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ABSTRACT

This descriptive-correlational study investigates the relationship between
training and development, employee retention, and organizational effec-
tiveness within a manufacturing firm in Naga, Cebu, Philippines. Three
hundred sixty respondents were selected randomly to participate in the
study, utilizing a validated and reliable questionnaire to collect pertinent
data. The findings, analyzed using Spearman's rho, indicate a significant
correlation between training and development, employee retention, and
organizational effectiveness. Furthermore, simple linear regression analy-
sis demonstrates that training and development correlate and serve as pre-
dictors of employee retention and organizational effectiveness. This em-
phasizes the importance of implementing comprehensive training and de-
velopment programs that significantly boost employee retention and im-
prove overall organizational effectiveness. Such initiatives are essential
not only for fostering individual growth and skill enhancement but also for
aligning with strategic human resource planning, ensuring that the work-
force is equipped to meet current and future challenges. Accordingly, it is
concluded that training and development should be viewed not merely as
supplementary efforts but as essential components of a comprehensive
business strategy, which contribute significantly to organizational success.
Implementing an employee-centered training program fosters employee
engagement, empowerment, and a sense of purpose.

Keywords: Training and Development, Employee Retention, Organizational
Effectiveness, Manufacturing Firm, Naga City, Cebu, Philippines

Introduction

interdependent roles. Agriculture supplies raw

Agriculture, services, and manufacturing materials to manufacturing, which in turn pro-
share the common goal of advancing economic  duces goods distributed through the service
development, yet they perform distinct, sector. This intersectoral synergy not only
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stimulates job creation and economic activity
but also demonstrates how the decline of one
sector can adversely impact the others
(Muyambiri, 2023). Lewis' Dual Sector Model,
as cited by Anderson and Ponnusamy (2019),
emphasizes the shift of labor from traditional
agriculture to more productive industrial and
service sectors as capital accumulates, reflect-
ing a fundamental dynamic of structural trans-
formation in developing economies.

The manufacturing sector is exceptionally
pivotal to economic growth, as it converts raw
materials into high-value goods and bolsters
other sectors. Its output consistently contrib-
utes to GDP, as seen in Ireland’s industrial ex-
pansion in the 1990s (Egeraat & Breathnach,
2021) and the sustained manufacturing-led
growth in the Visegrad Group countries, which
positively influenced wages and employment
(Suhanyi et al., 2023). However, while the sec-
tor demonstrates economic contributions,
workforce-related challenges persist.

Manufacturing enterprises are typically
capital-intensive and reliant on human capital
for optimal performance. Sija (2024) found that
training and development (T&D) accounted for
46.1% of the variance in employee perfor-
mance in manufacturing. Conversely, poor
working conditions—such as low wages, long
hours, and limited social benefits—persist in
some manufacturing hubs, notably in parts of
India (Singh, 2023), underscoring the link be-
tween inadequate employee support and re-
duced productivity.

Effective T&D is widely recognized as a
driver of employee retention and performance.
Cloutier et al. (2020) emphasized communica-
tion, skill development, and inclusive hiring as
key retention strategies. In Nigeria, Taiwo et al.
(2021) observed that T&D significantly en-
hances performance in manufacturing firms.
This pattern is echoed across ASEAN countries,
where training fosters adaptability and innova-
tion, critical traits in fast-evolving markets
(Tan, 2021; Yusof & Ahmad, 2020). In the Phil-
ippines and Vietnam, training prepares work-
ers to meet the demands of increasingly auto-
mated and digitized industries. Abedi (2023)
and Putri et al. (2024) advocate expanding
training to include pedagogical and soft skill

development, aligning with the needs of a mod-
ern workforce.

Despite these findings, there remains a gap
in understanding how T&D influences both em-
ployee retention and organizational effective-
ness, particularly within the manufacturing
sector in developing economies. Existing stud-
ies often address these elements in isolation,
without integrating them into a cohesive
framework, especially in the ASEAN context,
where rapid industrialization and labor mobil-
ity demand localized insights.

In the Philippine setting, particularly in
Naga City, Cebu, the manufacturing industry is
poised for expansion, with companies like Cebu
Mitsumi Inc. scaling operations (Sunnexdesk,
2022). To sustain this momentum, businesses
must address workforce development strategi-
cally. Implementing comprehensive T&D pro-
grams not only builds employee capability but
also improves retention and mitigates opera-
tional disruptions.

