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Abstract:

The current research explores the impact of employee engagement on talent
retention in the Egyptian petroleum sector organizations with the mediating role
of job embeddedness and the moderating role of perceived organizational
support.

The study employed a quantitative research design, using a sample of 470
employees covering the sector with different types and representing as well
different specialties. Data were gathered through a structured survey, and the
collected data was analyzed using SPSS v20 software. A correlation analysis was
conducted to explore the relationships between employee engagement, job
embeddedness, perceived organizational support, and talent retention. The goals
of this research were largely achieved. Of the five hypotheses investigated, four
were fully supported and one was not supported. The first hypothesis confirmed
a positive relationship between employee engagement and talent retention.

The second hypothesis confirmed a positive relationship between
employee engagement and job embeddedness. The third hypothesis confirmed a
positive relationship between job embeddedness and talent retention. while the
fourth hypothesis regarding the moderating role of perceived organizational
support on the relation between employee engagement and talent retention was
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rejected. The fifth hypothesis regarding the mediating role of job embeddedness
on the relation between employee engagement and talent retention was
confirmed.

These findings highlight the alert for the Egyptian petroleum sector
organizations to develop strategic recommendations to enhance employee
engagement, job embeddedness, and perceived organizational support, which
may improve talent retention in the sector organizations. The study findings as
well may contribute to the strength and sustainability of the Egyptian petroleum
sector organizations through developing effective talent retention strategies,
policies, and procedures, which may support at the end in retaining the talents
within a highly competitive and dynamically changing business environment and
may secure the skilled workforce for years to come.

Keywords: Talent Retention, Employee Engagement, Job Embeddedness,
Perceived Organizational support.
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Introduction

The Egyptian Petroleum Sector represents one of the most significant
sectors as it plays an important role in contributing to the Egyptian economy,
accounting for a substantial portion of export earnings. The rapidly evolving
nature of the utilized technologies in petroleum industry demands the
contribution of a very highly skilled and knowledgeable workforce committed to
continuous learning and adaptation. The current business market environment
has experienced the development of human capital that has become an important
source of achievement and effectiveness (Rodrigues & Sousa, 2024). Trends
such as globalization, and the accelerating rate of technological advancement
make it vital for organizations to acquire and retain talents. As globalization
increases, talents in the Egyptian petroleum sector organizations are more willing
to relocate for better opportunities, increasing the challenge of retaining talents.
The Gulf region and Europe in the oil & gas sector often offer competitive
salaries, benefits, and working conditions that may be more appealing than the
current opportunities in Egyptian oil & gas industry. Talent shortage is a reality
in almost all sectors of activity, so one of the main organizational concerns is
related to their ability to attract and retain qualified employees (Goncalves &
Bruno, 2023). Organizational competitiveness could be impacted from losing
their talents (David G. et al., 2010; Casio & Boudreau, 2016). With an increasing
trends of losing talents within the Egyptian sector organizations, it is assumed
that the Egyptian petroleum sector is facing real challenges nowadays. It is
believed that talent retention is important for the sector’s long-term success and
sustainability.

Research Significance

The Egyptian petroleum sector is a critical sector that drives economic
growth and development of the country. The sector is currently facing challenges
related to the increasing trend of losing talent. The significance of the study lies
in its potential to contribute to both theory and practice within the field of human
resource management, particularly in the context of the Egyptian petroleum
sector organizations. By exploring the relationships between employee
engagement, job embeddedness, and perceived organizational support on talent
retention, the study findings may contribute to the strength and sustainability of
the Egyptian petroleum sector organizations through developing effective talent
retention strategies, policies, and procedures that may secure the skilled
workforce for years to come.
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Research Problem

Despite the Egyptian petroleum sector’s significant investment in talent
development, there is a noticeable trend of talented individuals resigning to join
foreign petroleum organizations worldwide. This raises the concern of talent
retention and the need to investigate the relationships between employee
engagement, job embeddedness, and perceived organizational support and talent
retention to develop effective strategies towards a stronger workforce in the
Egyptian petroleum sector organizations.

Research Gap

The current literature on employee engagement and talent retention focuses
on other industries, such as technology, healthcare, and service-based
organizations. Geographically, this is the first topic to focus on the impact of
employee engagement on talent retention in the Egyptian petroleum sector
organizations with the mediating role of job embeddedness and the moderating
role of perceived organizational support. Examining these relations in the context
of the Egyptian petroleum sector may fill the knowledge gap by identifying
valuable insights and contribute to the broader understanding of how employee
engagement, job embeddedness, and perceived organizational support influence
talent retention in the Egyptian petroleum sector organizations, which may
support at the end in retaining the talents within a highly competitive and
dynamically changing business environment.

Research Questions:

The researcher is now able to synthesize the research problem in the

following main research question:

e What is the impact of employee engagement on talent retention in the
Egyptian petroleum sector organizations?

The sub-questions that could be raised under the main research question are
as follows:

¢ To what extent does job embeddedness mediate the relationship between
employee engagement and talent retention in the Egyptian petroleum sector
organizations?

e How does perceived organizational support moderate the relationship
between employee engagement and talent retention in the Egyptian petroleum
sector organizations?

e What is the impact of employee engagement on job embeddedness in the
Egyptian petroleum sector organizations?
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e What is the impact of job embeddedness on talent retention in the
Egyptian petroleum sector organizations?
The above questions are formulated into the following research
hypotheses:
e HI1: There is a positive relationship between employee engagement and
talent retention.
e H2: There is a positive relationship between employee engagement and
job embeddedness.
e H3: There is a positive relationship between job embeddedness and talent
retention.
e H4: Perceived organizational support will moderate the relationship
between employee engagement and talent retention.
e HS5: Job embeddedness will mediate the relationship between employee
engagement and talent retention.

Research Objective

This study aims to identify and analyze the impact of employee
engagement on talent retention in the Egyptian petroleum sector organizations.
The study as well shall investigate the mediating role of job embeddedness and
the moderating role of perceived organizational support on talent retention in the
Egyptian petroleum sector organizations. Specifically, the study aims to
investigate the impact of these variables, which influence talents within the
Egyptian petroleum sector to remain with their organizations despite the highly
competitive nature of the petroleum industry worldwide. The study may offer
support by providing recommendations for improving talent retention strategies
and policies within the sector with the aim of achieving a stronger workforce.
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Literature Review

Talent Retention:

Despite extensive research on employee turnover, few comprehensive and
effective resources on talent retention have been developed (David, G. et al.,
2010). McDonnell et al. (2010) urge that few studies covering talent retention
have been developed, despite recent research indicating that talent retention
represents one of the key organizational issues. Some researchers now believe
that turnover and retention are not simply two sides of the same construct (Cardy
and Lengnick-Hall, 2011; Mitchell et al., 2001). Although talent is widely
recognized as an important matter, whereby organizations engage in a global war
to headhunt the best, there is still a lack of clarity on various issues related to
talent definition (Lewis & Hechman, 2006; Colling & Mellahi, 2009). Gallardo
et al. (2017) urge that talent definition in any organization will primarily depend
on its competitive strategy, from which it derives value for the organization, and
this should be the first step towards its development. Moreover, the nature of
talent has been investigated by researchers from various aspects. One of these
aspects focuses on the differentiation between nature and nurture (Govaerts et
al., 2011). While a group of researchers believe that talent is inborn, stable, and
innate, others believe that talent can be developed through training and
development (Myers & Woerkom, 2014; Ericsson et al., 2007). The idea that
talent is worth fighting for is based on the assumption that true talent cannot be
developed and is therefore rare (Meyers et al., 2013). A more qualitative
definition of talents describes that talents are those who have currently high
potential with exceptional knowledge compared to others or future potential
through adding real value to their organization, thereby supporting their
organizations in achieving their business strategy (Boudreau & Ramstad, 2007;
McDonnel, 2017; Swails, 2013).

