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Abstract:  

High-quality human resource management increases workplace loyalty and boosts productivity in the 

public sector to unprecedented levels and encourage employees to keep retaining to the organization. 

Oman like other countries faces issues in retaining employees.  This paper aims to develop a conceptual 

framework of the determinants of employee retention specific context of Oman. The methodology used 

for this paper is based on the comprehensive review of the current body of literature on determinants of 

employees retention in Oman context. The comprehensive literature analysis revealed that human resource 

practices such as career development, recruitment and selection, and performance appraisal systems are 

the primary factors that significantly determine employee retention in Oman's public sector. Moreover, 

based on the thorough literature review it was found the social exchange theory and resource based view 

the most theory  used to discuss this issue. Further exploration of employee retention is needed to better 

comprehend this concept in other sectors such as tourism, banking and manufacturing industry in Oman. 

This paper proposes a basis for developing conceptual framework of determinants of employee retention 

in public sector in Oman context. This paper helps the public sector to become familiar with the 

determinants that could enhance employee retention in Oman context. 
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1.0 Introduction  

Organizations face external pressure due to fierce competition in the marketplace and internal desire to 

meet customer demand. Hence, they constantly seek new strategies and mechanisms to optimize resources 

and achieve sustainability across all sectors (Aleem, 2020). Human resources are vital, and improving 

them can play a crucial role in retaining employees and improving company performance to stand out in 

the competition (Aleem, 2020). To retain employees, it is necessary to improve the quality of human assets 

by enhancing staff skills, knowledge, and career development opportunities. In addition, recruitment and 

selection processes and appraisal systems should be improved . 

1.1 Background of the study 

Retaining experienced employees in the long term is crucial for any organization. This is achieved by 

designing a workplace environment that focuses on employee retention. Retaining good employees is a 

big challenge organizations face, as it helps lower turnover costs and increase the likelihood of success 

(Osman & Noordin, 2015). Employee retention refers to retaining or motivating people to remain with an 

organization for the most extended possible duration (Kossivi et al., 2016). Providing employee career 

development opportunities is a human resource technique that can keep people in their firm (Al-sharafi & 
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Mat Hassan, 2018). Employee turnover may result from a lack of professional growth opportunities. 

Organizations implementing career development programs exhibit high dedication and devotion toward 

their employees.  In addition, as per a study by Al Shamsi ( 2018), employees may face hindrances in their 

career advancement due to uncooperative colleagues and incompetent managers who withhold 

information or are uncommunicative. This may increase staff turnover, impacting an organization's 

financial performance. The cost of hiring new staff includes lost productivity, boarding and training, 

administrative and advertising charges, and more, as pointed out by Al Rashdi (2020). 

According to Al-sharafi and Mat Hassan (2018), hiring and selection practices are crucial to an 

organization's survival. The organization needs to hire competent employees to help it compete and thrive. 

If an organization loses such employees, the cost of replacing them and hiring new ones and the intangible 

costs of lower morale and performance from other employees will burden the company (Renee Barnett, 

2007).  Agwu,(2019) claims that the battle for employee retention starts at the hiring stage, when 

businesses choose candidates whose skills and interests align with the demands of the business, whether 

those needs are immediate or long-term. Hiring decisions should be based on the organization's needs and 

future objectives, taking employee retention into consideration (Naim, 2023). Hiring candidates who are 

compatible that is, who fit with the company and the employee is essential to attracting and keeping talent. 

The author also emphasized the need of placing the right people in the proper places in order to enable 

businesses to improve retention rates. Alsabbah (2013), recruiting recruitment and selection is how a 

company locates qualified candidates to fill open positions.   

Previous research on employee retention has focused mainly on private-sector organizations (Mule, 2020). 

These studies have included various industries, such as hospitality and tourism (Gupta, 2019), nursing 

(Zadjali, 2021), banking (Gulzar, 2017), and manufacturing (Mule, 2020). However, limited studies have 

explored this issue in public sector organizations. Several scholars, including Al-Sawafi (2012), have 

found that the high turnover rate in Middle Eastern organizations is due to their bureaucratic and 

centralized structure. Upper management has complete control over decision-making, negatively affecting 

human resources and work progress. This administrative approach impacts various areas, such as planning, 

hiring, and training. According to Al-Sawafi (2012), top management tends to limit their roles and 

responsibilities instead of fostering a sense of responsibility and accountability among employees by 

encouraging them to work in teams and strive for excellence. Consequently, the staff is often ill-equipped 

to deal with any unexpected challenges. Additionally, research by Ayub,(2021) and Aleem (2020) has 

found that uncertainty due to job loss, as well as the desire for recognition, advancement, and motivation, 

may hinder an employee's ability to progress in their role and acquire new skills and experiences. In 

addition, as per a study by Al Shamsi ( 2018), employees may face hindrances in their career advancement 

due to uncooperative colleagues and incompetent managers who withhold information or are 

uncommunicative. This may increase staff turnover, impacting an organization's financial performance. 

The cost of hiring new staff includes lost productivity, boarding and training, administrative and 

advertising charges, and more, as pointed out by Al Rashdi (2020). 

During an annual performance appraisal meeting, managers use a more constrained approach known as 

the performance appraisal system to rate their subordinates' performance. Caruth, (2008) suggested that 

performance evaluation is effective for anticipating staff members' actions to fulfill their corporate goals. 

