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A. Abstract— 

Employee retention has become one of the 

most significant challenges for organizations 

operating in today's highly competitive and 

dynamic business environment. Increasing 

employee turnover has led organizations to 

focus on strategic human resource 

management practices that not only attract 

talented employees but also encourage them 

to remain with the organization. Among 

these practices, skill development has 

emerged as one of the most effective 

mechanisms for enhancing employee 

commitment, job satisfaction, organizational 

engagement, and long-term retention. Skill 

development encompasses various activities, 

including employee training, professional 

development, career advancement programs, 

leadership development, mentoring, 

coaching, digital learning, and continuous 

learning initiatives. These programs equip 

employees with technical, managerial, 

interpersonal, and digital competencies 

necessary for adapting to organizational 

changes and achieving career growth. 
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B. Objectives of the Review. 

Specific objectives include: 
1. To review contemporary literature on 

skill development and employee 

retention.  

2. To examine the theoretical foundations 

explaining the relationship between skill 

development and retention.  

3. To identify major themes influencing 

employee retention through learning and 

development.  

4. To evaluate empirical evidence across 

different industries and geographical 

contexts.  

5. To identify research gaps and propose 

directions for future research. 
II. REVIEW METHODOLOGY (PRISMA 

APPROACH) 
A. Research Design 

This study adopts a systematic literature 

review (SLR) methodology to critically 

examine and synthesize existing research on 

the role of skill development in employee 

retention. Unlike traditional narrative 

reviews, a systematic literature review 

follows a transparent, rigorous, and 

reproducible process for identifying, 

selecting, evaluating, and synthesizing 

relevant scholarly evidence. The study 

follows the Preferred Reporting Items for 

Systematic Reviews and Meta-Analyses 

(PRISMA 2020) guidelines to ensure 

methodological transparency and minimize 

selection bias. 
B. PRISMA Framework 

The PRISMA framework consists of four 

sequential stages: 

Stage 1: Identification 

A comprehensive search was conducted 

using major academic databases, including: 
 Scopus  

 Web of Science  

 Google Scholar  

 Emerald Insight  

 ScienceDirect  

 SpringerLink  

 Wiley Online Library  

 Taylor & Francis Online  

mentoring, and coaching became integral 

components of organizational development 

strategies. 



Researchers increasingly demonstrated that 

employee development positively influenced 

motivation, commitment, and organizational 

performance. 
C. Knowledge Economy and Continuous Learning 

The transition from industrial economies to 

knowledge-based economies significantly 

increased the importance of employee 

learning. Knowledge-intensive industries 

such as information technology, healthcare, 

finance, and consulting required employees 

to continuously update their skills to remain 

competitive. 

Organizations adopted continuous learning 

models emphasizing lifelong learning, 

professional certifications, and competency 

development. Employees increasingly 

valued organizations that supported their 

professional growth. 

This shift contributed to a stronger 

relationship between skill development and 

employee retention. 
D. Digital Transformation 

Rapid technological advancement 

transformed organizational learning 

practices. Traditional classroom-based 

training gradually evolved into digital 

learning ecosystems incorporating: 
 E-learning platforms  

 Learning Management Systems (LMS)  

 Virtual classrooms  

 Artificial Intelligence (AI)-based 

personalized learning  

 Microlearning  

 Mobile learning  

 Gamification  

 Virtual Reality (VR)  

 Augmented Reality (AR)  

 

E. Post-Pandemic Learning Environment 

The COVID-19 pandemic accelerated 

organizational investment in digital learning 

and remote workforce development. 

Organizations introduced virtual coaching, 

online leadership programs, and digital 

collaboration training to support remote 

employees. 

Skill development expanded beyond 

technical competencies to include: 

 Digital collaboration  

 Remote communication  

 Emotional resilience  

 Adaptability  
F. Current Trends 

 Artificial Intelligence-driven learning  

 Personalized career pathways  

 Skills-based workforce planning  

 Internal talent marketplaces  

 Cross-functional learning  
III. THEORETICAL FRAMEWORK 

The relationship between skill development 

and employee retention is supported by 

several theoretical perspectives. This review 

primarily adopts Human Capital Theory, 

Social Exchange Theory, and the 

Resource-Based View (RBV). 
A. Human Capital Theory 

Human Capital Theory, proposed by Becker 

(1964), argues that investments in employee 

education, training, and skill development 

increase individual productivity and 

organizational performance. 
B. Social Exchange Theory 

Social Exchange Theory, developed by Blau 

(1964), suggests that relationships are based 

on reciprocal exchanges between individuals 

and organizations. 

Within organizations: 
 Employers provide learning 

opportunities.  

 Employees perceive organizational 

support.  

 Employees reciprocate through loyalty 

and commitment.  