Kyndt et al. (2009) & D’Armagnac et al. (2020) advised that retaining
talents plays an important role in organizational competitive advantage, despite
the fact that organizations are struggling to attract and retain their talents who
can contribute to the improvement of organizational performance. David G. et al.
(2010) urge as well that there might be a great concern within organizations about
losing their ability to retain talents. While the direct costs associated with the loss
of an investment in hiring and training new employees are a concern to
organizations, the indirect costs associated with the loss of part of the
organizational memory and the know-how, as well as cumulative knowledge that
will join the talent when he/she resigns, represent the organizational most
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important area of concern (Mitchell et al.,, 2001; Shaw et al., 2005). The
researcher believes that when talents leave, organizations lose valuable expertise,
institutional knowledge, and leadership capabilities. This can hinder operational
effectiveness and innovation within the organization. In addition, hiring junior
employees by organizations to fill gaps left by talents may lead to skill
mismatches and performance challenges. Junior employees often require
significant training and support, which can strain resources and affect
productivity.

Talent Retention and Employee Engagement:

Numerous definitions have been proposed for employee engagement; these
definitions frequently bear similarities to other well-established and well-defined
conceptions, such as organizational citizenship behavior and organizational
commitment (Saks, 2006; Saks & Gruman, 2014). One of the most popular
academic definitions of employee engagement is the one provided by William
Kahn. According to Kahn (1990), engagement involves a rational decision-
making process in which individuals make decisions about the extent to which
they will bring their whole selves to their work by investing their physical,
cognitive, and emotional energies in their assigned tasks. The definition explains
that engaged employees are fully committed to their work, and they are more
than willing to invest their efforts in contributing to their organizational success.
Shuck et al. (2017) offered one of the most current conceptualizations of
employee engagement, summarizing that it comprises behavioral, emotional, and
cognitive engagement. Cognitive engagement derives from an employee's
appraisal of whether their work is meaningful and safe from many aspects, such
as physically, emotionally, and psychologically, in addition to whether the
employee has sufficient resources to complete the assigned tasks efficiently and
with quality, while emotional engagement covers employees’ personal beliefs
and feelings that are emotionally connected to their organization, meanwhile,
emotional engagement derives from an employee’s willingness to involve
personal resources such as pride, belief, and knowledge following a positive
cognitive appraisal, and finally, behavioral engagement involves employees’
willingness to challenge themselves through working harder for the benefit of
their organization (Shuck et al., 2014; Shuck et al., 2017).

The most important difference between engaged and disengaged
employees is in their way of perceiving their jobs, as engaged employees used to
go above and beyond the line of their duties to assure the quality of their outputs,
while disengaged employees used to perform the minimum required and assume
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they had fulfilled the assigned tasks (Deepika & Sampurna, 2018). According to
Kahn (1990), employees are more likely to get engaged in their work if they feel
that it has social, emotional, and financial worth. If they do not get what they
expect, they tend to withdraw from their roles and disengage themselves. Bakker
& Demerouti (2008) defined four reasons in their research clarifying why
engaged employees used to perform in a better way if compared by the non-
engaged ones. Engaged employees often experience positive emotions, and this
may be the reason why they are more productive; experience better health; create
their own job and personal resources; and transfer their engagement to others.

Some researchers have suggested that there may be a redundancy between
engagement and other constructs such as job satisfaction and organizational
commitment (Newman & Harrison, 2008; Wefald & Downey, 2009). Employee
engagement is associated with job satisfaction in that employees who are highly
engaged are likely to also be satisfied; however, it is possible for employees to
be satisfied but not fully engaged in their work, as they may be satistied with
their compensation package but lack a sense of connection somehow to the
organizational goals, resulting in a lower level of engagement (Brief & Howard,
2002). Satisfaction may reflect an employee who is satisfied in general but may
not also be actively motivated and fully engaged (Macey & Schneider, 2008;
Harter, J.K. et al., 2002). Employee engagement is associated with organizational
commitment as well, as it seems to be more closely related to affective
organizational commitment if compared with the other two dimensions of
organizational commitment: normative and continuance (Saks & Gruman, 2011).
Researchers urged that engagement contains a component of organizational
commitment embedded within the construct (Macey & Schneider, 2008; Shuck
et al., 2013). Guest, D.E. (2014) argued as well that an integrated system of
human resources management policies, practices, and procedures must clearly
incorporate engagement.

Employee engagement and talent retention are two critical factors which
contribute to the success and growth of organizations in today’s competitive
business environment (James, Frank, & Theodore, 2002). James et al. (2002)
urged as well that employee engagement and talent retention are closely related,
as engaged employees are more likely to be satisfied and motivated in their roles,
leading to a higher level of productivity, innovation, and overall job performance.
A study developed by Deepika and Sampurna (2018) concluded that one of the
most effective tools for ensuring employees’ engagement and commitment to
their work is talent management, which supports in retaining talents through the
coordination of talent management practices and employee engagement
initiatives. The study concluded as well that when employees are engaged, they
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tend to develop a strong emotional connection with their work and the
organization, which in turn increases their loyalty and commitment to remain in
the organization. Moreover, another study developed by Kossyva, D. et al. (2023)
aimed to explore talent retention in knowledge-intensive industries through
investigating the mediating processes between the existence and application of
human resource management and employee turnover. The study was performed
on a sample of one hundred and sixty-eight talented employees in over six
European countries. The study demonstrated that talented employees are engaged
in both their work and the organization at cognitive, emotional, and behavioral
engagement levels, and in other words, highly engaged and talented employees
are not willing to leave their work and their organization. The study results
indicated that knowledge-intensive services organizations may achieve higher
talent retention through the interaction of human resource management with
knowledge management and change management practices. This interaction may
lead to enhanced employee engagement. These studies support the researcher’s
proposed hypothesis covering the positive relation between employee
engagement and talent retention and answer the researcher’s main question that
there is an impact of employee engagement on talent retention in the Egyptian
petroleum sector organizations. Employee engagement influences other variables
beside talent retention such as organizational performance, productivity,
financial performance, individual attitudes, behavior, and performance (Harter,
Schmidt, & Hayes, 2002; Richman, 2006). A study developed by Moussa M.
(2013) to investigate the reasons for the high turnover through examining
selected antecedents of employee engagement in Saudi Arabia’s nationals versus
non-Saudis’. The study was performed on a sample of one hundred and four
employees in the healthcare and information technology industries in Saudi
Arabia. The study results indicated that job characteristics and rewards have a
positive relationship with employee engagement. The study findings revealed as
well that job characteristics induce employee engagement, while reward and
recognition induce organizational engagement. Based on the literature, high
levels of employee engagement will result in higher levels of talent retention
within the organization. Therefore, the following hypothesis is proposed:

