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  Abstract 
The study examined the relationship between learning opportunity and employee 
retention in some selected banks within Bauchi metropolis. Banks in Nigeria are 
faced with myriad of problems related to learning opportunity and employee re-
tention. For instance, the inability to send employees for further studies/learning 
opportunity to manage and support their carrier successfully will not help in re-
taining valuable employees. In a style of a quantitative research, descrip-
tive-casual survey method was adopted. Data were collected from the administra-
tion of questionnaire and were analyzed using multiple regression analysis. The 
findings show learning opportunity has a negative relationship with employees’ 
retention. This means that the less learning opportunity, the more likely the em-
ployees are willing to stay and retained. This means that when employees are not 
given the opportunity to acquire additional educational knowledge, the less likely 
are the employees retained. As part of the conclusion, the result shows the P-value 
of learning opportunity is greater than the 0.05 level of significance. This implies 
that learning opportunity has no significant effect on employees’ retention. The 
research recommends that a dissatisfied employee cannot work effectively to 
achieve the organizational goals. Therefore, banks should value their employees 
as assets and not liabilities. Again, banks in Nigeria and Bauchi in particular 
should provide learning opportunity for staff to achieve adequate productivity, 
they should also discourage outsourcing in their system. This is because the con-
tract or outsourced staff provides cheap labour which will affect the level of trust 
and trust when undermined could create room for dishonest practices and fraud 
which inevitably leads to bank collapse. 

Keywords 
Employee, Employee Motivation, Employee Retention, Herzberg two-factor theory, 
learning Opportunity 

 

1. Introduction 
Banking sub-sector of the financial sector of any nation can be described as the driving engine of the nation’s 

economy to the extent that if the banking industry fails, the economy fails, and vice versa. Thus, the performance of 
banks goes a long way in determining the intermediation process of the economy (Ojo, 1994 cited in Olalere & 
Adenugba, 2013). This performance can be measured in terms of earnings per share, profitability index, returns on 
equity (ROE), and the rest of it. The relevance of the banks performance in the economic status of a nation provides 
the reason why the Nigerian government has always placed a great emphasis on improving the effectiveness of this 
industry over the years. The integration of the world economies into a global village in the face of ever-increasing 
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ICT coupled with the challenges posed by the depressed economy and the increased competition from other nations’ 
banks necessitated the need for a more productive human resource.  

Due to the dynamic and competitive nature of the banking environment, an innovative human resource develop-
ment practices have to focus on equipping employees with new and diverse skills, and also to ensure flexibility of 
employees so as to be able to respond to the current changes. Human resource development practices need to con-
sciously turn around issues that not only enhance job security but make the employee satisfied on the job with in-
creased job security and satisfaction (Barrows & Wesson, 2000). This derives from the fact that the best asset in an 
organization are the people, and not just people, skilled and competent people who need to be managed effectively to 
ensure job satisfaction and retention. However, the situation in the Nigerian banking sector has potentials for high 
attrition rate due to poor human resource development practices and employee retention: evidence from the Nigerian 
banking industry such as lack of job security and satisfaction occasioned by adjustments in the industry abound. 
There have been many justifiable factors that affect retention, such as company image, learning opportunities, per-
formance recognition and rewards, job security, fair pay, training and development and working conditions (Abra-
ham & Medoff, 1984). The retention policy involves strategies put in place to make employees comfortable at work 
so as to improve their job satisfaction to enable the workforce remains in that organization (Abraham & Medoff, 
1985). Any other practice otherwise would reduce the satisfaction of employees.  

The importance of human resources in an organization can be well perceived in the fact that factors of production 
including land and capital cannot translate themselves into economic outputs unless with the coordinated efforts of 
men. This view is shared by Psacharopoulos and Woodhall (1997) who assert that human resources constitute the 
ultimate basis of the wealth of nations; capital and national resources are passive factors of production but human 
beings are the active agencies who accumulate capital, exploit national resources, build social, economic and political 
organization and carry on national development.  