This study is anchored in two key theories.
Human Capital Theory (Becker, 1964) posits
that investments in education and training en-
hance worker productivity, leading to im-
proved organizational outcomes. This theory
supports the study’s central argument that
T&D is a strategic tool for improving perfor-
mance and retention in the manufacturing sec-
tor. Social Exchange Theory (Blau, 1964) ex-
plains that when organizations invest in their
employees through training and career devel-
opment, employees reciprocate with higher
levels of loyalty, engagement, and commitment.
This theoretical lens provides insight into how
T&D influences employee retention and con-
tributes to organizational effectiveness
through strengthened employer-employee re-
lationships. Together, these theories frame the
inquiry into how training and development
programs function as both a capability-building
and retention-enhancing mechanism within
manufacturing firms.

While the benefits of T&D on individual
performance are well-documented, few studies
have explored its simultaneous impact on re-
tention and organizational effectiveness, espe-
cially in localized or regional contexts. Moreo-
ver, the broader socio-economic implications
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of workforce development remain underex-
plored (Aguinis & Kraiger, 2009). Addressing
these gaps, this study investigates the relation-
ship between T&D, employee retention, and or-
ganizational effectiveness in a manufacturing
firm in Naga City, Philippines.

By examining how T&D predicts both re-
tention and organizational outcomes, this
study aims to generate actionable insights for
strengthening human capital, reducing em-
ployee turnover, and aligning company prac-
tices with long-term strategic and developmen-
tal goals—including Sustainable Development
Goals (SDG 4: Quality Education, and SDG 8: De-
cent Work and Economic Growth).

Methods

This quantitative study employed a de-
scriptive-correlational research design to de-
termine employees’ perceptions of training and
development (T&D), employee retention, and
organizational effectiveness within a semicon-
ductor manufacturing company in Naga City,
Cebu, Philippines. The study also aimed to ex-
plore the predictive relationship between T&D
and the latter two variables. This research de-
sign is appropriate for establishing associative
and predictive relationships among variables
without manipulating the research environ-
ment, thus preserving ecological validity.

The participating organization is a well-es-
tablished semiconductor manufacturing firm
with an international clientele. Situated in an
economically significant industrial corridor,
the company operates in a highly competitive,
fast-paced, and technologically driven manu-
facturing environment. It relies heavily on
workforce skill development to maintain oper-
ational efficiency, safety compliance, and prod-
uct innovation. Structured training programs
form an integral part of its human capital strat-
egy, encompassing technical upskilling, safety
orientation, and professional development
across all job levels—from production line
workers to supervisory and managerial roles.

The choice of research setting is particu-
larly relevant given the pressures of automa-
tion, digital transformation, and global stand-
ards in the manufacturing sector. This study
thus provides valuable insights into how for-
malized learning structures in such contexts

contribute to employee and organizational out-
comes. A total of 360 respondents were
selected using simple random sampling from
the company's roster of qualified employees.
This probability sampling technique ensured
that each eligible individual had an equal
chance of selection, thereby enhancing the gen-
eralizability of the findings and minimizing se-
lection bias.

The individual must be a regular employee
of the semiconductor firm. They must have
served for a minimum of three years, ensuring
that respondents had sufficient exposure to the
organization’s training programs and human
resource practices; They must have voluntarily
signed the informed consent form, affirming
their willingness to participate and their un-
derstanding of the study’s scope and objectives.
The sample size meets conventional thresholds
for statistical power in correlational and re-
gression analysis (Cohen, 1988), enhancing the
robustness of the study’s findings.

Data were collected through a structured
Likert-scale survey instrument designed to
measure three key constructs: training and de-
velopment, employee retention, and organiza-
tional effectiveness. The survey used a 5-point
scale (1 = Strongly Disagree to 5 = Strongly
Agree), capturing respondents' agreement with
various statements related to their work expe-
riences and perceptions. The instrument meas-
ured:

Training and Development: Perceived ac-
cessibility, quality, relevance, and impact of
training programs on technical and soft skill
development, career advancement, and organi-
zational integration.