Research has shown that the relationship between employee performance reviews and staff retention in 

public sector ministries is affected by several factors. Studies conducted by AL Habsi,(2020), Al 

sawafi,(2012) and Zadjali (2021) indicate that an unclear, inaccurate, and unfair appraisal system can lead 
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to reduced productivity. Retaining top performers and improving the performance of underperforming 

employees can be challenging for HR managers. Imran (2019) stated that performance reviews can 

effectively help the organization achieve its objectives. A robust appraisal system can provide valuable 

feedback to employees, helping them develop their talents. Imran (2019) also found that the performance 

appraisal system could enhance workers' commitment and output. In a study of the manufacturing industry 

in Nigeria, Imran (2019) found a significant relationship between performance evaluation and 

organizational commitment. The study also demonstrated that consistent and impartial performance 

evaluations could increase workers' commitment to their work and the company. It was believed that 

public institutions were losing skilled and educated employees. Before focusing on public employee 

personnel, it is essential to understand why individuals quit their jobs. During the assessment of interviews 

with public employees, three themes emerged: reward, working environment, and development and 

advancement Imran (2019). 

Research has shown that the relationship between employee performance reviews and staff retention in 

public sector ministries is affected by several factors. Studies conducted by AL Habsi,(2020), Al 

sawafi,(2012) and Zadjali (2021) indicate that an unclear, inaccurate, and unfair appraisal system can lead 

to reduced productivity. Retaining top performers and improving the performance of underperforming 

employees can be challenging for HR managers. Imran (2019) stated that performance reviews can 

effectively help the organization achieve its objectives. A robust appraisal system can provide valuable 

feedback to employees, helping them develop their talents. Imran (2019) also found that the performance 

appraisal system could enhance workers' commitment and output. In a study of the manufacturing industry 

in Nigeria, Imran (2019) found a significant relationship between performance evaluation and 

organizational commitment. The study also demonstrated that consistent and impartial performance 

evaluations could increase workers' commitment to their work and the company. It was believed that 

public institutions were losing skilled and educated employees. Before focusing on public employee 

personnel, it is essential to understand why individuals quit their jobs. During the assessment of interviews 

with public employees, three themes emerged: reward, working environment, and development and 

advancement Imran (2019).  

Employees are expected to perform their duties according to the company's requirements and standards 

while also being given opportunities to grow. According to Younas and Bari (2020), competency 

development involves organizational activities that enhance employee learning and skills. Companies 

identify areas where employees need to improve and implement various development strategies to enhance 

their knowledge and expertise and motivate them to stay with the company. Younas and Bari (2020) 

suggest that each business must assess the interests and qualifications of each employee before 

implementing different strategies to improve them. Task distribution is based on tenure and hierarchical 

level rather than competency (Tinder,2008). The issue of employee retention is linked to their competency, 

which needs to be examined as a gap in the literature to address the present issue. Younas and Bari (2020) 

argued that employee competency is not given much importance in the public sector and that there is a 

lack of research examining the relationship between employee competency and employee retention in 

Oman's public sector. 

Tinder, (2008). claims that the battle for employee retention starts at the hiring stage, when businesses 

choose candidates whose skills and interests align with the demands of the business, whether those needs 

are immediate or long-term. Hiring decisions should be based on the organization's needs and future 

objectives, taking employee retention into consideration (Naim, 2023). Hiring candidates who are 
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compatible that is, who fit with the company and the employee is essential to attracting and keeping talent. 

The author also emphasized the need of placing the right people in the proper places in order to enable 

businesses to improve retention rates. According to (Alsabbah ,2013), recruitment and selection is how a 

company locates qualified candidates to fill open positions.  According to the research problem discussed 

in the latter paragraph, it is crucial to investigate the determinants of three independent factors and 

employee competencies on employee retention. All these human resource practices have a significant 

impact on staying in an organization. Based on previous studies, it could be seen that few studies discuss 

employee retention as a crucial issue faced by the public sector in Oman. This study investigates the impact 

of HRM practices, denoted by career development, recruitment and selection, and performance appraisal 

systems, on employee retention with the mediating effect of employee competency to fill that gap. 

Task distribution is based on tenure and hierarchical level rather than competency (Tinder,2008). The 

issue of employee retention is linked to their competency, which needs to be examined as a gap in the 

literature to address the present issue. Younas and Bari (2020) argued that employee competency is not 

given much importance in the public sector and that there is a lack of research examining the relationship 

between employee competency and employee retention in Oman's public sector. According to this 

research problem, it is crucial to investigate the impact of three independent factors on how human 

resources policies affect employee retention. All these human practices have a significant impact on 

staying in an organization. Based on previous studies, it could be seen that few studies discuss employee 

retention as a crucial issue faced by the public sector in Oman. This study investigates the impact of human 

resources management practices, denoted by career development, recruitment and selection, and 

performance appraisal systems, on employee retention with the mediating effect of employee competency 

to fill that gap. 

1.2 Problem Statement 

The employee retention rate in Oman's public sector is very high. Data indicates that the number of 

workers in the public sector has been increasing annually. For example, in 2012, 194,326 people worked 

in the public sector. In 2013, this number increased to 211,129. Similarly, the number of employees 

continued to rise steadily in 2014, with 225,833 individuals, and in 2015, 229,467 people (NCSI, 2022). 

Additionally, workers increased by 2,373,636 in 2019 and 393,189 in 2020 (NCSI, 2022). Therefore, 

conducting a retention research study in this setting is crucial to identify the factors that motivate 

employees to stay in this industry. 