Human Resource Development is seen as a process of acquiring and increasing the number of persons who have 
the skills, education and experience which are critical for the economic growth of the country (Harbison, 1962). In 
addition, a discourse on human resource development practices in the banking industry is about investing in im-
proving the skills, innovation and technical capability of the workforce with the target of improved productivity and 
employee retention. It can be arguably said that the concept of training and development practices not restricted to 
workers alone but extends to the employers because they too need to sharpen their innate resources for more effi-
ciency and effectiveness in the management of physical and other human resources.  

Today’s economic operations, especially of banks, are knowledge-based, and for a bank to meet the challenge of 
dynamism of business and the ever-growing global interconnectivity of banking operations, great attention should be 
paid to training and development. Meeting the N25billion recapitalization by banks, construction of captivating 
structures, and acquisition of modern physical assets cannot, in themselves, translate to operational success, unless 
with the competences, skills and creativity of the available human resources. This of course is an x-ray of the signi-
ficance of human resource development practices. 

The main ingredients that make up the qualities of human resource development practices as identified by various 
authors and researchers. These include; quality education, training and development, fair pay, good working condi-
tion and good health (Oluwatobi & Ogunrinola, 2011; Odusola, 1998; Barro & Sala-i-Martin, 1995; Becker, 1993; 
Okadara, 1978). Becker’s (1993) perspective for instance, modern economists seem to concur that education and 
health care are the key to improving human resource and ultimately increasing the economic outputs of the nation. 
Atagana (2011), however, widens the scope of human resource development to include investment in education, 
training, health as well as investment in all social services which influence man’s productive capacities, especially 
transport facilities and housing. It is so considered for the fact that efficient management of the earlier mentioned 
resource elements cited in this work will go a long way to enhance economic growth of a country. 

The paper, here, therefore, investigates the effect of learning opportunity on employee retention in banks within 
Bauchi metropolis. In order to achieve these research objectives, the paper exhaustively reviews literatures on 
learning opportunity and employee retention. 

1.1 Statement of Problem 

Banks in Nigeria are faced with myriad of problems related to learning opportunity and employee retention. One of 
the problems include the inability to send employees for further studies/learning opportunity to manage and support 
their carrier successfully will not help in retaining valuable employees (Sherman et al., 1998). 
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This study seeks to examine the effects of learning opportunity and reward on employee retention. 

1.2 Research Question 

The question formulated for these research states whether if learning opportunity has any significance on employee 
retention in Bauchi metropolis Banks? 

1.3 Objective of the Study 
The study is aimed to examine the relation between learning opportunities and employee retention in Bauchi me-

tropolis Banks. 

1.4 Hypothesis 

Ho: Learning opportunity has no significant effect employee retention in Bauchi metropolis Banks. 
H1: Learning opportunity has a significant effecton employee retention in Bauchi metropolis Banks. 

2. Literature Review 
2.1 Conceptual Framework 

2.1.1 Employee Retention 
Employee retention can be defined as the policies and practices organizations use to avoid precious employees 

from quitting their jobs. However, Ben-Bakr, Al-Shammari, Jefri and Prasad (1994) argued that organizations can 
avoid business instability when talented employees are retained. Retention can be seen as the ability to hold onto 
those employees you want to keep, for longer than your competitors (Johnson, 2002, cited in Shaibu, Noor, Tirmizi & 
Bashir, 2009). Again, Denton (2000) puts forward the view about employee retention that employees who are con-
tented and satisfied with their jobs are more devoted towards their job and always put their effort to progress their 
organizational customers’ satisfaction. 