H1: Employee engagement is positively related to talent retention.
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Job Embeddedness and Employee Engagement

Allen D. (2006) urge that engaged employees are more likely to develop a
sense of belonging and commitment to their organization. This emotional
connection enhances job embeddedness. Engagement fosters collaboration and
positive relationships among employees. These social ties contribute to job
embeddedness, as employees feel more integrated into their workplace. Holtom
et al. (2006) urge that when employees feel that their organization values the
complexity of their lives and tries to support them in this regard trying to balance
all the conflicting demands, employees then tend to be more productive and
remain with their organizations longer. Job embeddedness captures some of this
complexity by measuring both on the job and off the job components that most
contribute to an employee to retain in the organization. Saks (2006) suggests that
work engagement is associated with an individual’s attitudes, intentions and
behaviors, therefore, engaged employees are likely to be more attached to their
organizations and would have a lower attitude towards leaving their job,
moreover, engaged employees often align their personal values with the
organization’s mission, improving their perceived fit. This alignment increases
job satisfaction and embeddedness. High levels of engagement can lead to a
greater perception of what employees would lose if they left the organization,
such as relationships and career development opportunities, thereby enhancing
job embeddedness. Engaged employees tend to perform better, leading to more
opportunities for professional growth and investment in the organization, which
further embeds them in their roles (Schaufeli & Bakker, 2004). Shuck et al.
(2017) found a positive correlation between employee engagement and job
embeddedness suggesting that organizations should prioritize engagement
initiatives to strengthen employees' ties to their roles. Organizations that focus
on improving employee engagement can expect to see a corresponding increase
in job embeddedness, leading to higher overall productivity. The longitudinal
study emphasizes the need for continuous engagement efforts, particularly in
high-turnover environments. Based on the literature, high levels of employee
engagement will result in higher levels of job embeddedness within the
organization. Therefore, the following hypothesis is proposed:

H2: Employee engagement is positively related to job embeddedness.
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Talent Retention and Job Embeddedness

Mitchell et al. (2001a) suggest that analyzing job embeddedness differs
from traditional models for predicting turnover because it focuses on employee
retention rather than employee turnover. These ideas challenge the conventional
wisdom that dissatisfied people leave and money makes them stay. People often
leave for reasons unrelated to their jobs. In many cases, unexpected events or
shocks are the cause. Employees also often stay because of attachments and their
sense of fit, both on the job and in their community. This view is supported by
Mitchell et al. (2001), who found that job embeddedness predicted turnover
better than the traditional job attitude models. Therefore, the theory of job
embeddedness focuses on keeping employees in the organization rather than
keeping them from leaving for other organizations (Mitchell, Holtom, & Lee,
2001a). Employees’ job embeddedness and work engagement are starting to be
recognized as important factors in retaining valuable talented employees and are
seen to offer organizations a competitive advantage (Bakker, Schaufeli, Leiter &
Taris, 2008; Mitchell et al., 2001a).

Mitchell et al. (2001) and Schaufeli & Bakker (2004) suggest that turnover
intention can be driven by a lack of embeddedness and a disengaged workforce.
A study by Halbesleben & Wheeler (2008) using a sample of US employees from
a wide variety of industries and occupations (N = 587), their supervisors, and
their closest co-worker reported a significant relationship between work
engagement, job embeddedness, and turnover intention. In terms of job
embeddedness and turnover intention, Mitchell et al. (2001) reported that people
who are embedded in their jobs have less intent to leave the organization, while
Halbesleben (2010) found a significant relationship between work engagement
and turnover intention.

Embeddedness and engagement have become popular concepts that
promote employee retention (Halbesleben & Wheeler, 2008). Job embeddedness
is a combination of forces that keep an individual from leaving the job (Mitchell
et al., 2001). Whereas work engagement represents a positive work-focused
psychological state that keeps an employee in the job (Schaufeli et al., 2002).
Research has found a significant negative relationship between job
embeddedness and turnover intention (Allen, 2006; Crossley et al., 2007;
Halbesleben & Wheeler, 2008). In addition, job embeddedness seems to predict
turnover more than combinations of perceived desirability and ease of movement
measures do (e.g., job satisfaction, organizational commitment, job alternatives,
and job search). Mitchell and Lee (2001) highlight as well the fact that highly
embedded and satisfied employees are less likely to search for alternative
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employment opportunities. On the other hand, embedded employees may feel
stuck in unfavorable jobs, experience frustration, or lose motivation due to fear
of losing connections with entities of the job or what they would have to give up
should they consider leaving their jobs (Crossley et al., 2007).

Based on the literature, high levels of job embeddedness will result in
higher levels of talent retention within the organization. Therefore, the following
hypothesis is proposed:

H3: Job Embeddedness is positively related to Talent Retention.

Talent Retention and Perceived Organizational Support:

Saks (2006) used the theory of social exchange to explain how individuals
would differ in their response according to how they perceive the antecedents
and whether employees would reciprocate with performance. The researcher
advised that employees tend to become loyal and trusting over time as long as
the organization is fair in applying procedures and resources; the relationship
between employee and organization is well defined. The study comprises (N
=102) employees working at different organizations and in different jobs. The
results showed that perceived organizational support had a significant positive
relationship with job and organizational engagement. The study also revealed
that job characteristics predict job engagement, while procedural justice predicts
organizational engagement. Procedural justice is an antecedent to perceived
organizational support; it predicts it as it means that perceived organizational
support is provided.

A study developed by Sabila et al. (2024) explores employee engagement's
role as a mediator in the influence of perceived organizational support on the
retention of pharmaceutical employees. The study method used is quantitative
cross-sectional. Purposive sampling was used with (N =212) employees from
private pharmaceutical companies. The mediation analysis results showed that
employee engagement plays a significant role as a partial mediator in enabling
companies to retain talented employees in the relationship between perceived
organizational support and employee retention. The key to employee retention
was found to be employee engagement, where retention management and
employee commitment can help acquire and retain the best talent. This study
provides insights into the importance of perceived organizational support and
employee retention in enhancing employee engagement. Employees nowadays
look for organizations which provide a fair and reasonable work environment
where everyone feels accepted, respected, and valued (Suliman & Al Kathairi,
2012). Fairness should be adopted not only because accuracy is not achievable
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but also because justice is an important societal value, and feelings of justice have
significant consequences for both the workplace and society as a whole. The
concept of organizational justice has become significant in social science since
1990; in addition, the majority of organizational justice studies have been
published during this period (Cohen & Spector, 2001). Justice has been
conceptualized based on three dimensions: distributive justice, procedural
justice, and interactional justice (Cropanzano et al., 2007). Distributive justice,
which is based on Adams's (1963) equity theory, refers to the perceived fairness
of outcomes such as promotion opportunities or financial rewards. It is predicted
to be related mainly to cognitive, affective, and behavioral reactions to particular
outcomes; thus, when a particular outcome is perceived to be unfair, it should
affect the person’s emotions, such as anger, happiness, pride, or guilt (Colquitt J.
etal., 2001).

