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Abstract 

In the context of the energy transition, increasing ESG pressures, and the intensification 

of global risks, the oil industry faces profound structural challenges related to workforce 

stability and the preservation of key competencies. Within this environment, the 

retention of critical human capital emerges as a strategic determinant of organizational 

performance and sustainable competitive advantage. This study aims to develop an 

integrative conceptual framework that explains the mechanisms through which 

performance management influences the retention of critical human capital in oil 

companies undergoing energy transition. Based on a critical synthesis of the recent 

literature, the study highlights the strategic role of performance management, reinforced 

by professional development and talent management practices, as well as the mediating 

role of psychological empowerment in the relationship between performance and 

retention. The theoretical findings support a direct link between critical human capital 

retention and the strengthening of sustainable competitive advantage. The main 

contribution of this study lies in reconceptualizing performance management as a 

strategic governance instrument for critical human capital, offering a relevant 

conceptual foundation for future research and for managerial decision-making in the 

transitioning energy sector. 
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Introduction 

The oil industry is currently undergoing rapid structural transformation, driven by the 

energy transition, decarbonization pressures, new ESG requirements, and intensifying 

global geopolitical and economic risks. These changes affect not only the business 

                                                 
* Corresponding author, Ion Mura – ion.kirill.mura@gmail.com  

mailto:ion.kirill.mura@gmail.com


JFS Performance management as a tool for retaining critical human capital 

 

208                                                                                                     Journal of Financial Studies  

models and investment strategies of oil companies, but also the internal architecture of 

human capital, in particular the stability of the key skills required for the safe and 

efficient operation of organizations (Wujarso, Saprudin & Dameria, 2021; Alshehri et 

al., 2024). 

In this context, critical human capital—consisting of specialists with rare skills in 

advanced operations, industrial safety, digitalization, environmental compliance, and 

risk management—becomes a strategic resource that is difficult to replace. Recent 

literature shows that the loss of this human capital generates not only direct recruitment 

and training costs, but also systemic vulnerabilities in operational safety, technological 

adaptability, and compliance with ESG standards (Chizoba, 2025; Rafi, Zain & Shiraz, 

2024). Therefore, the retention of critical human capital can no longer be treated as a 

strictly operational issue for the human resources department, but as a central 

component of the competitiveness and resilience strategy of oil companies. 

The literature consistently highlights the role of performance management, professional 

development, and talent management practices on workforce stability. Recent studies 

show that fair performance appraisal systems, managerial feedback, and linking 

performance to rewards increase employee loyalty and reduce the intention to leave the 

organization (Chizoba, 2025; Binti Shahabudin & Kamarul Zaman, 2025). At the same 

time, research conducted in the Gulf region and in multinational companies in the oil 

industry shows that continuous training, career planning, and talent management 

strategies are decisive factors in retaining key employees (Alshehri et al., 2024; Shariati 

et al.). Along the same theoretical lines, DeNisi and Smith (2014) show that only 

performance management systems designed as integrated strategic mechanisms can 

consistently influence employee behaviors, including commitment and intention to 

remain in the organization. 

The macro-talent management approach proposed by Vaiman et al. (2018) broadens the 

perspective on staff retention from individual management to a holistic organizational 

strategy, integrating the attraction, development, mobility, succession planning, and 

retention of key specialists. 

However, a significant portion of studies treat these dimensions in a fragmented 

manner, without explicitly integrating the psychological mechanisms through which 

performance and development policies translate into sustainable retention behaviors. 

Recent research, however, emphasizes that job satisfaction, autonomy, recognition, and 

perceived meaningfulness of work mediate the relationship between human resource 

policies and the intention to remain in the organization (Menezes et al., 2025; Rafi, Zain 

& Shiraz, 2024; Buga, 2024). This perspective becomes particularly relevant in the 

current context, characterized by occupational uncertainty, pressures for rapid 

adaptation, and global risks. 

In addition, the literature on competitive advantage based on intangible resources shows 

that human capital management is one of the few sources of sustainable competitiveness 

that is difficult for competitors to imitate (Wujarso, Saprudin & Dameria, 2021). In the 

oil industry, where physical and technological assets are relatively similar among 

competitors, strategic differentiation is increasingly determined by the stability of 

critical skills and the ability to leverage them in conditions of rapid change. 
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This context raises a major scientific problem, expressed by the need to explain, in an 

integrative way, how and through what mechanisms performance management 

contributes to the retention of critical human capital and the consolidation of the 

competitive advantage of oil companies in the context of energy transition and global 

risks.  