According to the National Centre Statistics Information (NCSI) 2021 report, 29,261 employees, 

comprising 15,843 men and 13,418 women, resigned from their jobs in the public sector in Oman in the 

year 2021. This figure represents approximately 8.33 percent of all workers who left their jobs and that 

represent the operational level. While reasons for resignation vary, based on (alroya.om, 2018) insist that 

there are many reasons behind the resignations which are unfair performance appraisal system, 

marginalisation and injustice from the direct supervisor which affects the career ladder and the 

development of the individual’s skills, using the personal interests rather than competencies. In addition, 

based on annual report 2023 of ministry of health indicated the ministry record the highest number of   

resignation about 55.3% (MOH,2023).  The reasons behind these resignations that they get another 

position that fit their qualification and competencies in other entity and the performance appraisal is unfair.                                                                                                     

Swailes and Al Fahdi (2011) argue that one of the primary reasons for national staff turnover is personnel 

transfers to positions within or outside the Civil Service. Although retirement benefits are eligible for 

those who have worked for at least twenty years, it is unclear how many retirees transition to the private 
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sector (Swailes & Al Fahdi, 2011). Most of those who have left their jobs in the civil service were in Grade 

6, equivalent to a monthly salary of approximately RO 500. According to official data, middle-level posts 

experience relatively low turnover (Swailes & Al Fahdi, 2011). Previous research has identified numerous 

factors that affect an employee's decision to stay with a company, such as human resource management 

techniques, including career development (Arifin, 2020), recruitment and selection (Bahrain, 2018), and 

performance evaluation (Gulzar, 2017). The impact of these factors on staff retention has been supported 

by earlier research. However, their impact on retention has been examined independently in different 

settings. This study will simultaneously examine the effects of the determinants on retention in a single 

research context. 

 

2.0 Literature review 

2.1 Human Resource Management Practices 

2.1.1 Career Development 

Kamalaveni, (2013) refers to a career development program as a structured framework for combining 

various activities related to employee organizational career management and individual career planning 

(Anderson, 2001). The primary objective of developing and planning a career management program is to 

provide employees with opportunities to grow within the organization, expand their perspectives, enhance 

their skills, and make the most use of them to benefit the company in the long run (Renee Barnett, 2007). 

The career program aims to strike a balance between an individual's needs and the aspirations of 

companies. The program entails various activities and workshops that promote communication at all levels 

of the organization. This helps everyone to understand each other's needs, talents, and competencies, as 

several researchers have pointed out (Arifine, 2020; Bibi, 2018). Employees can use the program to better 

understand their goals and aspirations, assess their abilities and competencies, and set realistic targets. 

2.1.2 Performance Appraisal System 

During a performance review, an employee's personality and performance are systematically evaluated by 

their managers or direct supervisors, using predetermined standards encompassing factors such as skill 

level, task knowledge, technical proficiency, attitude, and timeliness (Munier,2011). This evaluation 

process, also known as the performance appraisal system, helps individuals assess their performance in 

fulfilling their professional responsibilities and supports their career advancement goals (Imran, 2019). 

The system evaluates each employee's overall value to the business based on their productivity, internal 

qualities, and potential for promotion to a more senior role (Pujotomo, 2019). 

2.1.3 Recruitment and Selection 

According to Alsabbah (2013), recruiting and selection is how a company locates qualified candidates to 

fill open positions.  The activities of the company that influence the types or quantity of applicants for a 

position and decide whether a job offer will be accepted are included in the recruitment and selection of 

personnel, according to numerous researchers (Naim, 2023; Abdalla Hamza, 2021; Miheso, 2019).  The 

author emphasizes the crucial significance of these positions by viewing them as business initiatives and 

actions taken to find and recruit individuals who can help the company achieve its primary objectives. 

According to (Naim, 2023) Mohammad (2016), Caballero (2010), and Khandelwal (2019), hiring and 

selecting employees in an organization necessitates the use of many approaches or tactics to pick 

candidates who align with the company's values and culture. 

Attracting individuals to a talent pool is the primary goal of talent management strategies. The talent pool  
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includes a group of exceptional future hires and the beginning point for future senior executives. Having 

the appropriate person or individuals for a role at the right place at the right time is critical to a company's 

capacity to grow internationally (Caballero, 2010). According to Khandelwal (2019), a company's 

capacity to hire, choose, and place employees with a variety of desired attitudes, core competencies, 

knowledge, experiences, and abilities is a major factor in that capacity's ability to expand, endure, and 

evolve. 

 

2.2 Employee Competency 

Competency refers to a fundamental trait of an individual that is causally linked to improved performance 

in a particular role or situation (Trinder, 2008). According to Sabuhari (2020), competencies include a 

person's knowledge, abilities, motivations, personalities, behaviors, and elements of their social position 

or self-image or attitudes that can support them in successfully carrying out a task (Alsabbah, 2013). 

Furthermore, some individuals possess various abilities that enable them to carry out diverse jobs or 

display desired behavior more successfully than others. Furthermore, as stated by (Agwu, 2019), 

competencies are skills and knowledge that characterize effective performance in a particular setting.  

According to (Gul R. &., 2022), competence is the ability to apply knowledge and skills to produce a 

desired result. 

Competence is a term that refers to an individual's character, quality, ability, capacity, and capability, as 

well as the behavioral requirements for work performance and organizational outcomes (Redmond, 2013). 

It encompasses skills, attributes, and qualities that are necessary for job performance and achieving 

organizational goals. Some scholars suggest evaluating employees' competency for hiring or selection 

based on the competency of recent hires (Sabuhari, 2020). The competencies of a candidate are considered 

during the hiring and selection process. Nonetheless, many studies assessed competencies by measuring 

abilities within the work performance process about one or two elements of the hiring and selecting 

processes. 