Nowadays, talent retention has become a major issue for organizations to
maintain a competitive edge (Sahi & Mahajan, 2014). This is why organizational
justice has driven researchers to investigate its effects on employee attitudes and
behaviors (Bernerth & Walker, 2012). Such attitudes cover job satisfaction,
organizational commitment, and turnover intention (Colquitt et al., 2001). Many
researchers have investigated the influence of justice perception on employee
retention in various contexts and found that employees perceiving higher fairness
are less likely to leave the organization (DeConinck & Johnson, 2009; Nadiri &
Tanova, 2010).

Nadiri & Tanova (2010) investigated the relationship between
organizational justice perceptions, turnover intentions, job satisfaction, and
organizational citizenship behavior in the hospitality industry in North Cyprus.
The results showed that distributive justice tended to be a stronger predictor of
all of the study variables compared to procedural justice. Findings suggested that
the fairness of personal outcomes that employees receive may have a greater
impact on turnover intentions, job satisfaction, and organizational citizenship
behavior than the perceived fairness of organizational procedures. Mossua, M.
(2013) developed a study to investigate how perceived procedural justice and
exchange ideology influence employees’ commitment in Saudi private sector
organizations. The study was performed on one hundred and four of Saudi
employees. The study results demonstrated that perceptions of procedural justice
influenced employees’ commitment towards their organizations. Employees with
high exchange ideology who perceive procedural justice as unfair and fear the
loss of such fairness would consider staying with their organizations risky and
would intend to leave were not affectively committed toward their organizations,
whereas those with low exchange ideology who perceive procedural justice had
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a moderate or no relationship with affective commitment. Perceived
organizational justice is a prerequisite for organizational support; once
employees believe that such justice exists, they then believe they have
organizational support.

Wong & Wong (2017) explored the relationships between turnover
intention, perceived organizational support, and affective commitment by
developing a case study on a foreign-invested manufacturing company in China.
The study findings indicated that there is a positive relationship between
distributive justice, trust in organizations, job security, and employees’ intention
to stay. The results also indicated that perceived organizational support has an
impact on affective commitment instead of affecting turnover intention directly.

Based on the literature, high levels of perceived organizational support will
result in higher levels of employee engagement, which will result in a higher
level of talent retention within the organization. Therefore, the following
hypothesis is proposed:

H4: Perceived organizational support will moderate the relation
between employee engagement and talent retention.

Job Embeddedness as a mediator between employee engagement
and talent retention:

Job embeddedness is defined as the extent to which employees feel
connected to their organization and community (Mitchell & Holtom, 2001).
Previous research demonstrated a positive relationship between employee
engagement and job embeddedness (Saks, 2006). Following Saks (2006),
employees who are engaged tend to form strong connections and feel a strong
alignment with their organization, which increases their overall sense of
embeddedness. As a result, greater job embeddedness leads to improved talent
retention since employees who feel more connected perceive leaving as a more
significant loss (Allen et al., 2010). This indicates that job embeddedness might
play a mediating role in the relationship between employee engagement and
talent retention. Meyer and Allen (1993) offer a framework that connects
engagement and job embeddedness within the larger scope of organizational
commitment. They categorize commitment into three categories: affective,
continuance, and normative. By associating job embeddedness with these types
of commitment, they demonstrate that embeddedness can strengthen affective
commitment, resulting in better retention rates. Their suggestions highlight the
importance of holistic strategies that promote both engagement and
embeddedness, including mentorship programs and opportunities for career
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development. Holtom et al. (2006) contributed significantly to the understanding
of job embeddedness by classifying it into three dimensions: links, fit, and
sacrifice. The link dimension reflects the social connections employees have
within the organization. Strong social ties can lead to increased job
embeddedness and may reduce turnover, while the fit dimension reflects
employees who perceive a strong alignment between their personal values and
the organization's culture experience greater embeddedness, which enhances
their commitment, and the third dimension of sacrifice represents the perceived
costs associated with leaving, such as lost relationships and benefits, which
reinforce job embeddedness. Holtom et al. (2006) argue as well that job
embeddedness not only influences retention but also may mediate the impact of
engagement on retention. Bakker et al. (2008) argue that job embeddedness is
linked to the organization and the workplace; hence, higher levels of job
embeddedness are associated with a lower desire to leave the organization. On
the other hand, work engagement is more closely tied to energy and
psychological attachment to one's job; consequently, individuals who are more
involved with their work may be unwilling to disengage due to invested energy
and high degrees of identification with the job. A study developed by Takawira,
N. et. al. (2014) to explore the relationship between job embeddedness, work
engagement, and turnover intention of staff in a higher education institution. A
cross-sectional quantitative survey was conducted on a non-probability
purposive sample (N = 153) of academic and non-academic staff in a South
African higher education institution. Correlational analyses revealed significant
relationships between job embeddedness, work engagement, and turnover
intention. Multiple regression analyses showed that organizational links and
dedication significantly and negatively predict turnover intention. Previous
research indicates that employee engagement significantly predicts job
embeddedness, which in turn predicts talent retention. As an example, studies
have shown that organizations which promote high levels of engagement also
report higher job embeddedness, and as a consequence, lower turnover intentions
among employees were detected (Holtom et al., 2006). Lee et al. (2012) also
anticipated that high levels of job embeddedness first reduce employees’
turnover intentions, which, subsequently, relate to actual turnover. The research
concluded that managers should react in a timely manner to low job
embeddedness indicators before it escalates into a tide of withdrawal cognitions
and subsequent behavior. Moreover, managers may consider alternative
approaches to improving employee performance, which may further retain
employees in organizations.

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

oo



(2025) silg 4 2220 5 Aaa (Aluiyly Ao Laia¥) pglall) Ly) cluhill Jiae dnals Alas

Based on the literature, high levels of job embeddedness will result in
higher levels of employee engagement which will result is higher level of talent
retention within the organization. Therefore, the following hypothesis is
proposed:

HS: Job Embeddedness will mediate the relation between employee
engagement and talent retention.

Research Methodology

Research Design

The hypotheses investigated in this study were tested by conducting a
quantitative study that used a survey as the form of data collection. Data was
collected anonymously using a Survey Monkey questionnaire. A cross-sectional
study is applied in this study, as the data were gathered just once over a period
of two weeks in order to answer research questions.

A probability sampling technique is applied for the selection of a sample
from a well-defined population of the Egyptian petroleum sector organizations.
A stratified random sampling procedure is applied as a selected segment (talent)
within the petroleum sector organizations is considered as the target layer to
respond to the questionnaires. A closed-ended questionnaire was developed to
cover talents working on selected organizations from the Egyptian petroleum
sector covering a wide spectrum of specialties such as engineering, construction,
production, refining, petrochemical, and maintenance. From a specified
confidence level of 95% and 5% error, the minimum sample size calculated from
the total population of 194000 employees is 384 employees (Krejcie & Morgan,
1970). Prior to the distribution of the questionnaire, a pilot study of the
questionnaire was conducted to test for accuracy relating to time allocation on
forty-one employees from different Egyptian petroleum sector organizations,
clarity of the questions, and the respondent’s responses.