Although the literature offers numerous contributions on performance management, 

professional development, and staff retention, these dimensions are analyzed in most 

studies in a fragmented manner, without being integrated into a unified conceptual 

model adapted to the specificities of the oil industry undergoing energy transition and 

under pressure from global risks. 

 

1. Review of the scientific literature 
Human resources are increasingly conceptualized in the literature as a fundamental 

strategic resource for organizations, capable of generating sustainable competitive 

advantage even in conditions of digitization and automation. Mazilu (2022) highlights 

that investment in people, continuous skills development, and professional adaptability 

are key factors in organizational competitiveness, with human capital surpassing 

financial capital in strategic importance. 

From a theoretical perspective, DeNisi and Smith (2014) show that the impact of 

performance management on organizational results is significant only when it is 

designed as an integrated system of assessment, feedback, reward, and development. 

On this theoretical basis, recent literature confirms that strategic talent management 

practices are a significant determinant of staff retention in the oil industry. A relevant 

study in this regard is that conducted by Chizoba (2025) on service companies in the oil 

industry in Rivers State, which demonstrates the existence of a positive and significant 

relationship between performance management, professional development, and 

employee retention. The author highlights that accurate performance evaluation, 

managerial feedback, and linking performance to reward systems increase employee 

loyalty and significantly reduce staff turnover. Therefore, these results confirm the role 

of performance management not only as a control tool but also as a strategic mechanism 

for stabilizing the workforce in oil companies. 

A comprehensive and up-to-date approach to performance management is provided by 

Aguinis (2019), who treats this construct not as a simple tool for evaluating results, but 

as an integrated strategic system for aligning objectives, developing skills, and 

stimulating organizational commitment. The author highlights that performance 

management includes a coherent set of processes—goal setting, continuous monitoring, 

feedback, evaluation, reward, and professional development—through which 

organizations can influence employee behavior and support long-term performance. A 

key contribution of the paper is to demonstrate that performance management systems 

focused on development, rather than exclusively on control, generate superior effects on 

employee motivation, satisfaction, and retention, thereby strengthening organizational 

performance and competitive advantage. 

In the same vein, recent studies conducted in the United Arab Emirates on employee 

retention in the oil sector and other strategic industries highlight the decisive role of 

strategic talent management, professional development, and motivation policies in 



JFS Performance management as a tool for retaining critical human capital 

 

210                                                                                                     Journal of Financial Studies  

stabilizing the workforce. Research shows that in the oil industry, retention is influenced 

not only by financial rewards, but also by training opportunities, career prospects, 

organizational climate, and the quality of performance appraisal systems, and these 

mechanisms are more pronounced compared to other sectors analyzed (aviation, 

banking, retail). Consolidating this perspective, the study conducted by Shariati et al. on 

the Oil Industry Research Institute proposes a performance management model based 

on human resource development principles, demonstrating that employee performance 

is maximized when evaluation is correlated with skills development, continuous 

training, and career planning. The authors emphasize that a performance system focused 

exclusively on control is inferior, in terms of results, to an integrated assessment-

development-motivation system, which reinforces the idea that performance 

management should be designed as a tool for development and retention, not just 

monitoring. 

A fundamental contribution to understanding the role of human capital in organizational 

performance is made by the meta-analysis conducted by Crook, Todd, Combs, Woehr, 

and Ketchen (2011), which synthesizes the results of a large number of empirical 

studies on the relationship between human capital and firm performance. The authors 

demonstrate that the level of skills, experience, and expertise of employees has a 

positive, significant, and robust impact on organizational performance, both in terms of 

productivity and financial results. A key finding of the study is that the effect of human 

capital on performance is amplified when organizations manage to stabilize and retain 

staff with critical skills, which makes human capital strategic and difficult to replace. 

These conclusions support the idea that human capital retention is not just an 

operational human resources objective, but a direct determinant of competitive 

advantage and sustainable performance for firms. 