Researchers such as Taplin, Winterton, and Winterton (2005), Amadasu (2003) and Gberebie (2003) have estab-
lished in their studies that, employees will surely stay and work for the flourishing and accomplishment of organi-
zational goals if suitable employee retention strategies are adopted and implemented by organizations. In addition, 
Action and Golden (2003) state that retention of employees is not only important but retention of valued skills is more 
important. According to the researchers, human resource department plays the dynamic role for retention of em-
ployees. Kossivi and Kalgora (2016) attempted to study the various factors for retention from the findings of various 
previous research studies and brought some factors such as opportunity for development, work-life balance, com-
pensation, style of leadership of the management, work environment, autonomy, training and development, social 
support, etc. 

Freyermuth (2007) commented that retention starts with the recruiting of correct individuals and continues with 
practicing program to keep them engaged and committed to the organization. According to him, it is considered as 
multifaceted component of an organization resource policies. 

Baker (2006) said that employee retention is very important as because of the fact that hiring new employees are 
far complicated as well as costlier than to remain with the present employees in the organization. 

However, Olowu and Adamolekum (2005), stated that because of the need for effective and efficient delivery of 
goods and services by organizations in public or private sector, it is becoming more essential to secure and manage 
competent human resource as the most valuable resource of any organization.  

Gberebie (2008) has assured that employee retention implementation strategies are very important. In addition, 
employee retention strategies refer to the strategy and means and a set of decision making behaviour put formulated 
by organizations to retain their competent workforce for performance. 

2.1.2 Learning Opportunity  
Learning opportunity in an organization should be viewed as a very dynamic process that attempts to meet the 

needs of managers, subordinates and organizations. It is the responsibility of managers to encourage employees to 
take responsibility for their own careers, offering continuous assistance in the form of feedback or individual per-
formance and making available information from the company about the organization, learning opportunities, posi-
tions and vacancies that might be of interest to the employees (Zandy et al., 1986). It cannot be denied that in career 
development process, the organization must supply adequate information about its mission, policies, and support for 
self-assessment, training and development. It is important to note that significant career growth can occur when 
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individual contribution combines with organization opportunity. Increase in skills and the opportunity to manage 
their career successfully helps to retain valuable employees (Sherman et al., 1998).  

A study was carried out by Ming Chuang University in Taiwan on R&D personnel to explore the career needs. The 
study proposes the concept of the gap between career development programs and career needs, and its subsequent 
effect on job satisfaction and turnover intention. A set of questionnaires were completed by 367 R&D personnel. The 
results reveal that R&D personnel have very diverse career needs at various stages of their career. Depending on 
which stage of their career they have reached, the larger the gap, the higher the levels of both turnover intentions and 
job dissatisfaction (Tser et al., 2004). In another study conducted by scholars on the nursing industry in the USA, the 
subject was to examine the relationships between work satisfaction from career development, stress, age, cohesion, 
work schedule, and anticipated turnover in an academic medical center.  

Questionnaires were used to get feedback from staff of the 908 Bed University hospital and results revealed that 
job satisfaction derived from an established career development program and putting people in the right job and 
responsibility actually reduce stress because of better cohesion and work schedule management. This in turn has 
significant relation to staff retention and negate turnover intentions (Shader et al., 2001).  

Similarly, a study on Information System Auditors in the US revealed that professional growth related to career 
progression was related to turnover intentions and consequently the companies were advised to have regular career 
advancement opportunities and professional growth for their staff in a bid to retain them (Muliawan, 2009). As 
learning opportunity involves an organized, formalized, planned effort to achieve a balance between an individual’s 
career needs and the organization’s workforce requirements, it is important for an organization commitment in the 
program (Lips & Hall, 2007). To highlight these theories further, a look at another research which was conducted by 
the University of Haifa of Israel on the turnover intentions of welfare workers is necessary. The predictors were 
commitment and job satisfaction. It was verified that welfare organizations serve as an example of the importance of 
job involvement and organizational commitment to promote professional and effective work and such goals are very 
important for employees’ career commitment and job satisfaction. A total of 330 respondents were involved and the 
result revealed that career commitment and job satisfaction have significant effect on reversing turnover intentions 
(Anna, 2008). Furthermore, a study on 442 design engineers, revealed that the existence of career advancement 
within the organization actually lower turnover intentions (Barbara, 2012). Similar study by University of Tech-
nology MARA, Malaysia, on 380 employees from 5-star hotels revealed that besides having good HR practices, other 
predictors such as career advancement program is essential to negate turnover intentions (Helmi, 2006). 