Employee Retention: Indicators such as job
satisfaction, organizational commitment, turn-
over intentions, and perceived career growth.

Organizational Effectiveness: Perceptions
related to productivity, operational flexibility,
innovation, and alignment between individual
roles and strategic objectives.

The instrument was adapted from previ-
ously validated scales in the literature and un-
derwent a pilot test with a sub-sample of 30
employees from a similar industrial context to
ensure its applicability. Internal consistency re-
liability was assessed using Cronbach’s alpha,
yielding the following results: Training and

IJMABER

2768

Volume 6 | Number 6 | June | 2025



Tabasa et al, 2025 / Training and Development in Employee Retention and Organizational Effectiveness at a Manufacturing Firm

Development: a = 0.91; Employee Retention:
a = 0.88; and Organizational Effectiveness: a =
0.90.

These values exceed the commonly ac-
cepted threshold of 0.70 (Nunnally & Bern-
stein, 1994), indicating high internal con-
sistency across all dimensions. Furthermore,
content validity was established through ex-
pertreview by three academics and two human
resource professionals specializing in indus-
trial psychology and organizational develop-
ment. Their feedback ensured that the items
were contextually relevant and theoretically
grounded.

The data analysis involved both descriptive
and inferential statistics. Descriptive statistics
included mean and standard deviation (SD) to
summarize central tendencies and variability
of the responses. A low SD indicated consensus
among respondents, whereas a high SD re-
flected a wider range of perceptions. For infer-
ential analysis, the study used Spearman’s rank
correlation coefficient (p) to examine the rela-
tionships among the three main variables due
to non-normal data distribution as confirmed
by the Shapiro-Wilk test. Spearman’s rho is
suitable for ordinal data and robust in the

Results and Discussions

presence of non-parametric distributions. To
explore predictive relationships, simple linear
regression analyses were performed to deter-
mine the extent to which training and develop-
ment can predict employee retention and or-
ganizational effectiveness. All statistical anal-
yses were conducted using SPSS version 27,
with a significance level set at p < 0.05.

Ethical protocols were rigorously followed
throughout the study. Before data collection,
ethical clearance was obtained from the appro-
priate institutional review board. All partici-
pants were informed of the study's purpose,
their right to withdraw at any point without
penalty, and the confidentiality of their re-
sponses. Anonymity was preserved through
the use of unique but non-identifiable codes,
and no personally identifiable information was
collected. The principle of informed consent
was strictly upheld, with all participants sign-
ing a consent form that detailed the study’s ob-
jectives, risks, and benefits. The study also com-
plied with the Data Privacy Act of 2012 (Repub-
lic Act No. 10173) in the Philippines, ensuring
the secure handling and storage of all research
data.

Table 1. Level of Training and Development Practices in the Manufacturing Firm as Perceived by

Employees
Item Mean SD Interpretation

1.1 am encouraged to develop new skills. 3.53 .624 Agree
2. The trammg_programs provided by the company are 440 680 Agree
relevant to my job.
3. I have many opportunities for training and develop- 354 619 Agree
ment.
4. Employees are given a series of training every year. 4.45 .632 Agree
5. There are formal training programs to teach new hires
the skills they need to perform their jobs. 3.56 648 Agree
6. The company invests sufficient resources in employee 443 664 Agree
development.
t71.0'{‘1he company hires trainers from outside the organiza- 259 1226 Neutral
8. I have learned new skills through the training pro- 441 686 Agree
grams offered by the company.
9. When assessing training needs, the following issues are
considered: job skills, knowledge, ability, new technolo-  3.56 .661 Agree

gies, processes, products, services, and market changes.
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Item Mean SD Interpretation

10. T.he company offers opportunities for continuous 4.47 650 Agree
learning and development.
11. qumg the trammg.perlod, acco_mmodatlon, trans- 359 698 Agree
portation, and meal facilities are provided.
12. The training programs use various formats, including 439 687 Agree
workshops, classes, and briefings.