 

2.3 Employee Retention 

According to Iqbal (2015), companies can reduce turnover by retaining talented and productive staff by 

fostering a positive work environment that encourages engagement, showing gratitude to staff, providing 

competitive compensation and benefits, and encouraging a healthy work-life balance. According to Anitha 

(2016), to keep employees, businesses use HR technology for hiring, onboarding, motivating, and 

rewarding workers. They also use it to give employees more flexibility and innovative benefits like 

financial and physical wellness plans. 

Employee retention is essential to team development and cohesion in the workplace because it fosters a 

sense of trust and reliability among coworkers (Anitha, 2016). According to Kyndt (2009), one of the 

largest losses experienced by a business when outstanding employees depart is a reduction in production 

and a loss of competitive advantage. High employee turnover rates can hinder a company's ability to 

achieve its goals because they cause disruptions in continuity, the loss of institutional knowledge, and high 

training and hiring costs (Mohammad, 2016). Furthermore, losing employees can lower morale and tempt 

others to leave the organization. 

According to (Frimayasa, 2021) employee retention is the tactic employed to convince employees to stay 

with the company until the project is completed or for as long as feasible. Additionally, (Frimayasa, 2021) 

describes an organization's ability to retain employees with the potential to continue with it. Maintaining 
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a high staff retention rate will improve the business's efficacy and performance since low turnover is a 

benefit of high retention. Preventing competent workers from leaving the company is the main objective 

of retention since their departure could have a detrimental impact on the business's productivity 

(Frimayasa, 2021). One of the most important strategies is concentrating on employee engagement and 

experience to retain valuable personnel and maintain a healthy employer-employee connection. One of 

the most crucial methods is to focus on employee engagement and experience to keep valued employees 

and retain a solid employer-employee relationship. Kyndt (2009) confirmed that longer-term employees 

have institutional knowledge they can depend on and are familiar with the firm's procedures. 

 

2.4 Human Resource Management Practices and Employee Retention 

2.4.1 Career Development and Employee Retention 

One way to encourage employee retention and productivity is through career development (Arifine, 2020). 

It involves an employee's abilities being evaluated by the company and a recommendation for potential 

career advancement made to them through training. Organizations can improve operations and increase 

their employees' chances of deployment by endorsing them for specific career development programs 

(Bai,2016). Career growth is crucial for employees and organizations as well. Numerous earlier studies 

by Bahrain (2018), Bibi (2018), and Davis (2015) have emphasized the importance of career growth to an 

organization's long-term survival. It establishes the framework for prospects' professional advancement 

with open positions within the company. Thus, it is exemplified by assigning workers to roles that 

capitalize on their areas of expertise (Magnusson & Silfverberg, 2013). There are many dimensions of 

career development. Some of them are on-the-job, equitable opportunities for career progressions 

(Alwahshi,2016), Opportunities to grow, mentoring and sponsoring, and work performance (Frimayasa, 

2021).  

According to (Magnusson & Silfverberg, 2013) stated that human resources should to address the career 

planning to their development plan to meet organizational staffing needs in the future to achieve the 

organizational performance. Career development includes the success planning development, structure of 

talent management structure, the development of leadership program, career management, development 

structure and self-evaluation Frimayasa, 2021).  Moreover, in the context of career development of 

employees it needs to engage the employees in training course and technical and non-technical training 

(Neureiter & Traut-Mattausch, 2016). In turn, employee will keep retaining in their organization. 

According to (Awolusi & Jayakody, 2022)  the career development has a crucial impact on employee 

retention in Qatar aviation. The study found that the career development practices impact about 35.3% to 

employees’ retention in their organization. Moreover, he insisted that career development practices within 

the organization would keep an employee to work with the organization for a longer period and improve 

the organization process effectively. 

Mule, (2020) study was to assess how career development programs affected staff retention in the Qatar 

aviation industry. Through a series of questions, the study specifically targeted 30 employees. The results 

of this study have revealed a statistically significant relationship between career promotion methods and 

employee retention in the Qatar aviation industry. 

Career development enhance the human resource to be more efficient with and between departments and 

decisions   (Mbugua, 2015). Hence, all employees can participate in making decisions. Moreover, 

enhanced the atmosphere of creativity and provide personal needs will push them to be more satisfied and 

committed to their job. Thus, all procedures enhance the productivity and encourage them to stay longer  
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in their organization (Mbugua, 2015). 

2.4.2 Performance Appraisal System and Employee Retention 

Performance appraisal is a process which involves manager assessment for their subordinate an annual 

performance appraisal meeting. (Thu, 2017). The role of the  performance  appraisal  is consider  as a tool  

for looking  to what  should  be done  by employees to  meet the organizational  objectives  and to meet 

new challenges. In addition, annual performance appraisal enable management to monitor if the 

organization standard, expectations, objectives and delegation of responsibility are achieved. Moreover, 

staff performance appraisal system enable the management to establish individual training needs. 

Moreover, the performance appraisal system help employees to discover their strength and weakness and 

help them in making their decision about their career. 

According to (Aleem & Bowra, 2020) insisted the any organization can build the trust with build an 

effective performance appraisal system and can increase the performance of organization. In addition, the 

performance appraisal, which do not meet the organizational objectives, the employee performance, will 

also decrease. Generally, the unhappy and unsatisfied employees will not stay longer period in 

organization. On the other hand, happy employees and satisfied they stay with their work with high 

productivity and will not leave their work. 

