000
b
 

Residual 4.744 97 .049   

Total 17.555 102    

a. Dependent Variable: ER 

b. Predictors: (Constant), OKE, JR, M, CD, TM 
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The F-ratio in the above ANOVA table checks whether the overall regression model is a good fit 

for the data or not. Therefore, the above table shows that the set of employee development 

programs mentioned in the model have statistically significant to predict employee retention 

because there is a high value of F = 52.396, at p < .001. Accordingly, the researcher concludes 

that the regression model is a good fit for the data. 

4.5.4. Beta coefficient 

 

Coefficients
a
 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients 

t Sig. B Std. Error Beta 

1 (Constant) -.320 .303  -1.058 .293 

M .302 .056 .300 5.364 .000 

JR .141 .044 .178 3.186 .002 

CD .170 .033 .290 5.107 .000 

TM .192 .052 .226 3.676 .000 

OKE .323 .045 .411 7.108 .000 

a. Dependent Variable: ER 

 

The above table is very strong evidence to reject all null hypotheses (Ho1, Ho2, Ho3, Ho4, and 

Ho5), and accept the alternative hypotheses, since the p-value is statically significant, (less than 

0.05). Therefore, coating the evidence the researcher can conclude that employee development 

program attributes mentioned in the model, namely; Mentoring, Job rotation, Career 

development, On the job training and Operational Knowledge of employees have statistically 

significant to predict the employee retention of CBE. 

4.5.5. Standardized Coefficients β 

The standardized coefficients are useful to know which of the Employee development program 

has more impact on employee retention. It used for comparing the impact of the employee 

development programs mentioned in the model on employee retention. 

As indicated in the above regression coefficients table, operational knowledge of 

employee/OKM has the highest standardized coefficient (.411) followed by mentoring/M (.300). 

This shows that operational knowledge of employees has a higher relative effect on employee 
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retention than Mentoring. Career development/CD (.290), training/TM (.226), and Job 

rotation/JR (.178) have been ranked 3rd, 4th, and 5th respectively in their relative effect on 

employee retention. 

4.5.6. Unstandardized Coefficients β 

The unstandardized coefficient denotes the mean or average change in the organizational 

performance with a unit change in the set of employee development program attributes stated in 

the model as independent variables. The regression equation between employee development 

programsattributes and employee retention can be written as follows: 

ER = -.320 +.302M+.141JR+.170CD+.192TM+.323OKE+ .22114 

Where  

ER = Employee Retention 

M = Mentoring  

JR = Job rotation 

CD = career Development 

TM = on the jobtrepanning  

OKE = operational knowledge of employee 

The constant value (β0 = -0.320) demonstrations that the employee retention of CBE would be -

0.320, if coefficients of employee development program which mentionedin the model were 

zero. On the other hand, a beta coefficient of .302 indicates that, a unit change in mentoring leads 

to a change in the employee retention by .302, a unit change in job rotation leads to .141 increase 

in the employee retention, a unit change in career development leads to raise .170 in the 

employee retention, a unit change in on the job trepanning leads to increase .192 in the employee 

retention, and a unit change in operational knowledge of employee leads to .323 increment in the 

employee retention of CBE. 
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4.6. Hypotheses result discussion 

Null Hypothesis 1 was found to be rejected. Initially the researcher was hypotesized that there is 

no relationship between mentoring and employee retention. But the finding of this study 

indicates that Mentoring has directly, positively, and significantly affects employee retention. In 

other words, the mentoring strategy of the commercial bank of Ethiopia has a positive influence 

on its employee retention. It empirically confirms the theoretical notion that well-managed staff 

mentoring directly leads to increase employee retention.  

Null Hypothesis 2 was found to be rejected so tat the aultrnative hypotesis is thus supported. It 

was indicated that job rotation in CBE is positively and significantly affects employee retention. 

In other words, when employees are rotated at back and front operations, the employee retention 

is susteaned at the bank.  

Null Hypothesis 3 was found to be rejected. It was indicated by Career Development has a 

positive and significant effect on employee retention. An appropriate Career Development can 

lead to high levels of employee retention. Thus, the null hypothesis is rejected. 

Null Hypothesis 4 was found to be rejected.  On the job trepanning has positive and significant 

effects on employee retention. I.e. on the job trepanning in the organization has a positive 

influence on its customer retention. Therefore, Ho4 is rejected. Hence it was explained there is 

no relationship between on the job training and employee retention. The finding of this study 

demonstrates as they have a cause and effect relationship. 