Overall 3.8995 .29355 Agree

Descriptive statistics were conducted to ex-
amine employee perceptions regarding train-
ing and development opportunities. The results
suggest a generally favorable perception
among employees regarding training and de-
velopment practices within the manufacturing
firm (M = 3.90, SD = 0.29). Among the individ-
ual items, the highest mean scores were ob-
served in the following statements: "Employ-
ees are given a series of training every year" (M
= 4.45, SD = 0.63), "The company invests suffi-
cient resources in employee development" (M
=4.43,SD = 0.66), "The company offers oppor-
tunities for continuous learning and develop-
ment" (M =4.42,SD = 0.65), and "l have learned
new skills through the training programs of-
fered by the company” (M = 4.41, SD = 0.69).
These findings indicate that employees per-
ceive strong organizational commitment to on-
going learning and skills acquisition.

Conversely, the lowest-rated item was "The
company hires trainers from outside the organ-
ization" (M = 2.52, SD = 1.23), suggesting lim-
ited use of external expertise in training deliv-
ery. This may indicate a preference for in-house
training programs or a gap in bringing in exter-
nal insights.

The standard deviations across items were
generally low, indicating a relatively consistent
employee perception. Again, the item with the

highest variability was "The company hires
trainers from outside the organization" (SD =
1.23), which may reflect employees' differing
experiences or awareness levels regarding this
practice.

The data point to a positive perception of
training and development practices, with par-
ticular strengths relevant to job roles, invest-
ment in employee growth, and varied learning
formats. However, there may be room for im-
provement in diversifying training sources and
potentially incorporating more external exper-
tise.

According to the investigation by Truitt
(2011), the perceived job competence of em-
ployees is directly impacted by positive train-
ing outcomes and attitudes, while negative
training attitudes negatively affect their per-
ceived job competence. Additionally, Zaleska
and De Menezes (2007) believed that employee
satisfaction with development practices facili-
tates their relationship with the perceived sig-
nificance of development practices and organi-
zational commitment. With time, self-motiva-
tion and lateral development increase in im-
portance. Moreover, training positively con-
tributed to employee perceptions of develop-
ment, leading to job satisfaction in a public sec-
tor organization (Takrim et al., 2023).

Table 2. Level of Employee Retention in the Manufacturing Firm as Perceived by the Respondents

Item Mean SD Interpretation
1. I will likely stay with the company for the next t.V\.IO years o o 791 Agree
due to ample growth and development opportunities.
2. The tralnlng and developmen_t F)pportunltles offered by 433 786 Agree
the company influenced my decision to stay.
3.1 am loyal to this company because of the professional
growth opportunities it provides, and the feedback scheme  3.59 784 Agree

is fair enough.
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Item Mean SD Interpretation

4. l.kn,ow [ will be recognized if I contribute to the organi- 444 657 Agree
zation’s success.
5.1 can balance my work and personal life. 3.78 745 Agree
§. | W(.)u'ld recommend this company to others because of 444 656 Agree
its training and development initiatives.
7.1am given the resources I need to succeed, and the skills
[ have gained from training make me feel more secure in  3.80 770 Agree
my job.

Overall 3.9988 .50109 Agree

Table 2 presents the employee perceptions
of retention and satisfaction with training and
development initiatives. The overall mean
score of 3.9988 (SD = 0.50) indicates a gener-
ally favorable perception of how training and
development initiatives influence employee re-
tention and job satisfaction in the manufactur-
ing firm. Employees appear to value the devel-
opmental support provided by the organization
and link it to their intent to stay.

On the one hand, the highest-rated items
were: "] know I will be recognized if I contrib-
ute to the organization’s success" (M = 4.44, SD
=0.66) and "l would recommend this company
to others because of its training and develop-
ment initiatives" (M = 4.44, SD = 0.66). These
responses suggest that employees feel
acknowledged for their efforts and take pride
in the organization's developmental programs,
promoting positive word-of-mouth. Another
high-scoring item was "The training and devel-
opment opportunities offered by the company
influenced my decision to stay" (M = 4.33,SD =
0.79), underscoring the direct impact of devel-
opment programs on retention.

On the other hand, slightly lower mean
scores were found in statements such as "l am
loyal to this company because of the profes-
sional growth opportunities it provides, and
the feedback scheme is fair enough" (M = 3.59,
SD = 0.78), and "Due to ample growth and de-
velopment opportunities, [ will likely stay with

the company for the next two years" (M = 3.60,
SD = 0.79). While still moderately positive,
these items may reflect areas where further im-
provements in feedback processes and long-
term career path clarity could enhance reten-
tion.