2.2 Theoritical Framework 

2.2.1 Herzberg Two-Factor Theory 
One of the earliest researches in the area of employee retention that affected motivation was Frederick Herzberg 

work (Herzberg, Mausner, & Synderman, 1959). Herzberg and his associates began their initial work on factors 
affecting work motivation in the mid-1950s. Their first effort entitled a “thorough review of existing research” to that 
date on the subject (Herzberg et al., 1959). Based on the review, Herzberg carried out his now famous survey of 200 
accountants and engineers from whom he derived the initial frame work for his theory of motivation. The theory, as 
well as the supporting data was first published in 1959 (Herzberg et al., 1959) and was subsequently amplified and 
developed in a later book (Herzberg, 1966). Based on his survey, Herzberg discovered that employees tended to 
describe satisfying experiences in terms of factors that were intrinsic to the content of the job itself. These factors 
were called “motivators” and concluded such variables as achievement, recognition, the work itself, responsibility, 
advancement and personal growth. Conversely, dissatisfying experiences, called “hygiene” factors, largely resulted 
from extrinsic, non-job-related factors, such as company policies and administration, salary, coworker relations, and 
supervisory styles, job security, personal life, work condition and status (Steers & Porter, 1983). Herzberg argued 
based on these results that eliminating the causes of dissatisfaction (through hygiene factors) would not result in a 
state of satisfaction. Instead, it would result in a neutral state. Satisfaction (and motivation) would occur only as a 
result of the use of motivators (Herzberg, 1966). 

The implications of this theory of employee motivation are clear: motivation can be increased through basic 
changes in the nature of an employee’s job, that is, through job enrichment (Steers & Porter, 1983). Thus, jobs should 
be redesigned to allow for increased challenge and responsibility, opportunities for advancement, and personal 
growth, and recognition.  

According to Herzberg (1966), the “factors leading to job satisfaction are separate and distinct from those, that lead 
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to job dissatisfaction”. Therefore, managers who seek to eliminate factors that create job dissatisfaction can bring 
about peace, but not necessarily motivation. They will be placating their work force rather than motivating them to 
stay for life (Robins, 1993). Kreitner and kinicki (1998) highlight one of Herzberg’s findings, where managers rather 
than giving employees additional tasks of similar difficulty (horizontal loading), “vertically loading” consists of 
giving workers more responsibility. This is where employees take on tasks normally performed by their supervisors. 

In essence, there are more to a manager’s role in motivating employees other than compensation, good working 
conditions, and similar factors. Herzberg argued that for an employee to be truly motivated, the employee’s job has to 
be fully enriched where the employee has the opportunity for achievement and recognition, stimulation, responsi-
bility, and advancement. 

Although, Herzberg’s theory was generally accepted, there are some criticisms that it applies least to people with 
largely unskilled jobs or those whose work are interesting, repetitive, monotonous and limited in scope. He was also 
accused of assuming a correlation between satisfaction and productivity through his research stressed satisfaction and 
ignored productivity. Recent research indicates that employee satisfaction does not necessarily contribute directly to 
productivity. Satisfaction may be viewed as a passive attribute, while more proactive measures such as motivation 
levels are viewed as more closely linked to behavioural changes and performance (Hayday, 2003). 

As many as behavioural scientists agree with Herzberg that employees are well motivated when the motivator 
factors are achieved. Other schools of thought share different opinion. Some behavioural scientists also argue that 
there is more to motivating employees and getting them satisfied than just the motivator factors enumerated Herz-
berg. 