Strategically, the study conducted by Alshehri et al. (2024) on multinational companies 

in the oil industry in Saudi Arabia highlights the role of talent management in attracting, 

developing, and retaining key employees. The authors show that retention is strongly 

influenced by the quality of performance appraisal systems, professional development 

opportunities, and differentiated reward policies, as well as by the ability of 

organizations to manage the specific challenges of energy transition and global 

competition for specialists. Complementarily, a recent study on the oil sector (Rafi, Zain 

& Shiraz, 2024) highlights multiple factors that influence job satisfaction and employee 

turnover, showing that human resource stability in the oil industry does not depend 

solely on salary, but on a combination of organizational elements: working 

environment, stability, fairness, recognition, and development opportunities. These 

results underscore the importance of an integrated approach to retention and human 

capital management in oil companies, where performance, development, and 

organizational climate are treated as interdependent elements. 

The same logic is reinforced by the study conducted by Binti Shahabudin and Kamarul 

Zaman (2025), which analyzes the factors influencing employee retention in the oil 

industry and highlights that the decision to remain in the organization is determined by a 

combination of economic and organizational factors, such as the level of rewards, 

working conditions, work-life balance The authors emphasize that retention is not an 

exclusively financial phenomenon, but the result of the overall perception of the value 
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placed on the employee by the organization, which repositions performance 

management as a concrete expression of this valuation. Psychologically, the study by 

Menezes et al. (2025) demonstrates that talent management positively influences 

employee retention both directly and indirectly through psychological empowerment. 

Talent management practices increase the sense of autonomy, competence, and meaning 

of work, which leads to an increased intention to remain in the organization. Thus, the 

literature increasingly highlights the importance of the psychological dimensions of 

performance in modern retention mechanisms, going beyond the strictly economic 

paradigm. 

On a broader level, in "Human Capital Management as a Resource in Achieving 

Competitive Advantage," Riyanto Wujarso, Saprudin, and Rina Dameria propose a 

conceptual framework in which human capital management is viewed as a strategic 

resource in achieving competitive advantage. The authors argue that, in the current 

organizational context, physical and organizational resources can be replicated 

relatively easily by competitors, while human capital—defined by skills, knowledge, 

creativity, and commitment—remains valuable, rare, and difficult to imitate, thus 

generating a sustainable advantage. Correlated with the results of empirical studies in 

the oil industry, this conceptual framework supports the idea that performance 

management, when integrated with talent management, professional development, and 

psychological enhancement practices, becomes not only a mechanism for retaining 

critical human capital, but also a central vector of competitive advantage for oil 

companies. 

The study conducted by Buga (2024) highlights that modern human resource systems 

geared towards retention ("high retention HR systems") function as mechanisms linking 

employee well-being and organizational commitment, having a direct impact on long-

term performance sustainability. The author demonstrates that integrated HR policies, 

which combine performance evaluation, managerial support, work-life balance, and 

skills development, lead to increased employee loyalty and reduced intention to leave 

the organization. 

This perspective confirms the systemic approach to performance management proposed 

by DeNisi and Smith (2014), according to which its effectiveness depends on the 

coherent integration of evaluation with development and reward mechanisms, which 

explains its effects on retention and organizational performance. 

 

2. Research methodology 

In this context, the purpose of this study is to develop a theoretical conceptual model of 

critical human capital retention that integrates performance management, professional 

development, talent management, and psychological empowerment into a unified 

explanatory framework tailored to the specificities of the contemporary oil industry. In 

this regard, the research pursues the following objectives: 

 

 Critical synthesis of recent literature on performance management and staff 

retention in the oil sector; 

 Theoretical foundation of the role of professional development and talent 

management as factors amplifying retention; 
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 Integration of psychological empowerment as a mediating mechanism between 

performance policies and intention to stay; 

 Explanation of the link between critical human capital retention and 

sustainable competitive advantage. 

 

From a methodological point of view, the study is predominantly theoretical and 

conceptual in nature, based on the analysis and critical synthesis of recent literature in 

the field of performance management, human capital, employee retention, and 

organizational competitiveness in the energy sector. Based on these foundations, an 

integrative conceptual model is constructed, which is then discussed from a theoretical 

and managerial perspective. 

The originality and added value of the paper lie in the coherent articulation of the 

relationships between performance, development, the psychological dimension of work, 

retention, and competitive advantage, in a context marked by energy transition and 

systemic global risks. The proposed model provides a reference framework for both 

future research and the development of managerial strategies in oil companies 

undergoing rapid transformation. 