The consistency in responses is generally
strong, with standard deviations ranging from
0.66 to 0.79, indicating relatively stable em-
ployee perceptions. Thus, the findings suggest
that employees generally associate the compa-
ny's training and development efforts with job
satisfaction, loyalty, and willingness to stay,
highlighting the strategic role of professional
growth opportunities in employee retention.

Prior research indicates that appropriately
designed training programs in manufacturing
may improve employee performance and re-
tention by customizing training according to
the types of jobs (Herjuna et al., 2024). Notably,
a published study claimed that factors related
to effective employee training, future develop-
ment, training, and development, and organiza-
tional support to the training function can be
linked to employee retention and performance
appraisal (Khadka & Khadka, 2024). Further-
more, an investigation by Nasution et al. (2024)
suggests that training and career development
may significantly impact employee retention,
and job satisfaction is a mediator for this rela-
tionship.

Table 3. Level of Organizational Effectiveness in the Manufacturing Firm as Perceived by the Re-

spondents
Item Mean SD Interpretation
1. The decision-making process in the organization is
transparent and fair, which makes the company more ef-  3.72 .868 Agree

fective in delivering quality service.
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Item Mean SD Interpretation
2.The company’s investment in training has improved its 419 849 Agree
operational efficiency.

3. The organization’s goals and objectives align well with 381 847 Agree
my career goals.
4. Company employees are more productive after attend-
ing training sessions, which provide effective collabora-  4.24 .750 Agree
tion and teamwork among departments.
5. The company’s performance has improved due to well- 3.99 788 Agree
trained employees.

Overall 3.9883 .55513 Agree

Descriptive statistics examined employee
perceptions of organizational effectiveness as
influenced by training and development prac-
tices. The overall mean score of 3.99 (SD =0.56)
indicates that employees generally perceive a
positive relationship between the organiza-
tion's training efforts and overall effectiveness.
High mean ratings across several items suggest
that training programs are seen as contributing
not only to individual performance but also to
organizational goals.

The highest-rated statement was: "Employ-
ees in the company are more productive after
attending training sessions, and it provides ef-
fective collaboration and teamwork within the
department” (M = 4.24, SD = 0.75). This sug-
gests that training enhances productivity and
interdepartmental collaboration, which are
critical to organizational cohesion and service
delivery. Additionally, "The company’s invest-
ment in training has improved its operational
efficiency” (M = 4.19, SD = 0.85) and "The com-
pany’s performance has improved due to well-
trained employees" (M = 3.99, SD = 0.79) fur-
ther affirm the belief among employees that
training positively affects the company’s bot-
tom line.

Slightly lower mean ratings were found for:
"The organization’s goals and objectives align

well with my personal career goals" (M = 3.81,
SD =0.85) and "The decision-making process in
the organization is transparent and fair..." (M =
3.72, SD = 0.87). While still favorable, these
suggest potential areas for improvement in
aligning employee career paths with organiza-
tional vision and enhancing the transparency of
internal processes.

The data reflect a strong consensus that ef-
fective training contributes meaningfully to or-
ganizational success, particularly through im-
proved productivity, operational efficiency,
and team collaboration.

Training and development programs have
been shown to positively influence organiza-
tional performance, with empirical data sup-
porting their positive influence (Diwedi &
Nema, 2023). Moreover, research undertaken
by Dewi et al. (2025) suggests that training has
a positive and significant impact on organiza-
tional productivity. In contrast, leadership de-
velopment positively influences productivity
but is insignificant at 95% confidence. An in-
vestigation was carried out by Jha and
Sachdeva (2024), indicating that training and
development contribute positively and signifi-
cantly to both employee and organizational
performance and ultimately increase overall ef-
fectiveness for organizations and individuals.

Table 4. Relationship Between Training and Development and Employee Retention

R-value P-value

Decision on H,

457 0.000

Reject H, Significant

A Spearman’s rho correlation examined the
relationship between training and employee
retention. The results revealed a moderate pos-

itive correlation between training and reten-
tion, rs (360) = .457, p <.001, indicating that
employee retention tends to improve as train-
ing opportunities increase.
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This correlation is statistically significant at
0.01, suggesting a reliable association between
the two variables. These findings highlight the
potential impact of training programs on em-
ployee retention.