Null Hypothesis 5 was found to be rejected. The operational knowledge of employee in CBE 

has a positive influence on employee retention. It confirms the theoretical notion that operational 

knowledge of employee directly leads to increase employee retention. Thus, the alternative 

hypothesis is supported. 

To sum up, from the summary result tables, basic research question stated in chapter one, or 

null hypotheses which developed in chapter two were rejected. That means; employee 

development program: Mentoring, Job rotation, Career development, on the job training, and 

Operational Knowledge of employees which are mentioned in the model as independent 

variables have the predicting power on the employee retention in commercial bank of Ethiopia. 
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CHAPTER FIVE: SUMMARY, CONCLUSION AND 

RECOMMENDATION 

5.1. Introduction 

This chapter includes the summary, conclusions; recommendations and suggestion for further 

researches. For clarity purpose, the conclusions are made based on the research objectives of the 

study. Then after, based on the findings of the study, recommendations are made to CBE. 

5.2. Summary of finding 

This study was proposed to test the effects of employee development program on employee 

retention of Commercial Bank of Ethiopia.  Based on the results of the study employee 

development program in CBE can increase employee retention. More specifically summaries of 

major findings are explained as follows: 

 The study examined the effects of mentoring on employee retention. The result indicated 

that there is a positive and statistically significant effect of mentoring on employee 

retention with a beta value of 0.302 and it is significant at P < 0.001 level. Thus, when 

Mentoring strategy of the organization goes up by one unit; employee retention goes up by 

0.302 units. 

 Further, the study result indicated Job rotation has a positive effect on employee retention 

with β= 0.141 at a significant level of P<0.005. It implies Job rotation has 14.1% 

contributed to increasing the variation on employee retention.   

 The study found the effect of career development on employee retention. The result stated 

that career development has a positive direct and significant impact on employee retention 

with a beta value of 0.170 at P< 0.001 level. I.e. when career development increases by 1 

unit, employee retention rises by 0.17units. 

 The finding of this study result indicated that there is a positive and significant effect of on 

the job training on employee retention with a beta value of 0.192 and it is significant at P < 

0.001 level.  Implies, when on the job training of the organization increases by a unit; 

employee retention also rises by 192 units.  
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 Finally, the study examined the effects of Operational Knowledge of employees on 

employee retention. The finding of this study indicated that there is a positive and 

significant effect of Operational Knowledge of employees on employee retention in CBE 

with a beta value of 0.323 and it is significant at P < 0.001. 

5.3. Conclusions 

 The overall objective of the study was to examine the effects of employee development 

program on Employee retention in commercial bank of Ethiopia Debre Berhan Town 

branches 

 In the study, employee development program was examined by five dimensions that 

were: Mentoring, Job rotation, Career development, on the job training, and Operational 

Knowledge of employees.  

 To maintain the reliability of instruments and validation of construct issues, the reliability 

test was measured by Cronbach alpha using SPSS version 23, and Creation-related 

validity and content validity were examined. 

 To test the proposed hypotheses multiple linear regression using SPSS 23 was used. 

 The result of the study showed that Mentoring strategy in the factory leads to increase 

employee retention. Therefore the null hypothesis was rejected, andalternative hypothesis 

1 was supported. 

 The finding of the study demonstrates Job rotation has a direct positive effect on 

employee retention in CBE. Thus, Ho2 was rejected.  

 The other finding of the study indicates that a well-managed Career development of CBE 

positively affects employee retention. Hence Ho3 was refuted. 

 In addition, the finding of this study demonstrates that a better on the job training has a 

positive effect on employee retention. Thus, Ho4 was rejected. 

  

 Lastly, the study indicates that Operational Knowledge of employees positively and 

significantly affect employee retention. As a result Ho5 was rejected. 
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5.4. Recommendations 

In light of the findings of this study and the above conclusions, below there are recommendations 

for CBE which are suggested by the researcher: 

4.6.1. Recommendations for the case company/CBE; 

 Well-structured managed and implemented Employee development program are the 

major cause of employee retention. Based on theories, past literature, and findings of this 

study, Employee development program increases employee retention. The finding of this 

study also supports this theory. Therefore, in order to increase the employee retention, 

CBE should working for a Well-structured managed and implemented Employee 

development program. 

 More specifically in order to increase the employee retention of the organization, it is 

better for CBE to give due emphasis on Mentoring, Job rotation, Career development, on 

the job training, and Operational Knowledge of employees. 

4.6.2. Limitations of this study, and Recommendations for future researchers; 

 This study was focused on Mentoring, Job rotation, Career development, on the job 

training, and Operational Knowledge of employees attributes of employee development 

program only, and further research on other employee development program variables 

should also be done. 