Based on the synthesis of the literature and the results of the empirical studies analyzed, 

a coherent explanatory framework emerges that highlights the relationship between 

performance management, talent management practices, and human capital retention. In 

this context, in order to empirically test the identified relationships, the following 

research hypotheses are formulated: 

H1: Employee performance management positively influences the retention of 

critical human capital in oil companies (Chizoba, 2025; Binti Shahabudin & 

Kamarul Zaman, 2025). 

H2: Integrating professional development and talent management strategies into 

performance management systems amplifies their effect on critical human 

capital retention (UAE studies; Alshehri et al., 2024; Shariati et al.). 

H3: Psychological empowerment, reflected in employee well-being and 

organizational commitment, mediates the relationship between performance 

management and critical human capital retention in oil companies (Menezes et 

al., 2025; Rafi, Zain & Shiraz, 2024; Buga, 2024). 

H4: Critical human capital retention influenced by performance management 

efficiency directly contributes to strengthening the sustainable competitive 

advantage of oil companies (Wujarso et al., 2021; Buga, 2024; Crook et al., 

2011). 

 

3. Results and discussion 

3.1. The conceptual theoretical model of critical human capital retention in the 

context of energy transition and global risks 

The proposed conceptual theoretical model is developed using a conceptual–synthetic 

approach grounded in a critical review of the relevant literature. The selection of 

sources followed clear criteria of thematic relevance, recency, and scientific rigor, 

focusing on recent studies (2020–2025) published in internationally indexed journals 
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addressing performance management, critical human capital, employee retention, 

energy transition, and ESG governance in human capital–intensive industries. 

The model is constructed following an integrated deductive logic in which performance 

management is conceptualized as a central mechanism of strategic governance of 

critical human capital, reinforced by professional development and talent management 

practices and mediated by psychological empowerment. Within this framework, critical 

human capital retention emerges from the coherent interaction of these mechanisms and 

is directly associated with sustainable competitive advantage, consistent with resource-

based and intellectual capital perspectives. 

This approach ensures the internal coherence of the model and the transparency of its 

construction logic, providing a robust theoretical framework for analyzing critical 

human capital retention in oil companies operating under conditions of energy transition 

and heightened global risks. 

In the context of energy transition, intensifying decarbonization requirements, energy 

market volatility, and increasing geopolitical risks, oil companies are facing a profound 

structural change in their sources of competitiveness. Whereas previously competitive 

advantage was mainly driven by access to natural resources, infrastructure, and financial 

capital, it is now increasingly conditioned by organizations' ability to strategically 

manage critical human capital. In this new environment, specialists with rare skills in 

advanced operations, industrial safety, digitalization, energy transition, and ESG 

compliance are becoming drivers of organizational resilience and long-term 

performance. 

Based on these transformations, the proposed theoretical model is built on the causal 

relationship between performance management and critical human capital retention, a 

relationship that is simultaneously conditioned, amplified, and mediated by a set of 

organizational and psychological mechanisms. Therefore, the model does not treat 

variables in isolation, but integrates them into a coherent explanatory system. 

Thus, the model is based on performance management, conceptualized as a central 

mechanism for the strategic governance of critical human capital. This is not seen 

exclusively as an assessment and control tool, but as an integrative system for aligning 

organizational objectives with professional behaviors, recognizing individual 

contributions, developing skills, and motivating employees (Chizoba, 2025; Binti 

Shahabudin & Kamarul Zaman, 2025). In the context of the energy transition, 

performance significantly expands its scope to include not only operational 

productivity, but also adaptability, continuous learning capacity, green skills, and 

responsibility towards new environmental standards. 

However, the influence of performance management on the retention of critical human 

capital does not manifest itself in isolation. The model integrates professional 

development and talent management practices as mechanisms to amplify this 

relationship, as the energy transition accentuates skills instability and the risk of 

professional obsolescence (Alshehri et al., 2024; Shariati et al.). In this context, real 

opportunities for continuing education, retraining, career planning, and internal mobility 

reduce the perception of job insecurity and strengthen loyalty to the organization. 