According to Kumari (2022), training and
development positively affect employee reten-
tion, and the relationship between training and
retention is strong. Also, a study claimed that
retaining employees long-term post training

and development activities is more advanta-
geous if compensation is increased based on
their ability to transfer skills and capabilities in
training and development (Anis et al., 2011).
Moreover, training and development positively
affect employee retention, and job perfor-
mance has no effect, as does effective commu-
nication, on the relationship between training
and development and employee retention
(Elsafty & Oraby, 2022).

Table 5. Relationship Between Training and Development and Organizational Effectiveness

R-value P-value

Decision on H,

481 0.000

Reject H, Significant

A Spearman’s rho correlation assessed the
relationship between training and perceived
effectiveness. The analysis showed a moderate
positive correlation, rs(360) =.481, p <.001, in-
dicating that higher levels of training are asso-
ciated with greater employee perceived effec-
tiveness.

This correlation is statistically significant at
the 0.01 level, suggesting that the relationship
is unlikely due to chance. The findings imply
that effective training initiatives may enhance
employee performance and efficiency.

A study by Ismael et al. (2021) found that
training and development interventions

measure organizational effectiveness by im-
pacting organizational success and develop-
ment. In another study, Diwedi and Nema
(2023) found that training and development
experiences will enhance organizational per-
formance and development, while effective
training and development interventions opti-
mize an organization for further growth and
success. Furthermore, Dewi et al. (2025) as-
sessed that training programs positively con-
tribute to organizational productivity, as train-
ing impacts competencies, while development
experiences foster leadership and add value to
organizational productivity.

Table 6. Model Summary of Training and Development as a Predictor of Employee Retention

F-value dfl df2 P-value
77.816 1 358 0.000
A simple linear regression examined through aserial mediation chain of job satisfac-

whether training and development signifi-
cantly predict employee retention. The results
indicated that the model was statistically sig-
nificant, F(1, 358) = 77.82, p <.001, suggesting
that training is a meaningful predictor of reten-
tion.

Empirical evidence confirms a statistically
significant positive effect between training and
development programs and employee reten-
tion (Kumari, 2022). Interestingly, Alshehhi et
al. (2021) concluded that training frequency is
the strongest predictor of retention within this
construct. Moreover, an investigation by
Fletcher et al. (2018) found that perceived
training and development affect retention

tion, work engagement, and anxiety about
change. Emotional exhaustion does not have a
significant mediating effect.

Model R R2 Adjusted R?

1 423 178 176

As shown in the model summary, the re-
gression yielded an R? = .178, indicating that
approximately 17.8% of the variance in em-
ployee retention can be explained by training.
The adjusted R* =.176 accounts for the degrees
of freedom and confirms the consistency of the
model.
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B B SE
721 423 082

t-value
8.821

The table shows that the unstandardized
regression coefficient for training was B =
0.721 (SE = 0.082), meaning that for every one-
unit increase in training, employee retention
increases by 0.721 units. The standardized co-
efficient was § = .423, with a t-value of 8.821

and p <.001, indicating that this relationship is
statistically significant.

The findings suggest that higher levels of
training are associated with higher employee
retention. Although the model does not explain
the variation in retention, training is a key fac-
tor influencing employee decisions to stay
within the organization.

Table 7. Model Summary of Training and Development as a Predictor of Organizational Effectiveness

F-value df1

df2 P-value

101.968 1

358 0.000

A simple linear regression was conducted
to determine whether training significantly
predicts organizational effectiveness. The re-
sults showed that the overall model was statis-
tically significant, F (1, 358) =101.97, p <.001,
indicating that training contributes meaning-
fully to explaining employee effectiveness.

According to Ismael et al. (2021), training
and development programs directly relate to
organizational effectiveness, thus making de-
velopment and training vital for an effective or-
ganization. A different study by Oluwaseun
(2020) stresses that training and development
have a statistically significant and positively
correlated relationship with employee perfor-
mance and effectiveness and can facilitate or-
ganizational growth and success. Additionally,
another study asserts that training and devel-
opment positively affect organizational effec-
tiveness in Nigeria's public sector, likely en-
hancing job satisfaction and reducing employee
turnover (Obi-Anike & Ekwe, 2014).