On another interesting note, some behavioural scientists have sought to invalidate Frederick Herzberg’s, motiva-
tion-hygiene claiming it lacks empirical support. One of such scientist is king (2005). In his book; ‘clarification and 
evaluation of the two-factor theory’, which appeared in the psychological bulletin, he sought to explicate and evaluate 
five distinct versions of the two-factor theory of job satisfaction. He concluded that two of these versions are invalid, 
as they are not supported by any empirical studies. 

A criticism leveled against Herzberg’s theory suggesting that Herzberg’s original formulation of the model may 
have been a methodological artifact. It was further explained that, the theory does not consider individual differences, 
conversely predicting all employees will react in an identical manner to changes in motivating-hygiene factors. 
Furthermore, concern was raised, that Herzberg’s theory did not specify how motivation and hygiene factors are to be 
measured (Hackman & Oldman, 1976). 

While some behavioural scientist raised issues with the critical incident technique used by Herzberg in collecting 
data as appropriate, others like Bellot and Tutor (1990) had problems with the type of employees used. According to 
a research study conducted by Tutor in 1986 with Tennessee Career Ladder Program (TCLP), they concluded that not 
all employees are motivated by Herzberg’s ‘motivator needs’ and that, teachers especially were more motivated by 
hygiene needs like money. They criticized Herzberg for using employees from only industrial sector. 

For the purpose of this study, the Herzberg two-factor theory has been applied. The reason being that most of the 
variables used in the work are embedded in Herzbergs’ theory. Therefore, banks should choose any of the factors that 
best suit an employee in other to reduce the rate of employee turnover in the banking industry.  

2.3 Empirical Review 

2.3.1 Learning Opportunity and Employee Retention 
One of the issues facing organizations today is to retain their employees (Allen, 2008). And Learning opportunity 

is one of the main human resource characteristics that provide the opportunity for employees to continuously be a part 
in the diverse activities in the organization that develops employees (SHRM, 2012). Learning opportunity activities 
includes succession planning (Cedefop, 2008), talent management (SHRM, 2012), leadership development (Day, 
2007), structured career management and self-assessment (Right Management, 2009). The outcome of succession 
planning was development for further growth, work shadowing, job rotation within the organization and promotion 
leading to employee retention (Cedefop, 2008). Similarly structured career management improves the employee’s 
organizational commitment and behaviour (Right Management, 2009) resulting further employee retention. Also 
self-assessment helps to establish commitment to perform better in the organization and enriches the skills of func-
tioning in the work place (Right Management, 2009). 

3. Methodology 
The research examines the impact of learning opportunity on employee retention in some selected banks in Bauchi. 
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The research designs used for this study is the survey method (Descriptive-Casual survey method). Questionnaire 
was used in collecting data from the banks while the top and middle level staff of the banks formed the population of 
the study. The primary data is basically from the administration of questionnaire. This is conducted with the focus 
population of the research work, that is, the top and middle level staff in Banks within Bauchi metropolis. 

In order to examine the impact of job security on Employee Retention in some selected banks within Bauchi me-
tropolis, the following Logit model (Simple regression model) stated below was used to test the hypothesis: 

ERi = β0 + β1LOi +Ui 

where 
ER = Employee retention  
LO = Learning Opportunity 
U= error term 

4. Analysis and Results 
Table 1. Reliability Test Result 

S/N Questionnaire Cronbach Alpha Reliability Result Number of Items Remark 

 Questionnaire Instrument 0.770 5 Very Reliable 

Source: SPSS 22.0 Output 

Table 1 shows the result of the reliability test of the research instrument. The result shows that the instrument is 
very reliable. 

4.1 Descriptive Statistics 
Table 2. Learning opportunity and employee retention 

S/N Variable Scale (x) Frequency (f) % 

a. 