Research Proposed Conceptual Framework

After reviewing previous literature, the researcher seeks to construct the
following research proposed conceptual framework with the support of job
embeddedness theory as one of the motivational theories to represent all the
research variables and constructs extracted from both of the reviewed literature
and to identify the expected trends of relations between each of them:
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Figure 1: Research Proposed Conceptual Framework

Source: Prepared by the Researcher

Research Measurements and Instrument Development

The questionnaire is anchored on a 5-point Likert scale; the response
categories ranging from (1-strongly disagree to 5-strongly agree).

For talent retention, 11 items were adopted from the study of Kyndt et al.
(2009) with Cronbach’s Alpha is 0.91.

For Job Engagement, 4 items were adopted from the study of (Moussa,
2013) with Cronbach’s Alpha of 0.76 based on the surveys developed by ( Saks,
2006), and for organization engagement, 5 items were adopted from the study of
(Moussa, 2013) with Cronbach’s Alpha of 0.92 based on the survey developed
by ( Saks, 20006).

For Job embeddedness, 7 items were adapted by Crossley et. al. (2007).
Cronbach’s Alpha for the job embeddedness scale is 0.88, and For Perceived
Organizational support, 6 items were selected which were adopted from the study
of (Moussa, 2013) with Cronbach’s Alpha of 0.89 based on the survey developed
by ( Saks, 2006).
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Statistical Analysis Tools:

Descriptive statistical analyses, and correlation analyses between the
variables were conducted with the SPSS statistical software program (version
20.0).

Data Analysis, Findings and Discussions:

Analyzing Descriptive Statistics of Research Variables

Descriptive statistics provide a foundational overview of the data collected
from the 470 talented employees surveyed, covering different specialties of the
Egyptian petroleum sector organizations such as engineering, construction,
production, refining, petrochemical, and maintenance. By summarizing the
central tendencies, variability, and distribution of responses, insights could be
gained into the current state of employee engagement and talent retention, the
role of job embeddedness as a mediator, and the role of perceived organizational
support as a moderator.

Talent Retention Item Descriptive Statistics:

Talent Retention Total Scale:
Table 1: Talent Retention Total Scale

N | Min. | Max. | Mean | SD | Lower | Upper | Mediation | Interquartile
Bond | Bond Range
470 | 9.1 | 88.6 | 54.18 | 0.64 | 52.93 | 55.44 54.5 20.4

Source: Result of the statistical analysis

Table 1 illustrates talent retention total scale within the Egyptian petroleum
sector organizations. The wide range (from 9.1% to 88.6%) indicates significant
variability in how different employees perceive their retention. Some employees
feel very secure in their positions, while others feel quite the opposite. The mean
retention rate of 54.18% suggests that, on average, employees have a moderate
level of retention. The lower and higher confidence intervals (52.93% to 55.44%)
indicate a range within which the real mean retention rate may be reasonably
determined.
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Employee Engagement Item Descriptive Statistics:

Employee Engagement Total Scale:
Table 2: Employee Engagement Total Scale

N |Min | Ma | Mea | SD | SE | Lowe | Uppe | Mediati | Interquarti
X. n M r r on le Range
Bond | Bond
471 0 | 100 | 63.7 | 16.5 | 0.76 | 62.25 | 652 | 66.70 22.20
0 4 0 4

Source: Statistical Analysis Results

Table 2 illustrates the employee engagement total scale statistical results
of the respondents within the Egyptian petroleum sector organizations. The
minimum engagement score of 0% indicates that some employees may feel
completely disengaged, while the maximum score of 100% shows that others are
fully engaged. This wide range suggests diverse employee experiences within the
Egyptian petroleum sector organizations. The mean engagement score of 63.74%
indicates a moderate level of engagement overall. This suggests that, on average,
employees are somewhat engaged, but there is room for improvement.

Job Embeddedness Item Descriptive Statistics:

Job Embeddedness Total Scale:
Table 3: Job Embeddedness Total Scale

N | Min | Max | Mea | SD SE | Lowe | Uppe | Mediatio | Interquartil
n M r r n e Range
Bond | Bond
47 0 100 | 54.3 | 20.8 | 0.96 | 52.45 | 56.23 53.60 28.50
0 4 9

Source: Statistical Analysis Results

Table 3 illustrates the job embeddedness total scale statistical results of the
respondents within the Egyptian petroleum sector organizations. The minimum
score of 0% indicates some employees may feel fully unembedded in their jobs,
while the maximum score of 100% indicates that others feel fully integrated into
their roles and the organization. The mean job embeddedness score of 54.34%
shows that, on average, employees have a moderate sense of job embeddedness.
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This suggests that many employees feel somewhat connected to their roles and
the organization, but there is potential for improvement. This suggests that while
many employees are engaged and embedded in their roles, targeted efforts are
needed to enhance embeddedness and retention across their organizations.

Perceived Organizational Support Item Descriptive Statistics:

Perceived Organizational Support Total Scale:
Table 4: Perceived Organizational Support Total Scale

N | Min | Max | Mea | SD SE | Lowe | Uppe | Mediatio | Interquartil
. . n M r r n ¢ Range
Bond | Bond
47 0 100 | 50.0 | 22.2 | 1.03 | 49.99 | 50.02 50.00 29.20
0 1 4

Source: Statistical Analysis Results

Table 4 illustrates the perceived organizational support total scale
statistical results of the respondents within the Egyptian petroleum sector
organizations. The minimum score of 0% indicates some employees may feel
fully unsupported from their organizations, while the maximum score of 100%
indicates that others feel fully supported. The mean perceived organizational
support score of 50.01 shows that, on average, employees have a moderate sense
of perceived organizational support. This indicates that while some employees
feel adequately supported, many do not, which could impact their overall
engagement and retention. Given that 50% is a moderate mean, the significant
variability indicates that many employees may feel unsupported. This could lead
to increased turnover intentions, especially among those who perceive low levels
of support. Organizations must address the needs of these employees to enhance
retention.
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Hypotheses Testing:
H1: Employee engagement will have a positive impact on talent
retention.

Regression of talent retention on employee

engagement
100.0
S
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Employee Engagement

Figure 2: Regression of Employee Engagement on Talent Retention

Table 5: Regression analysis Results of Employee Engagement on Talent
Retention

Regression Equation Y =0.5367X +19.973
Where; (Y) is the Talent Retention, and
(X) is employee engagement

P value (Probability Value) 0.00 (Less than 0.001)
Spearman's rho Correlation | 0.64
coefficient

Source: Statistical Analysis Results

Table 5 and figure 2 illustrate the regression analysis results of employee
engagement on talent retention of the respondents within the Egyptian petroleum
sector organizations. The slope of the developed regression equation of 0.5367
indicates that for every one-unit increase in employee engagement, talent
retention increases by approximately 0.5367 units. This positive relationship
supports the study hypothesis that higher employee engagement will improve
talent retention. A p-value of 0.000 indicates that the results are statistically
significant at any conventional alpha level (e.g., 0.05 or 0.01). This means that
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there is strong evidence to reject the null hypothesis, affirming that there is a
statistically significant positive impact of employee engagement on talent
retention. The Spearman’s rho coefficient is calculated at 0.64. This indicates a
strong positive correlation between employee engagement and talent retention.
A coefficient of 0.64 suggests that as employee engagement increases, talent
retention also tends to increase significantly. This finding reinforces the idea that
engaged employees are more likely to remain with the organization. In summary,
the statistical analysis reveals a significant positive relationship between
employee engagement and talent retention, as demonstrated by the regression
equation, Spearman’s rho correlation coefficient, and the p-value. These findings
contribute to the understanding of how enhancing employee engagement can
improve talent retention within the Egyptian petroleum sector organizations.