 Future studies should address manufacturing and other service sectors too other than a 

single bank industry. Since data were collected from CBE, so as to increase the 

generalizability of the study the results manufacturing and other service sectors shall also 

be part of. 

 Methodologically this study was limited to a quantitative research method; so as to 

triangulate the result, further research should be done in the qualitative method or mixed 

methods. 
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DebreBerhan University   

College of Business and Economics 

Department of Management 

Questionnaires to be filled by respondents  

Dear Participants  

I would like to express my heartfelt appreciation, in advance, for taking time to fill out 

thequestionnaire. The questionnaire is designed for the preparation of a research for the 

fulfillment of MA degree in Business Administration. The purpose of this questionnaire is to 

examine the effects of employee developmentprogram on Employee retention in commercial 

bank of Ethiopia (CBE), DebreBerhan Town branches. Be confident that the information you 

provide will be kept and used only for academic research purpose. So you are kindly requested to 

give your genuine answer and respond to each of the information by writing or putting an “” 

mark in the space provided 

Section I. General information 

1.1 Sex             Male                                                      Female        

1.2 Age 

(1) Below 20 years 

 (2) 21-30 years 

 (3) 31-40 years 

(4) 41-50 years 

 (5) 51 and above

1.3 Academic Qualification  

(1) Diploma     (2) degree   (3) MA and above 
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1.6 Experience on current position.  

1. Below 2 years   

2. 2-5 years   

3. 5-10 years   

4. Above 10 years  

 

Section B. Questions related to employee development program of (Mentoring, Job rotation, 

Career development, training methods, and Operational knowledge of employees) on job 

satisfaction and employee retention. Please indicate your level of agreement. Where 1= strongly 

disagree, 2= Disagree, 3= Neutral, 4= Agree and 5= strongly Agree 

 

S.N. Mentoring  1  2  3  4  5 

1  I get help and support from my colleagues/supervisors at work. 
     

2  My colleagues treat me with respect. 
     

3  
My line manager and I regularly review the objective of shared 

knowledge for improvement.      

4  
My line manager gives me an opportunity to express my views; 

feelings concerned the objectives and standards of work.      

5  We are socially connected in the workplace than before 
     

 Job Rotation  1 2 3 4 5 

1  I have got an opportunity to do a variety of tasks. 
     

2  Multiplicity of knowledge acquired in my job. 
     

3  
Job rotation program of the bank broadened my knowledge and 

skill inother fields.      

4  
Job rotation program of the bank is an excellent system to acquire 

newmethods of work.      

5  Before job rotation, the organization seeks my consent. 
     

 Career Development  1 2 3 4 5 

1  I know where my career is going. 
     

2  I would recommend my profession helps for career advancement. 
     

3  My career is a central interest in my life. 
     

4  My work effort contributed to my personal growth. 
     

5  I understand how my future career work contributes to my life. 
     

 Training methods  1 2 3 4 5 

1  The course content is relevant to my job. 
     

2  Almost everything learnt can be applied at work 
     

3  It is difficult to practically apply what has been learnt 
     

4  I found that skills and knowledge can be applied in the bank 
     

5  I can coach other new employees to the area 
     

 Operational knowledge of employees  1 2 3 4 5 
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1  My work helps me better to understand myself. 
     

2  My work makes a positive difference in the bank. 
     

3  
I built high extent of network of contacts within the bank for 

obtainedinformation about events, changes, or activities.      

4  My knowledge is persistent, and helps to get job done on time 
     

5  In my work group people try to pick up new skills andknowledge. 
     

 

Section C. Questions related to job satisfaction. Please indicate your level of agreement with the 

statements. Where 1= Highly Dissatisfied, 2= Dissatisfied, 3= Neutral, 4= Satisfied and 

5=Highly satisfied 

S.N  On my present job, the level of my intention to live on:-  1  2  3  4  5 

1  
Opportunity for moved to higher levels within 

theOrganization.(Advancement Opportunities)      

2  

The degree of attachment to individuals associated with 

theorganization such as supervisor, co-workers, or customers. 

(Basicattachments) 
     

3  
The amount of pay, benefits, or equivalents distributed in 

returnfor service.(Extrinsic rewards)      

4  
The nature of the work schedule or hours. (Flexible 

workArrangements)      

5  
The degree to which individual‟s identify with and are 

involved in the organization. (OrganizationalCommitment)      

6  
Fairness of reward allocations, policies and procedures, 

andinterpersonal treatment. (Organizational Justice)      

7  
The degree to which the organization is to be trustworthy and 

wellrespected. (Organizational Prestige)      

 

 

 

 

 

 

 

 

 

 

  