Learning opportunities retain employees    

Strongly Disagree 1 9 4.6 

Disagree 2 11 5.6 

Undecided 3 48 24.4 

Agree 4 88 44.7 

Strongly Agree 5 40 20.3 

Total  196 100 

b. 

Academic opportunities makes employees uninterested in their jobs    

Strongly Disagree 1 3 1.5 

Disagree 2 14 7.1 

Undecided 3 43 21.8 

Agree 4 102 51.8 

Strongly Agree 5 33 16.8 

Total  195 100 

Sources: Survey Data (2020) 

The frequency result in Table 2 seeks to find out the extent learning opportunity influences employees’ retention. It 
shows that majority of the respondents agree (88 or 44.7%) and agree that academic opportunities make employees 
uninterested in their jobs with frequency of (102 or 51.8%). This shows that learning opportunities influence em-
ployees’ retention.  
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4.2 Model Summary  
Table 3. Model Summary 

Model R R Square Adjusted R Square Std. Error of the Estimate Durbin-Watson 

1 0.265a 0.070 0.039 0.51991 1.976 

Table 3 shows the value of the correlation coefficient and the R-squared. The correlation value shows the effect of 
the relationship between the dependent and independent variables. The value of the R, 0.265 which is 26.5% shows 
that there is weak relationship between the dependent and independent variables. The value of the coefficient of 
determination R2, 0.070, which is 7% indicated that the fair pay contributes to employee retention is only 7%. Since 
the value of Durbin-Watson is approximately 2, the result indicated that there is no autocorrelation. 

Table 4. ANOVA 

Model Sum of Squares Df Mean Square F Sig. 

1 

Regression 3.748 7 0.535 2.044 0.052b 

Residual 49.516 189 0.262   

Total 53.264 196    

Table 4 shows the result of the F-test with a value of 2.044 and p-value of 0.052. This shows that there is a strong 
linear dependency existing among the variables, since the P-value is less than 0.10. It indicates that the regression 
model is a good fit for determining the effects of job security on employees’ retention among banks in Bauchi Me-
tropolis.  

4.3 Regression Result 
Table 5. Regression result 

Model 
Unstandardized Coefficients Standardized Coefficients 

T Sig. 
Collinearity Statistics 

B Std. Error Beta Tolerance VIF 

1 
(Constant) 2.301 0.418  5.510 0.000   

LO -0.002 0.086 -0.003 -0.026 0.979 0.549 1.820 

a. Dependent Variable: ER 

Learning opportunity (LO) with coefficient value of (β = -0.002), has a negative relationship with employees’ 
retention. This means that the less the learning opportunity, the more likely the employees’ are willing to stay and 
retained. This means that when employees are not given the opportunity to acquire additional educational knowledge, 
the less likely are the employees retained. The P-value of the learning opportunity is greater than the 0.05 level of 
significance. This implies that learning opportunity has no significant effect on employees’ retention.   

4.4 Test of Hypothesis 

Ho: Learning opportunity has no significant impact on employee retention in Bauchi metropolis Banks. 
H1: Learning opportunity has a significant impact on employee retention in Bauchi metropolis Banks. 
Decision Rule: Reject Ho if P<0.05 
    Accept Ho if P>0.05 
The decision rule is that if the p-value is less than the level of significance of 0.05, the null hypothesis will be re-

jected while the alternate hypothesis is accepted. But if the p-value is greater than the level of 0.05, accept the null 
hypothesis and reject the alternate. 

Given that the P-value of the job security is (0.979) is greater than the 0.05 level of significance. Therefore, accept 
the null hypothesis and reject the alternate concluding that learning opportunity has no significant impact on em-
ployee retention in Bauchi metropolis Banks. 

5. Discussion of Findings  
From the result seen, the P-value of learning opportunity is greater than the 0.05 level of significance. This implies 

that learning opportunity has no significant effect on employees’ retention. This is not in line with the findings of 
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Sherman et al. (1998) who stated that significant career growth can occur when individual contribution is combined 
with organization opportunity. Increase in skills and the opportunity to manage their career successfully helps to 
retained valued employees.  