Therefore, professional development and talent management are not mere support 

functions, but veritable strategic levers for stabilizing critical human capital. 
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At the same time, the present model emphasizes that the relationship between 

performance management and critical human capital retention is mediated by 

psychological empowerment, which reflects the subjective dimension of professional 

engagement (Menezes et al., 2025; Rafi, Zain & Shiraz, 2024; Buga, 2024). Given the 

pressures generated by the energy transition and global risks, employees in the oil 

industry face high levels of stress, responsibility, and occupational uncertainty. In this 

context, decision-making autonomy, perception of one's own competence, professional 

recognition, and the meaning of work become determinants of the behavior of 

remaining in the organization. Thus, psychological empowerment functions as a channel 

through which performance policies are transformed into loyalty and sustainable 

commitment. 

The result of the interaction between these mechanisms is the retention of critical 

human capital, defined as the long-term retention of specialists with a decisive impact 

on operational safety, technological performance, environmental compliance, and 

innovation capacity. Unlike other industries, in the oil sector, the loss of critical human 

capital not only generates recruitment costs, but also produces systemic vulnerabilities 

by increasing operational risks, weakening the ability to adapt to new ESG 

requirements, and diminishing organizational resilience. 
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Figure 1. Theoretical conceptual model of critical human capital retention in oil 

companies 
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factors in the relationship between performance management and psychological 
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performance (Wujarso, Saprudin & Dameria, 2021; Buga, 2024). In conditions of global 

volatility, competitive advantage is no longer predominantly supported by tangible 

resources, but by the stability of key competencies, the continuity of expertise, and the 

organizational capacity for learning and innovation. 

Therefore, Figure 1 summarizes the logical architecture of the proposed theoretical 

model, highlighting how the retention of critical human capital results from an 

integrated causal chain, in which performance management triggers the psychological 

empowerment mechanism, reinforced by professional development and talent 

management practices, and the retention thus achieved ultimately becomes a 

determinant of the sustainable competitive advantage of oil companies in the context of 

energy transition and global risks. 

 

3.2. Theoretical discussions and implications 

The proposed conceptual theoretical model offers an integrative perspective on the 

mechanisms through which performance management contributes to the retention of 

critical human capital and, implicitly, to the consolidation of the sustainable competitive 

advantage of oil companies in the context of energy transition and global risks. From a 

theoretical point of view, it is in line with research highlighting the role of performance 

management practices and organizational policies on the intention to remain in the 

organization (Chizoba, 2025; Binti Shahabudin & Kamarul Zaman, 2025), but proposes 

a stricter articulation of causal relationships and intermediate variables. 

First, the direct relationship between performance management and critical human 

capital retention confirms the results of empirical studies showing that fair evaluation, 

feedback, and performance-related reward systems reduce staff turnover and increase 

employee loyalty in high-risk and complex industries, including the oil sector (Chizoba, 

2025; Rafi, Zain & Shiraz, 2024). In this sense, the proposed model reinforces the idea 

that performance management cannot be treated solely as an operational monitoring 

tool, but as a mechanism for stabilizing the workforce and reducing organizational 

vulnerabilities. 

Secondly, the integration of professional development and talent management practices 

as factors amplifying the effect of performance management is consistent with the 

results of research conducted in the United Arab Emirates and multinational oil 

companies, which highlights the role of training, career prospects, and talent 

management strategies in retaining key employees (UAE studies on retention in the oil 

sector; Alshehri et al., 2024; Shariati et al.). However, the present model goes beyond 

these findings, explicitly showing that professional development and talent management 

do not act in isolation, but amplify the relationship between performance management 

and the psychological mechanisms that support the behavior of remaining in the 

organization. 

In the context of the oil industry, adopting a macro-talent management model, as 

proposed by Vaiman et al. (2018), can facilitate the stabilization of critical human 

capital, adaptation to technological changes, and ensure the continuity of essential skills. 

An important theoretical contribution of the model is the clarification of the mediating 

role of psychological empowerment. The literature shows that the perception of 

autonomy, competence, and meaningfulness of work mediates the relationship between 
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talent management practices and the intention to stay (Menezes et al., 2025), while job 

satisfaction and organizational climate contribute to reducing turnover in high-pressure 

industries (Rafi, Zain & Shiraz, 2024). Furthermore, retention-oriented HR systems 

focused on well-being and engagement strengthen employees' connection to the 

organization (Buga, 2024). The proposed model capitalizes on these findings and 

integrates them into a causal structure in which psychological empowerment becomes 

the link between performance management—supported by professional development 

and talent management—and the retention of critical human capital. 