Performance appraisal system plays a vital role in enhancing employee retention because it identifies 

employee weakness, strength and future skills that required for future growth. Moreover, performance 

appraisal meets the objectives and targets of organization. In addition, feel satisfy when see the appraisal 

system is implemented and fair and that encourage them to keep retaining in their organization. 

Aleem, (2015) showed that performance assessment systems play a crucial role in increasing employee 

retention and commitment, because it helps to uncover an employee's faults, strengths, and future skills 

needed for employee growth and performance. It is regarded as a door to boost employee career and 

advancement inside the company. According to (Lavy, 2014) asserted that performance evaluation helps 

a company achieve its goals and objectives. Because they believe it would help them perform better, the 

staff has higher expectations from the performance appraisal system (Habsi et al., 2021) 

According to (Lavy, 2014) performance evaluation is one of the key strategies for inspiring employees by 

giving everyone in the company equal possibilities for professional advancement. Additionally, it makes 

training exercises to raise worker performance easier. As a result, a solid and efficient performance 

appraisal system will motivate and draw employees to stay with the existing company for an extended 

period of time 

2.4.2 Recruitment and Selection with Employee Retention 

Agwu, Nwoke,( 2019) insisted  that  to keep employee retaining  to the organization, it has  to begin with 

stage of hiring , selecting  right employees who are talented  and  have interests  that company need it. 

Moreover, recruitments need to be made according to what fitting to the organization   and its future goals 

in view the retention of workers. Moreover, recruiting the right position in the right place at the right time 

it will empower organization and enhance the retention. 

If recruitment and selection processes are effective, HR departments may even see an increase in employee 

retention rates since the proper person for the job can lower turnover rates and boost morale by promoting 

from within when necessary. The recruiting and selection process involves numerous processes, but they 

are essential to guaranteeing that the best applicant is recruited for the post (Mbugua, 2015) 

Mbugua, (2015) confirmed the effectiveness of a retention strategy is predetermined by the employment 

process, which includes employment processes (recruitment, selection, and placement). Employee 
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retention must be favorably correlated with hiring procedures, methods, and sources of job seekers in order 

for it to be successful. According to hiring practices and empirical studies, employees' propensities to 

leave their jobs may vary based on where they were hired. The "traditional" approach, which contends 

that the ultimate goal of recruitment is to attract the greatest number of candidates to the recruiting 

organization, and the "new" approach, which contends that the ultimate goal of recruitment is to attract 

the most qualified candidates (Mbugua, 2015). 

According to (Agwu, Nwoke, 2019) the employer's poor hiring practices are to blame for 60% of 

unfavorable turnover. "Bad hiring decisions" can refer to a variety of factors, such as quick recruiting 

procedures that do not verify that the chosen candidate actually possesses the necessary knowledge, 

abilities, and training for the position. A company's workplace culture, business practices, and values that 

it upholds should "fit" with the interests, personalities, and motivations of the people who work there. This 

will help it retain its best employees   (Khandelwal, 2019). 

Moreover, according to Chitsaz-Isfahani and Boustani (2014), the battle for employee retention starts at 

the hiring stage, when businesses choose candidates whose skills and interests align with the needs of the 

business, whether those needs are immediate or long-term. Hiring decisions should be based on the 

organization's needs and future objectives, with an eye toward employee retention (Aibieyi & Henry, 

2015). Hiring for compatibility, a "fit" between the business and the employee, is essential to attracting 

and keeping talent (Mbugua, 2015). The author also emphasized the need to place the right people in the 

proper roles to enable businesses to improve retention rates. 

 

2.5 Human Resource Management Practices and Employee Competency 

2.5.2 Career Development and Employee Competency 

Employees will attempt to act more effectively, utilizing their skills and experience as they work toward 

achieving organizational goals, once they are aware of their viewpoints within the company. However, in 

order to use each employee's competency in a given activity effectively, it is important to understand not 

only how the activity is structured but also its many levels and levels of competency as well (Gul,2022, 

2010). The impact of skill level on career and its relationship to career planning have not yet been explored, 

according to a scientific literature review. As a result, it enables the firm to offer suitable perspectives for 

an employee's career planning based on his or her competency levels (Chreptaviciene, 2012). 

The importance of career planning in the organization is made clear by (Bibi,2018) who insisted effective 

career planning inside an organization helps to meet employees' demands for training and professional 

advancement; use employees' strengths effectively, raise employees' level of independence, and create an 

internal reservoir of professional growth. The field's study demonstrates the value of career planning for 

employees to the company, which ensures employee loyalty, attracts future employees, and increases 

employee satisfaction, motivation, and productivity at work. Since performance is rarely static and more 

complicated tasks call for higher levels of skill, career planning within the business must be linked to 

employee competency and development (Mule, 2020) 

Career development is essential for enhancing and fostering competencies in a way that supports the 

achievement of company goals (Anderson, 2001).  It is believed that career development is a process that 

gives employees opportunities and enables them to realize their full potential through developing their 

abilities, knowledge, skills, and competencies (Davis, 2015). 

2.5.3 Performance Appraisal System and Employee Competency 

Aleem & Bowra, (2020) insisted that performance and competencies are not directly correlated. Employe- 
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es should generally be expected to produce better performance outcomes as their proficiency levels rise. 