 Trust develops over time.  
C. Resource-Based View (RBV) 

The Resource-Based View, proposed by 

Barney (1991), emphasizes that sustainable 

competitive advantage depends upon 

valuable, rare, inimitable, and non-

substitutable resources. 

Employee knowledge, competencies, and 

expertise satisfy these characteristics. 

Organizations that continuously develop 

employee capabilities create strategic 

resources that competitors cannot easily 

replicate. 



D. Integration of Theories 

The three theories collectively explain the 

relationship between skill development and 

employee retention: 

Theory Key Proposition 

Relevance to 

Employee 

Retention 

Human 

Capital 

Theory 

Investment in 

skills increases 

employee value 

and productivity 

Employees stay 

when 

organizations 

invest in their 

growth 

Social 

Exchange 

Theory 

Employees 

reciprocate 

organizational 

support with 

loyalty 

Development 

opportunities 

strengthen 

commitment and 

reduce turnover 

Resource-

Based 

View 

Skilled 

employees create 

sustainable 

competitive 

advantage 

Organizations 

retain talent to 

preserve strategic 

capabilities 

 

IV. EMPLOYEE TRAINING AND ORGANIZATIONAL 

COMMITMENT 

Organizational commitment represents one 

of the strongest predictors of employee 

retention. It refers to the psychological 

attachment employees develop toward their 

organization, influencing their willingness to 

remain despite external employment 

opportunities. Researchers commonly 

distinguish three dimensions of 

organizational commitment: affective 

commitment, continuance commitment, and 

normative commitment (Meyer & Allen, 

1991). 
A. Conceptual Gaps 

One of the major conceptual gaps identified 

in the literature is the absence of an 

integrated framework linking various 

dimensions of skill development to 

employee retention. While many studies 

examine employee training, career 

development, mentoring, or coaching 

independently, relatively few studies 

investigate how these components 

collectively influence retention. 

Most empirical studies conceptualize skill 

development narrowly as formal training 

programmes. Contemporary organizations, 

however, employ multiple developmental 

approaches including: 
 Digital learning platforms 

 Artificial intelligence-based learning 

 Microlearning 

 Coaching 

 Mentoring 

 Job rotation 

These multidimensional learning practices 

have not been adequately integrated within a 

single theoretical framework. 

Another conceptual limitation concerns the 

mediating mechanisms through which skill 

development influences employee retention. 

Although studies acknowledge relationships 

between training and retention, fewer 

examine the mediating roles of: 
 Employee engagement 

 Job satisfaction 

 Organizational commitment 

 Psychological empowerment 

 Perceived organizational support 

 Career satisfaction 

 Psychological contract fulfillment 

Understanding these mediators would 

provide a more comprehensive explanation 

of employee retention processes. 
B.  Methodological Gaps 

The review identifies several 

methodological shortcomings within 

existing research. 
1) Cross-sectional Dominance 

Most studies employ cross-sectional survey 

designs that measure employee perceptions 

at a single point in time. While useful for 

identifying associations, cross-sectional 

studies cannot establish causal relationships 

between skill development and employee 

retention. 

Longitudinal studies examining employee 

development over several years remain 

relatively scarce. 



2) Limited Mixed-Method Research 

Quantitative approaches dominate existing 

literature, with relatively few studies 

employing qualitative or mixed-method 

methodologies. 

Qualitative interviews could provide richer 

insights into: 
 Employee learning experiences 

 Career aspirations 

 Organizational support perceptions 

 Retention decisions 

 Learning motivation 

Mixed-method research would improve 

understanding of both statistical 

relationships and employee experiences. 
3) Small Sample Sizes 

Several studies rely on relatively small 

organizational samples, limiting 

generalizability. 

Future studies should include: 
 Multi-organizational samples 

 Cross-industry comparisons 

 Multi-country investigations 

 Large-scale datasets 

Such designs would strengthen external 

validity. 
C. Contextual Gaps 

Most published studies originate from 

developed economies including: 
 United States 

 United Kingdom 

 Australia 

 Canada 

 Germany 

Comparatively fewer studies examine 

developing economies such as: 
 India 

 Bangladesh 

 Nepal 

 Sri Lanka 

 Pakistan 

 African nations 

Economic conditions, cultural values, 

educational systems, labour market 

structures, and organizational practices 

differ considerably across countries. 

Consequently, findings from developed 

countries cannot always be generalized to 

developing contexts. 

Similarly, sector-specific evidence remains 

uneven. 

The majority of studies focus on: 
 Information Technology 

 Banking 

 Healthcare 

Limited research exists regarding: 
 Manufacturing 

 Small and Medium Enterprises (SMEs) 

 Public Sector Organizations 

 Start-ups 

 Educational Institutions 

 Hospitality Industry 

Future research should investigate whether 

the influence of skill development varies 

across organizational settings. 
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