Regarding the relationship between critical human capital retention and sustainable 

competitive advantage, the model draws on approaches that treat human capital 

management as a strategic resource that is difficult to imitate and generates sustainable 

competitive advantage (Wujarso, Saprudin & Dameria, 2021), as well as studies linking 

retention and engagement policies to the sustainability of organizational performance 

(Buga, 2024). The specific contribution of the model lies in adapting these ideas to the 

particularities of the oil industry, which is under the dual pressure of energy transition 

and global risks, where the loss of critical human capital affects not only economic 

efficiency but also ESG compliance, operational safety, and strategic resilience. 

From a managerial perspective, the implications are manifold. In line with the literature 

on talent management and retention in the oil sector (Alshehri et al., 2024; UAE studies; 

Shariati et al.), the model suggests that retention strategies should be explicitly 

integrated into the architecture of performance management systems. Professional 

development and talent management cannot be treated as mere support programs, but as 

levers for amplifying the effectiveness of performance management on psychological 

and behavioral variables relevant to retention. At the same time, research findings on 

the role of well-being, engagement, and psychological empowerment in workforce 

stability (Menezes et al., 2025; Buga, 2024) justify repositioning these dimensions from 

the "soft" area of HR to the area of strategic decisions. 

At the level of sectoral policies and corporate strategies, the model supports the 

argument that, in the context of the energy transition, the retention of critical human 

capital must be treated as an element of economic and energy security, in line with 

visions that place human capital at the center of long-term organizational resilience. 

Without the stability and continuity of key competencies, the adoption of new 

technologies, the implementation of decarbonization strategies, and the achievement of 

ESG objectives become difficult to achieve, regardless of the level of material 

investment. 

In summary, the main theoretical contribution of the model is to reconceptualize 

performance management as a strategic tool for governing critical human capital, built 

on existing empirical results (Chizoba, 2025; Binti Shahabudin & Kamarul Zaman, 

2025; Alshehri et al., 2024; Shariati et al.; Menezes et al., 2025; Rafi, Zain & Shiraz, 

2024; Buga, 2024; Wujarso, Saprudin & Dameria, 2021), but integrated into a unified 

framework adapted to the specifics of the oil industry in transition. The model goes 

beyond the fragmented approaches in the literature and provides a coherent conceptual 

tool for understanding the relationships between performance, development, 

psychological mechanisms, retention, and competitive advantage in the context of 

energy transition and global risks. 
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Conclusions  

This theoretical study shows that in the contemporary oil industry, shaped by energy 

transition pressures, ESG requirements, macroeconomic volatility, and geopolitical 

risks, the retention of critical human capital has become a strategic issue rather than an 

operational concern. By integrating recent literature into a coherent conceptual 

framework, the study identifies performance management as the central driver of 

retention, reinforced by professional development and talent management practices and 

mediated by psychological empowerment. 

The main theoretical contribution lies in reconceptualizing performance management as 

a strategic governance mechanism of critical human capital. Consistent with prior 

research, the proposed model indicates that performance, when supported by managerial 

feedback, recognition, and fair reward systems, contributes to workforce stability. The 

findings further highlight the systemic nature of retention, which depends on the 

integrated interaction between performance management, development practices, and 

psychological dimensions of work. 

The study also confirms a direct link between critical human capital retention and 

sustainable competitive advantage. In the oil industry, the stability of key competencies 

affects not only financial performance but also operational safety, technological 

adaptability, and environmental compliance, thereby extending the strategic relevance 

of retention. 

From a managerial perspective, the results suggest that retention strategies should be 

embedded within performance management systems and supported by sustained 

investments in professional development, talent management, and psychological 

empowerment. Without these mechanisms, oil companies risk losing critical human 

capital during the most sensitive phases of the energy transition. 

Future research should focus on empirical validation of the proposed model using 

structural equation modeling, comparative analyses of oil companies at different stages 

of the energy transition, and extensions of the framework through variables such as 

organizational culture, responsible leadership, HR digitalization, and ESG policies. An 

emerging research avenue concerns the relationship between critical human capital 

retention, climate risks, and the just transition. 
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