5.1 Conclusion 

The study concluded that learning opportunity has a negative percentage of -3% which signifies that it has no any 
impact on employee retention. The following recommendations are made based on the finding of this study.  

5.2 Recommendations  

The following recommendations are made based on the findings of this study: 
The importance of learning opportunity in an organization cannot be over emphasized. This is because employees 

are the engine of the system (organization) that keeps it running. 
1) The result shows that learning opportunity is insignificant to employee retention. Therefore, banks in Nigeria 

and Bauchi in particular should provide learning opportunity for staff to achieve adequate productivity. 
2) Successful banking operation is predicated on employees that are motivated, energetic and focused. A dis-

satisfied employee cannot work effectively to achieve the organizational goals. Therefore, banks should value 
their employees as assets and not liabilities. They should embark on paying valued salaries and provide good 
training facilities for effective performance. 

3) The study recommended that; banks should discourage outsourcing in their system. The use of contract and 
outsourcing staff for the purpose of building a strong trust mechanism. The contract or outsourced staff pro-
vides cheap labour. Cheap labour could affect the level of trust and trust when undermined could create room 
for dishonest practices and fraud which inevitably leads to bank collapse. 
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Appendix A1: Questionnaire 
School of Postgraduate Studies. 
Department of Business Administration 
Faculty of Management Sciences, 
University of Jos,  
P.M.B 2084,  
Jos, 
Plateau State. 
Dear Respondent, 
I am an MSc student conducting a study on the impact of Human Resource Development on Employee Retention 

in some selected banks in Bauchi. In order to accomplish this study, I am seeking your co-operation to respond to 
the following questions. Information provided will be treated with utmost confidentiality. There is no right or 
wrong answers. 

Thank you for making this study a success. 

Section A 
Background Information (Please Fill In/Select What Applies To You) 

A1. Name of Organization _________________________________________ 
A2. Department/Section ___________________________________________ 
A3. Rank ______________________________________________________ 
A4. Educational Qualification ______________________________________ 
A5. Age 

(1) 16 - 25Years   (2) 26 - 35Years   (3) 36 - 45Years   (4) > 45 years  
 

A6. Gender: (1) Male   (2) Female  
 

A7. Marital Status: (1) Single   (2) Married   (3) Widowed   (4) Divorced  
 

Section B: Learning Opportunity 
Here are some indicators of learning opportunity. Kindly tick your opinion as it applies to where you work. 

Statement Strongly 
disagree Disagree Undecided Agree Strongly 

agree 

LO1 If learning opportunities are given to employ-
ees, they will, likely, be retained. 1 2 3 4 5 

LO2 
Employees eventually lose interest in a compa-
ny when there is no opportunity for academic or 

learning development. 
1 2 3 4 5 

LO3 Learning opportunity increases productivity and 
guarantees retention. 1 2 3 4 5 

LO4 
Company do not give learning opportunity to 
employees for fear that employees may desire 

to resign after obtaining much know-how. 
1 2 3 4 5 

LO5 Study-without-pay policy promotes employee 
retention. 1 2 3 4 5 
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Section C: Employee Retention 
Here are some indicators of employee retention. Kindly tick your opinion as it applies to where you work. 

Statement Strongly 
disagree Disagree Undecided Agree Strongly 

agree 

ET1 I am still working for this organization because I don’t 
have option to turn to for now. 1 2 3 4 5 

ET2 I feel there is better opportunity for me to move to a 
better Banking job. 1 2 3 4 5 

ET3 Moving to another banking job will give me more 
benefit. 1 2 3 4 5 

ET4 The rate of employee retention in my organization is 
higher than others. 1 2 3 4 5 

ET5 My organization is not bothered with the rate at which 
the Bankers quit. 1 2 3 4 5 

 