High proficiency personnel levels are a sign of an organization's propensity for exceptional organizational 

performance. A person may have the necessary knowledge, abilities, and behaviors, but their performance 

may be below par for a variety of reasons, such as personal issues, lack of concentration, job 

dissatisfaction, a negative reaction to organizational change and a lack of organizational resources (Thu, 

2017). 

Competence is defined as the fundamental personal traits that are connected to a person's performance 

effectiveness and who have a causal relationship or a causal criterion referenced, effective, or primary 

performance at work or in certain settings (Rony, 2020). A person's personality determines how competent 

they are, and they can be expected to behave and perform well throughout a wide range of circumstances 

and job duties. 

Through his research, (Subekti, 2016) showed that the ultimate purpose of performance appraisal should 

motivate employees to enhance performance, which led to performance appraisal being viewed as a tool 

to manage employee performance successfully. The goals of an individual performance appraisal are now 

broader and more specific, including assessing the professional employees' competency levels, enhancing 

staff development, inspiring them to achieve more, enhancing manager-staff communication, fostering 

better employee relations, and identifying training and development needs and identify those who are 

qualified for promotion and compensation increases (Pujotomo, 2019). 

2.5.4 Recruitment and Selection with Employee Competency  

The literature views the connection between employee competence and recruiting and selection as a key 

to success. Such employer behaviors ultimately affect how well employees perform in their jobs. 

Employers allocate resources to the recruitment and selection process because they want to be able to hire 

the best and most qualified candidates. This is demonstrated by businesses that are successful in finding 

and choosing qualified staff. According to (Alsabbah, 2013) every stage of recruiting and selection should 

include an evaluation of competency for the job. 

Arifin, (2020) asserted that an employer who conducts an adequate recruiting and selection process will 

enable the organization to receive employee quality and workers who embrace competencies. An 

organization that implements a good procedure to recruit and select qualified applicants will have a greater 

level of job success.  

In addition, (Khandelwal, 2019) provided an illustration of the competences definition when it came to 

the recruitment domain and created a model to assess whether applying the recommended recruitment 

strategy produced more competent board members, which in turn improved board performance.  

According to (Alsabbah M. Y., 2014) confirmed that  built their recruiting models, they took into account 

the employee competencies and attributes as a recruitment result. Furthermore, Khandelwal, (2019) and 

Setyowati, (2016) recognized the recruiting outcome for the company because it determined the kind of 

applicant's talents, abilities, and competencies required from new hires. However, a company's recruitment 

strategy determines the qualifications and caliber of new hires. 

2.6 Employee Competency and Employee Retention 

Venkat and Kursheed Khan (2022) study on the impact of competency management on employee self-

development for retention in large scale industries concludes that competency assessments have a strong 

positive impact on workplace happiness, leading to employee retention.  A study by (Monari, 2021) 

examine the influence of competency mapping on employee retention in the telecommunication industry 

in Kenya. Competency Mapping determines the extent to which the various competencies related to a job  
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are possessed by a job holder.  

Thus, competency mapping is a process used to identify and list out competencies that are most relevant 

and significant to carry out job in an effective manner. According to (Awolusi & Jayakody, 2022) 

competency mapping means a group skill, knowledge, attitudes that enable employees to work efficiently 

and increase their productivity in turn to achieve competitive advantage. The study established that 

competency mapping had a positive influence on employee retention in the telecommunication firms in 

Kenya and therefore it is recommended that organizations carry out competency mapping in talent 

management practice in order to enhance employee retention. 

Yuniasih, Sihab Ridwan,Ulfi Pristiana. (2022) found that competence has a positive and significant effect 

on employee retention in the Surabaya City Government. Thus, it is proven that in Surabaya City 

Government employees, the competency factor has an important role in employee retention, the better the 

competencies possessed by an employee, the retention of these employees will also increase. In another 

study conducted by Safira Nurmitasari and Andriyani (2021), the findings concluded that the more skills 

and competencies possessed by employees through targeted training, according to the needs and goals of 

the company, the higher the level of employee engagement with the company for commitment to survive 

in the company. company. For potential employees (talent) the opportunity and opportunity to participate 

in competency development is given more broadly.  

 

2.6 The Mediating role of Employee Competency 

This hypothesis was arrived at on the basis of the mediating role that employee competency play in various 

relationships. Employee competency play as has a mediating influence between individual development 

and organization reputation. Employee competency likewise was established as having a substantial effect 

on the relationship between Human resource management practices and employee retention in public 

sector of Oman. Employee competency has a mediating influence between the human resource 

management function and employee retention in any ministry (Mahmood,2018). Still another study 

validates the considerable impact of employee competency on human resource management practices and 

employee retention (Gul,2022), and (Mahmood, 2018). 

As indicated in the gap analysis, there is hardly any study on employee competency as mediating influence 

on the relationship between the human resources management practices and employee retention in public 

sector of Oman. Nonetheless, several studies were helpful in that they focused on the mediating effect of 

employee competency on the relationship between training functions and employee performance 

(Mahmood, 2018). This study confirmed that enhancing one's knowledge and abilities through training 

will result in better service performance, which could influence frontline personnel' creativity, operational 

efficiency and keep them retaining to their organization.  Also relevant were correlational studies (Zaid, 

2021) on the relationship between human resource management practices with sustainable and operational 

performance. This study insisted that increasing employee participation in green initiatives and providing 

adequate training can enhance employee motivation, skills, retention, and job-related outcomes while also 

improving the organization's financial performance. 