H2: Employee engagement will have a positive impact on job

embeddedness.
Regression of Job Embeddedness on Employee
E
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Figure 3: Regression of job Embeddedness on Employee Engagement
Source: Statistical Analysis Results
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Table 6: Regression Analysis Results of Job Embeddedness on Employee
Engagement

Regression Equation Y =0.8103X + 2.6873
Where; (Y) is the Job Embeddedness,
and (X) is employee engagement

P value (Probability Value) 0.00 (Less than 0.001)
Spearman's rho Correlation | 0.62
coefficient

Source: Statistical Analysis Results

Table 6 and figure 3 illustrate the regression analysis results of employee
engagement on job embeddedness of the respondents within the Egyptian
petroleum sector organizations. The slope of the developed regression equation
of 0.8103 indicates that for every one-unit increase in employee engagement, job
embeddedness increases by approximately 0.8103 units.

This positive relationship supports the study hypothesis that higher
employee engagement will improve job embeddedness. A p-value of 0.000
indicates that the results are statistically significant at any conventional alpha
level (e.g., 0.05 or 0.01). This means that there is a strong evidence to reject the
null hypothesis, affirming that there is a statistically significant positive impact
of employee engagement on job embeddedness. The Spearman’s rho coefficient
is calculated at 0.62. This indicates strong positive correlation between employee
engagement and job embeddedness. A coefficient of 0.62 suggests that as
employee engagement increases, job embeddedness also tends to increase
significantly. This finding reinforces the idea that engaged employees are more
likely to remain with the organization. In summary, the statistical analysis reveals
a significant positive relationship between employee engagement and job
embeddedness, as demonstrated by the regression equation, Spearman’s rho
correlation coefficient, and the p-value. These findings contribute to the
understanding of how enhancing employee engagement can lead to higher job
embeddedness, which in turn may improve talent retention within the Egyptian
petroleum sector organizations.
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H3: Job embeddedness will have a positive impact on talent retention
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Figure 4: Regression of Talent Retention on Job Embeddedness Source:
Statistical Analysis Results

Table 7: Regression Analysis Results of Talent Retention on Job
Embeddedness

Regression Equation Y =0.4875X + 27.695
Where; (Y) is talent retention, and (X)
is Job embeddedness

P value (Probability Value) 0.00 (Less than 0.001)
Spearman's rho Correlation | 0.74
coefficient

Table 7 and figure 4 illustrate the regression analysis results of talent
retention on job embeddedness of the respondents within the Egyptian petroleum
sector organizations. The slope of the developed regression equation of 0.4875
indicates that for every one-unit increase in job embeddedness, talent retention
increases by approximately 0.4875 units. This positive relationship supports the
study hypothesis that higher job embeddedness will improve talent retention. A
p-value of 0.000 indicates that the results are statistically significant at any
conventional alpha level (e.g., 0.05 or 0.01). This means there is strong evidence
to reject the null hypothesis, affirming that there is a statistically significant
positive impact of job embeddedness on talent retention. The Spearman’s rho
coefficient is calculated at 0.74. This indicates a strong positive correlation
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between job embeddedness and talent retention. A coefficient of 0.74 suggests
that as job embeddedness increases, talent retention also tends to increase
significantly. In summary, the statistical analysis reveals a significant positive
relationship between job embeddedness and talent retention, as demonstrated by
the regression equation, Spearman’s rho correlation coefficient, and the p-value.
These findings contribute to the understanding of how job embeddedness is
crucial to talent retention within the Egyptian petroleum sector organizations.
H4: Perceived organizational support will moderate the relation between
employee engagement and talent retention.

SPSS output of Multiple Regression Model:

Variables Entered/Removed®

Variables
Model Variables Entered Removed Method
1 [Interaction Employee Engagement and Perceived Organizational Enter
Support centered, Employee Engagement centered
a. Dependent Variable: Talent retention total scale
b. All requested variables entered.
Model Summary
Adjusted R | Std. Error of the
Model R R Square Square Estimate
1 722° 521 518 9.62461
a. Predictors: (Constant), Interaction Emp Eng & P Org Supp, Perceived Organizational Support centered, Employee Engagement
ANOVA?
Sum of
Model Squares df Mean Square F Sig.
1 Regression 46906.252 3 15635.417 | 168.789 000°
Residual 43167.005| 466 92633
Total 90073.257| 469

a. Dependent Variable: Talent retention total scale
b. Predictors: (Constant), Interaction Emp Eng & P Org Supp, Perceived Organizational Support centered, Employee Engagement centered

Coefficients’
Unstandardized | Standardized
Coefficients Coefficients Conclusion

Model B Std. Error Beta t P Value
1 (Constant) 54.188 0.488 111.09 | 0.00000

Employee Engagement centered 0.354 0.032 422 10.93 | 0.00000 [P< 0.001 Highly Significant

Perceived Organizational Support 0.249 0.024 399 10.44 | 0.00000

centered P <0.001 Highly Significant

Interaction Emp Eng & P Org Supp 0.000 0.001 -001 -0.02 | 0.98187 |P>0.05 Non Significant

a. Dependent Variable: Talent retention total scale
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The results of the multiple regression showed a significant main effect of
employee engagement on talent retention (B1 = 0.354, standard error = 0.032, p
< 0.001), indicating that increasing employee engagement will increase talent
retention. There was also a significant main effect of perceived organizational
support on talent retention (B2 = 0.249, standard error = 0.024, p < 0.001),
indicating that increasing perceived organizational support leads to increasing
talent retention. Both employee engagement and perceived organizational
support have significant positive relationships with talent retention. This
suggests that increasing either factor is associated with higher talent retention
among employees. However, there is non-significant interaction between
employee perceived organizational support and employee engagement (B3 =
0.00, standard error = 0.001, p = 0.98), indicating a non-moderating effect of
perceived organizational support on the relation of employee engagement and
talent retention. In other words, the impact of employee engagement on talent
retention is not affected by the level of perceived organization support. Reject
H4.

Visualization of the moderation effect:

To visualize the fact of no moderation effect of perceived organizational
support (POS) the sample will be classified to three groups according to the
reported perceived organizational support, Low (<35), Medium from (35 to <
70) and High perceived organizational support will be from (70 or higher).