Model R R2 Adjusted R?
1 471 222 220

The regression yielded an R =.471, suggest-
ing a moderate positive relationship between
training and effectiveness. The R? = .222 indi-
cates that training can explain 22.2% of the var-
iance in effectiveness. The adjusted R* = .220
confirms that the model remains consistent
even when accounting for the number of pre-
dictors.

B B SE t-value

.890 471 .088 10.098

The table shows that the unstandardized
regression coefficient for training was B =
0.890 (SE = 0.088), meaning that for every one-
unit increase in training, employee effective-
ness is predicted to increase by 0.890 units. The
standardized beta coefficient was = .471,
which is statistically significant (t = 10.10, p <
.001).

These results suggest that training is a
strong and statistically significant predictor of
employee effectiveness. Although this model
explained 22.2% of the variance, training sub-
stantially enhances employees' performance.

Conclusion

The study empirically substantiates the
positive and significant influence of training
and development (T&D) on employee retention
and organizational effectiveness within a high-
tech manufacturing context. Spearman’s rank
correlation analysis revealed robust positive
associations, while simple linear regression
confirmed the predictive power of T&D in
shaping both employee loyalty and organiza-
tional performance outcomes. These findings
reinforce long-standing theoretical assertions
within human resource development litera-
ture—namely, that strategic investment in hu-
man capital is a fundamental lever for sus-
tained organizational success.

From a practical perspective, the results
provide actionable insights for business lead-
ers, human resource managers, and policymak-
ers. Specifically, Training and development
programs should be institutionalized as core
business strategies, not peripheral activities.
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Companies that treat learning as an ongoing
strategic initiative are better positioned to re-
duce turnover, retain talent, and enhance oper-
ational capability. T&D initiatives must be
aligned with both employee needs and organi-
zational objectives. When employees perceive
training as relevant and empowering, their en-
gagement, productivity, and organizational
commitment increase. Investing in compe-
tency-based training models, which integrate
technical, behavioral, and leadership skills, can
generate substantial returns in the form of in-
creased employee agility, innovation, and goal
alignment. The implementation of data-driven
training evaluation systems can help firms con-
tinuously improve the efficacy of T&D pro-
grams, ensuring that they remain adaptive to
industry trends, workforce expectations, and
technological advancements. By embedding
learning and developmentin the organizational
culture, firms create a virtuous cycle in which
empowered employees contribute to enhanced
performance, which in turn reinforces organi-
zational loyalty and adaptability.

The study was conducted within a single
semiconductor manufacturing firm in Naga
City, Cebu, Philippines. While the organization
represents a relevant and competitive industry,
generalizability to other sectors or geographic
locations may be constrained. Data were col-
lected at a single point in time, limiting the abil-
ity to infer causality. Longitudinal studies are
recommended to establish temporal relation-
ships between training and retention or effec-
tiveness more definitively. The use of a Likert-
scale questionnaire relies on subjective percep-
tions, which may be influenced by social desir-
ability bias or recent events. Although the sur-
vey instrument was validated, triangulating
data with performance metrics or managerial
assessments would strengthen the study’s in-
ternal validity. The study did not account for
potential moderating variables such as organi-
zational culture, leadership style, generational
cohort differences, or economic conditions,
which may influence the strength of the ob-
served relationships.

Replicating the study in other industries
(e.g., services, healthcare, or education) and
across varied cultural or regional contexts
would enhance the external validity of the

results. Future studies should employ longitu-
dinal or time-series designs to better under-
stand the dynamic interplay between T&D ini-
tiatives and employee or organizational out-
comes over time. Exploring mediating factors
such as employee engagement, psychological
empowerment, or organizational culture may
yield deeper insights into how training trans-
lates into retention and performance. Similarly,
examining moderators (e.g., leadership style,
team climate) can illuminate boundary condi-
tions of the training-retention-effectiveness
link. A comparative analysis between compa-
nies with different levels of training investment
(e.g., high-investment vs. low-investment or-
ganizations) may reveal critical thresholds or
best practices for effective talent development.
Supplementing quantitative data with qualita-
tive interviews or focus groups could uncover
richer insights into employees’ lived experi-
ences with training programs and uncover or-
ganizational nuances not captured through
surveys alone.
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