 

2.7 Underpinning theories 

2.7.1 Social Exchange Theory (SET)  

Homans founded social exchange theory in 1958 and he defined it  as a reciprocal standard in social 

relationships when workers feel required to act in a discretionary position after receiving benefits from 
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their employer to indicate the company's intention to make a long-term commitment (Ali, 2018). The 

social exchange theory is social interactions, or elementary social behavior, which involves at least two 

people engaging with one another, either praising or penalizing the other's behavior. Moreover, 

(Cropanzano et al ,2017) view social interaction as a social activity as a trade of tangible and intangible 

things, such as money, time, effort, approbation, status, and power.  This theory encourages everybody to 

make sacrifices and receive benefits. Hence, employees will choose to work in a favorable work 

environment that encourages them to work hard, acts that are likely to anticipate be rewarded equally to 

what they give to subordinates compared to an unfavorable environment that cannot keep employees 

retaining and quitting (Cortez, 2020). 

Moreover, the social exchange theory is usually used to examine various aspects of employee interaction, 

including human resource management practices (Ali, 2018), employee competency (Lamb, 2001), and 

employee retention (Zoller,2018).  This theory holds up the notion that social workers will be loyal and 

committed to their organization when they have better interpersonal connections and a more positive 

attitude. 

The social exchange theory has its assumptions (Cropanzano,2017). Firstly, social exchange theory is a 

decision made by weighing a situation's benefits and drawbacks to maximize reward. This theory focuses 

on interpersonal interactions and is not designed to assess social behavior or change. Theoretically, a 

person will measure the benefits of a social engagement against any costs (potentially undesirable 

outcomes) (positive outcome). These expenses and benefits may be in goods like money, time, or services. 

Also, it could be immaterial, such as effort, respect, opportunity, social acceptance, love, pride, shame, 

and power. Secondly, social exchange theory is based on norms like justice, fairness, and reciprocity 

(Cook,2018). Thirdly, the social exchange is based on social interaction, trust, and commitment to meet 

their needs. 

Utami (2022) defined resource-based theory (RBV) as a well-known method for strategic management. 

For a company to maintain a competitive advantage, it has been frequently used as a managerial 

framework to identify essential resources. The theory offers a crucial framework for deriving explanations 

for and projections of the fundamental drivers of a firm's performance and competitive advantage. 

The founder of the resource-based view theory, Jay Barney (1991), insisted that a company's resources 

ultimately define its success. According to Jays, businesses can leverage their most important assets, 

resources, and talents to gain a competitive advantage (Steffens, 2009). This theory holds up the notion 

that the resources for a company should be valuable in the context of the target market and have a steep 

learning curve to prevent competitors from quickly copying them. It suggests that human resources are 

the most significant resource to be considered to achieve a competitive advantage in the marketplace.  In 

this view, human resources practices, particularly employee skills, core competencies, and organizational 

learning, should be developed (Utami,2018).   

Saá-Pérez and GarcÍa-FalcÓn (2002) confirmed that the RBV   is a model that sees the resources of a 

company as a key to sustaining the competitive advantage of the organization.  This model focuses on 

how the organization exploits human resources capabilities using the human resource system.  Empirical 

research was developed by (Saá-Pérez & GarcÍa-FalcÓn, 2002) to explain the relationship between HRM 

and organizational capabilities development and firms’ performance. Because of a highly competitive 

economic context, changes in customer demand, and increasing competition, in this sense, people are 

considered powerful sources to achieve a competitive advantage in the marketplace. Saá-Pérez and 

GarcÍa-FalcÓn (2002) insisted that the success of any ministry can be achieved through the emergence of 
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many resources and capabilities. However, these resources can be inimitable and non-suitable. In this 

sense, RBV suggests that human resources add much value because they have different capacities and 

abilities. Human resources cannot duplicate, representing an obstacle for any organization, especially 

when they retire. In this sense, human resource practices should be considered to keep employees retained 

in their organization. 

2.7.2 AMO Model  

Bailey (1993) was the first to propose that three elements are required to assure a worker's discretionary 

effort: necessary abilities, appropriate incentives, and participation opportunities (Marin-Garcia, 2016). 

According to (Bos‐Nehles, 2023) the AMO framework comprises individual ability, motivation, and the 

opportunity to participate.  (Appelbaum, Bailey, Berg & Kalleberg, 2000; Boxall & Purcell, 2003)   

Barid,(2020) and Boxall and Purcell (2011) introduced this model, which predicts that people perform 

effectively when they possess the required skills, motivation, work support, and access to outlets for 

expression. Similarly, the model includes three systems that describe personal traits, which ensure that 

employees have the necessary abilities, inspire them to adopt discretionary behaviors, empower them to 

contribute to organizational goals and retain them in their organization (Obeidat, 2016). Furthermore, Van 

Waeyenberg (2018) asserted that AMO is a business model that contends that opportunity, motivation, 

and ability all play a role in an employee's performance. The human resource management (HRM) 

profession has widely adopted the ability, motivation, and opportunity (AMO) model to explain the 

complex interaction between managed people and subsequent outcomes.  