Frequency %
Low POS 113 20.04
Medium POS 229 48.72
High POS 128 27.23

One of the most common ways to visualize an interaction is to plot the
predicted values of the outcome variable for different levels of the predictors.
The scatter plot of employee engagement and talent retention is drawn for each
group separately.
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Figure 5: Employee Engagement and Talent Retention at Low POS Source:

Talent Retention

90.0 4
80.0
70.0
60.0 -
50.0 -
40.0 ~
30.0 -

Statistical Analysis Results

Employee Engagement and Talent Retention at Medium POS

20.0 + V'S
10.0 Y = 0.5009X + 22.247

0-0 T T T T T T T T T 1
0.0 10.0 200 300 40.0 50.0 60.0 70.0 80.0 90.0 100.0

Employee Engagement

(Examining the Impact ....)

Figure 6: Employee Engagement and Talent Retention at Medium POS

Source: Statistical Analysis Results
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Figure 7: Employee Engagement and Talent Retention at High POS
Source: Statistical Analysis Results

It is clear that there are no noticeable differences between the trends in the

three graphs, confirming the multiple regression conclusion of no moderating
role of perceived organizational support on employee engagement and talent

retention.
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HS: Job embeddedness will mediate the relation between employee
engagement and talent retention.

First Regression:

Dependent Variable: Job Embeddedness
Predictor Variable: Employee Engagement

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 0.640° 410 409 16.05898

a. Predictors: (Constant), Employee Engagement total scale

ANOVA’®
Model Sum of Squares df Mean Square F Sig.
1 Regression 83912.271 1 83912.271 325.379 000°
Residual 120692.935 468 257.891
Total 204605.206 469
a. Dependent Variable: Job Embeddednesstotal scale
b. Predictors: (Constant), Employee Engagement total scale
Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 2671 2.959 .903 367
Employee 811 .045 .640 18.038 .000
Engagement total
scale

a. Dependent Variable: Job Embeddednesstotal scale
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Second Regression:
Dependent Variable: Talent Retention
Predictor Variable: Employee Engagement

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 639° 409 407 10.66869
a. Predictors: (Constant), Employee Engagement total scale
ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 36805.007 1 36805.097 323.360 000°
Residual 53268.160 468 113.821
Total 90073.257 469
a. Dependent Variable: Talent retention total scale
b. Predictors: (Constant), Employee Engagement total scale
Coefficients®
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 19.965 1.966 10.158 .000
Employee 537 .030 .639 17.982 .000
Engagement total
scale

a. Dependent Variable: Talent retention total scale
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Third Regression:
Dependent Variable: Talent Retention
Predictor Variable: Job Embeddedness

Model Summary

Std. Error of the
Model R R Square Adjusted R Square Estimate
1 73%5° .540 539 9.41283
a. Predictors: (Constant), Job Embeddedness total scale
ANOVA®
Model Sum of Squares df Mean Square F Sig.
1 Regression 48607.791 1 48607.791 548.612 000°
Residual 41465.466 468 88.601
Total 90073.257 469
a. Dependent Variable: Talent retention total scale
b. Predictors: (Constant), Job Embeddednesstotal scale
Coefficients’
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 27.698 1.211 22.867 .000
Job 487 021 735 23.422 .000
Embeddednessto

a. Dependent Variable: Talent retention total scale
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Fourth Regression:
Dependent Variable: Talent Retention
Predictor Variables: Employee Engagement and Job Embeddedness

Model Summary
Std. Error of the
Model R R Square Adjusted R Square Estimate
1 767° 588 .586 8.91495

a. Predictors: (Constant), Job Embeddednesstotal scale, Employee Engagement total scale

ANOVA’
Model Sum of Squares df Mean Square F Sig.
1 Regression 52957.769 2 26478.884 333.167 000°
Residual 37115.488 467 79.476
Total 90073.257 469

a. Dependent Variable: Talent retention total scale
b. Predictors: (Constant), Job Embeddedness total scale, Employee Engagement total scale

Coefficients’
Standardized
Unstandardized Coefficients Coefficients
Model B Std. Error Beta t Sig.
1 (Constant) 18.988 1.644 11.551 .000
Employee 240 032 .286 7.398 .000
Engagement total
scale
Job .366 .026 .551 14.256 .000
Embeddednesstotal
scale
a. Dependent Variable: Talent retention total scale
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Conclusion of the Mediation Analysis:

A significant direct relationship between employee engagement (EE) and
job embeddedness (JE). Job embeddedness is established from the first
regression (B=0.811 and P < 0.001). A significant direct relationship between
employee engagement (EE) and talent retention (TR) is established from second
regression (B=0.537 and P < 0.001). Introduction of job embeddedness (JE) as
a predictor with employee engagement (EE) in fourth regression showed that
the relationship between employee engagement (EE) and talent retention (TR)
is still significant (B=0.24 P <0.001). Notice the large reduction in coefficient
B from 0.537 when it was considered alone to only 0.24 when it was controlled
by job embeddedness (JE). To assess the significance of the mediation effect
Sobel test is applied. The test is a statistical method used to assess the
significance of the mediating variable in a mediation analysis.

Mediator
a (y/' \‘(sh)
¢ »| DV

The Sobel test statistic is calculated using the following formula:

Z-value = a*b/SQRT (b2*sa2 + a2*sb2)

Where:

Z.: is the Sobel test statistic.

a: is the unstandardized regression coefficient for the effect of the
independent variable (employee engagement) on the mediator (job
embeddedness).

b: is the unstandardized regression coefficient for the effect of the mediator
(job embeddedness) on the dependent variable (talent retention).

sa: is the standard error of the coefficient a.

sb: is the standard error of the coefficient b.

Z 11.18
P value 0.000 P <0.001 Highly Significant

v

Hence Job embeddedness (JE) is indeed mediating the relation between
Employee Engagement(EE) and Talent Retention (TR).
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Research Results and Discussions:

The analysis confirmed a positive relationship between employee
engagement and talent retention (H1), where P < 0.001 (highly significant). This
indicates that higher levels of engagement lead to greater retention among
employees, supporting the idea that engaged employees are more committed and
less likely to leave. The confirmed positive relationship underscores as well the
significance of creating an engaging work environment. Engaged employees are
more likely to feel a sense of belonging and commitment to their organization,
thereby reducing turnover rates. Moreover, this result was found to be online with
other studies which concluded that high levels of employee engagement will
result in higher levels of talent retention within an organization (Shantz et al.,
2016; Albrecht & Marty, 2017; Chopra & Sahoo, 2023).

The second hypothesis was also confirmed a significant positive
relationship between employee engagement and job embeddedness, as
demonstrated by the regression equation, Spearman’s rho correlation coefficient,
and the p value of (P <0.001 highly significant). These findings contribute to the
understanding of how enhancing employee engagement can lead to higher job
embeddedness, which in turn may improve talent retention within the Egyptian
petroleum sector organizations. Enhancing both employee engagement and job
embeddedness by the sector organizations requires creating a supportive work
environment and aligning the organizational goals with employee values.
Organizations should regularly assess employee engagement and job
embeddedness levels through surveys and feedback mechanisms, allowing for
continuous improvement and adaptation of strategies. Moreover, this result was
found to be online with other studies which asserted that high levels of employee
engagement will result in higher levels of job embeddedness within an
organization (Saks A, 2006; Shuck et al., 2017).