Furthermore, AMO holds up the notion that when an organization considers a worker's aptitude, drive, 

and opportunity, the employee will best serve the business's goals. It provides managers in an organization 

with a tool to affect performance. If any of the three attributes are absent, performance is likely to be 

constrained; however, if all three are present, performance is anticipated to be increased. The achievement 

of corporate objectives depends heavily on high employee performance (Bai, 2016) 

Moreover, the AMO model suggests that human resource management methods can affect a person's 

ability, motivation, and opportunity, which can result in performance-related outcomes. In related 

arguments, human resource management procedures are the actions taken by the HR department of a 

company to find, select, attract, retain, and develop its human resources. HR practices are based on the 

idea that giving decision-making power to frontline staff will enable adjustments to organizational 

practices (Latorre, 2016). Training programs can increase employee capability, while performance-based 

pay can enhance motivation. Similarly, self-directed team membership can have a positive impact on 

participation chances. These practices can improve individual productivity and team performance when 

viewed as part of an HRM system. A study by (Van Waeyenberg, 2018) suggested that the AMO model 

(ability, motivation, opportunities) plays a crucial role in career development by providing training courses 

to develop skills and knowledge. The study also confirmed a relationship between the AMO model and 

management performance, feedback systems, and motivation enhancement. Furthermore, involving 

employees in the decision-making process can boost their motivation and encourage them to stay with 

their organization (Bos‐Nehles, 2023). By implementing effective recruitment strategies, organizations 

can offer employees better opportunities to utilize their skills and knowledge. 

 

2.8. Hypothesis Development 

Based on the findings from the previous studies and underpinning theories, the following research 

hypothesis are developed: 
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Hypothesis 1: There is a significant influence of career development on employee retention. 

Hypothesis 2: There is a significant influence of performance appraisal system on employee retention 

Hypothesis 3: There is a significant influence of recruitment and selection on employee retention 

Hypothesis 4: There is a significant influence of career development on employee competency 

Hypothesis 5: There is a significant influence of performance appraisal system on employee competency 

Hypothesis 6:  There is a significant influence of recruitment and selection on employee competency 

Hypothesis 7: There is a significant influence of employee competency on employee retention 

Hypothesis 8: Employee competency mediates the relationship between human resources management 

practices (career and development, performance appraisal system and recruitment and selection) and 

employee retention. 

 

3.0 Methods 

The methodology used for this paper is based on a literature review on determinants of employee retention. 

This paper focuses on three determinants such as career development, performance appraisal system and 

recruitment and selection. Thus, keywords were applied to find related articles on the influence of the 

three human resource management practices determinants on employee retention. In addition. content was 

also focused upon which finding the journal and books from valid sources.  

 

4.0 Findings 

Based on the literature review conducted, findings from the previous studies revealed that among the three 

human resource management determinants of employee retention are career development, performance 

appraisal system and recruitment and selection. Therefore, this paper conceptualized the model as in the 

Figure 4.1  below 

 

 
Figure 4.1: Conceptual Framework of the study 

 

5.0 Theoretical Implication 

Previous studies have identified various factors that influence employees to remain in the organization. 

The elements include human resource management practices (Neureiter & Traut-Mattausch, 2016), such 

as career development (Arifin, 2020), recruitment and selection (Bahrain, 2018), and appraisal 

performance (Gulzar, 2017). Previous studies have justified the impact of prior factors on employee 

retention. However, the effect of these factors on retention has been tested separately in a different context. 

Unlike previous studies, this study will examine the impact of the earlier factors on retention 
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simultaneously in one research context. Such research is significant as it enables us to conclude the factors 

influencing employee retention in a particular content. 

Moreover, previous research related to retention has focused more on the private sector organizations 

(Mule, 2020), such as the hotel and tourism industry (Gupta, 2019), nursing sector (Zadjali,2021), banking 

sector (Gulzar,2017) and manufacturing industry (Mule, 2020). There is still a lack of studies investigating 

this issue in the context of public sector organizations. 

The issue of employee retention is related to employee competency, which will be discussed as the 

literature gap to overcome the current problem. Younas and Bari (2020) asserted that the public sector is 

not giving employee competency great attention, and few studies investigated the impact of employee 

competency on employee retention in the public sector in Oman. Based on this problem study, the impact 

of three independent variables is necessary to explore the impact of H practices on employee retention. 

All these human practices have a crucial impact on staying in the organization. Based on the previous 

studies, it could be seen that few studies discuss employee retention as a crucial issue that faces the status 

of the public sector in Oman. This study aims to investigate the impact of HRM practice denoted by career 

development, recruitment and selection, and performance appraisal system on employee retention with 

mediating effect of employee competency to fill that gap.  

 

6.0 Practical Implication 

The practical contribution of this study is to propose the role played by human resource management 

determinants (career development, performance appraisal system and recruitment and selection) and 

employee competency in enhancing employee retention in public sector in Oman context. It is expected 

that the findings of the study will help management and employees in public sectors to improve their 

understanding on the importance of human resources management practices and employee competency in 

retaining employees in their organization. Significant human resources management practices have 

already been disclosed by this study regarding factors that could help to retain employees in working in 

the public sector in Oman. Thus, it is hope that the government would also benefit from this study by 

understanding human resource management determinants that would possibly retain employees in their 

workplace. 

 

7.0 Conclusion 

One of the organizations' most prominent challenges is managing and retaining skilled and talented 

employees. To shed light on this issue, a study will be conducted to identify the most significant factors 

impacting employee retention in Oman's public sector. While previous studies have examined various 

aspects of employee retention, not many studies have comprehensively explored career development, 

recruitment and selection, appraisal systems and employee competency. After reviewing the empirical 

evidence, it was found that human resource practices and employee competency play a crucial role in 

retaining employees. This term encompasses all policies and practices related to human resource 

management that organizations implement to manage their workforce effectively. Thus, based on these 

findings, it is concluded that human resource practices and employee competency are the among an 

important means of influencing employee retention in Oman's public sector.  
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