The third hypothesis was also confirmed, showing a positive relationship
between job embeddedness and talent retention (H3). This supports the concept
that when an organization develops a strong social connection, ensures good fit
with employees, and highlights the expected sacrifices associated with leaving,
the organization can enhance retention. Understanding this relationship can
support the sector organizations to develop strategies to retain their talents and
hence a more stable and effective workforce. Moreover, this result was found to
be online with other studies which asserted that high levels of job embeddedness
will result in higher levels of talent retention within an organization (Allen, 2006;
Crossley et al., 2007; Halbesleben & Wheeler, 2008).
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The fourth hypothesis regarding the moderating role of perceived
organizational support on the relation between employee engagement and talent
retention (H4) was rejected. The results of the multiple regression showed a
significant main effect of employee engagement on talent retention (p < 0.001),
indicating that increasing employee engagement will increase talent retention.
There was also a significant main effect of perceived organizational support on
talent retention (p < 0.001), indicating that increasing perceived organizational
support leads to increasing talent retention. Both employee engagement and
perceived organizational support have significant positive relationships with
talent retention. This suggests that increasing either factor is associated with
higher talent retention among employees. However, there is a non-significant
interaction between employee perceived organizational support and employee
engagement (p = 0.98), indicating non-moderating effect of perceived
organizational support on the relation of employee engagement and talent
retention. In other words, the impact of employee engagement on talent retention
is not affected by the level of perceived organizational support.

The fifth hypothesis regarding the mediating role of job embeddedness on
the relation between employee engagement and talent retention (HS5) was also
confirmed. This suggests that when employees are engaged, they develop
stronger ties to their jobs, which, in turn, increases their likelihood of staying
with the organization. Multiple regression analysis was utilized, particularly
focusing on the mediating role of job embeddedness on the relation between
employee engagement and talent retention. This analysis provided insights into
how much of the variance in talent retention could be explained by employee
engagement and job embeddedness.
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Conclusion:

This study investigated the impact of employee engagement on talent
retention in the Egyptian petroleum sector organizations with the mediating role
of job embeddedness and the moderating role of perceived organizational
support. The primary aim of the study was to examine the relationships between
employee engagement, job embeddedness, and perceived organizational support
on talent retention, from which the findings may contribute to the strength and
sustainability of the Egyptian petroleum sector organizations through developing
effective talent retention strategies, policies, and procedures which may secure
the skilled workforce for years to come. The study employed a quantitative
research design, using a sample of 470 employees covering the sector in different
types (public, investment, and joint venture) and representing as well different
specialties such as engineering, construction, production, refining,
petrochemical, operation, and maintenance.

The goals of this research were largely achieved. Of the five hypotheses
investigated, four were fully supported (H1, H2, H3, and HS5), and one was not
(H4). The findings indicated a positive impact of employee engagement on talent
retention (H1), a positive impact of employee engagement on talent retention
(H2), a positive impact of job embeddedness on talent retention (H3), and job
embeddedness mediates the relation between employee engagement and talent
retention (HS), while the moderating role of perceived organizational support on
the relation between employee engagement and talent retention was rejected
(H4).

Recommendations:

These results highlight the alert for the Egyptian petroleum sector
organizations to develop strategic recommendations to enhance employee
engagement, job embeddedness, and perceived organizational support, which
may improve talent retention in the sector organizations such as:

. Offering a competitive compensation package is one of the vital
strategies for talent retention within the sector organizations, especially in a
high-demand sector like petroleum, and the attractive wave from the
competitors in the Gulf area or in Europe is attracting the sector talents.
Talented individuals are more likely to remain with an organization that offers
competitive compensation reflective of their skills and the current market
value. Employees who feel adequately compensated for their work may be
less likely to seek opportunities elsewhere.
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o Organizations in the Egyptian petroleum sector should focus on
enhancing employee engagement strategies, as higher engagement levels are
associated with improved retention rates. This could involve initiatives such
as employee recognition programs, career advancement opportunities, and
adapting a positive workplace culture.

o Reducing formalities can create a more inclusive environment
where all employees, regardless of their position, feel comfortable sharing
their thoughts and suggestions. This inclusivity may enhance engagement and
retention. Organizations should benchmark engagement and retention metrics
against industry standards and best practices. This helps identify gaps and
areas for improvement.

. Enhancing transparency and positive communication with top
management within the sector organizations could improve talent retention.
This can be achieved through the establishment of open communication
channels, involving employees in the decision-making process as applicable,
and providing a transparent, clear path for the employees to be followed and
respected without exceptions. In addition, enhancing organizational culture
where feedback is respected, which will encourage employees to express their
thoughts and ideas without fear of negative consequences, may improve talent
retention.

o Organizations in the Egyptian petroleum sector should consider
implementing strategies to enhance job embeddedness through organizing
regularly team-building events or social gatherings to create a good
relationship among employees. This can enhance interpersonal relationships
and a sense of belonging. Adapting a culture of transparency where
organization goals, changes, and challenges are communicated openly to the
employees may enhance their job embeddedness as well, in addition to
implementing performance-based incentives that reward employees fairly
with transparent rules for their contributions to organizational success, and
hence talent retention

. Investing in comprehensive training programs on a transparent
basis for employees both locally and abroad to enhance their skills and
knowledge to cope with the rapid advancement in technology and to make
sure that employees are up to date with the latest update of the technology in
their fields. This approach may enhance employee engagement and job
embeddedness.

o Organizations in the Egyptian petroleum sector should consider
implementing strategies to improve perceived organizational support. The
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mean perceived organizational support score of 50.01% indicates that half of
employees feel a lack of support from their organizations. Increasing
perceived organizational support will be crucial for improving retention rates.
This could include transparent communication regarding organizational
policies and changes.

Suggestions for Future Research:

The study findings may pave the way for future research exploring specific
factors that lead to high engagement among the majority and the barriers faced
by the less engaged group within the sector organizations. The study findings
could lead to further research exploring specific dimensions of job embeddedness
(e.g., links, fit, sacrifice) and how they interact with employee engagement to
influence retention in the Egyptian petroleum sector organizations. The findings
suggest a need for further research to explore the specific factors that contribute
to low perceived organizational support. Understanding these factors can help
organizations tailor their support initiatives more effectively. The data could
serve as a foundation for further research into specific factors influencing
retention, such as job satisfaction, organizational culture, and career development
opportunities.

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

e



(2025) silg 4 2220 5 Aaa (Aluiyly Ao Laia¥) pglall) Ly) cluhill Jiae dnals Alas

References:

Albrecht, S., & Marty, A. (2017). Personality, Self-efficacy and Job
Resources and their Association with Employee Engagement. Human
Resource  Mnagament,  Vol. 31 No. 5, pp. 657-681.
https://doi.org/10.1080/09585192.2017.1362660

Allen, D. (2006). Do Organizational Socialization Tactics Influence
Newcomer Embeddedness and Turnover? Journal of Managament, 32(2),
237-256. https://doi.org/10.1177/0149206305280103

Bakker, A., Schaufeli, W., Leiter, M., & Taris, T. (2008). Work
Engagement: An Emerging Concept in Occupational Health. Work & Stress,
22, 187-200. https://doi.org/10.1080/02678370802393649

Bernerth, J., & Walker, H. (2012). Re-Examining the Workplace Justice to
Outcome Relationship: Does Frame of Reference Matter? Journal of
Management  Studies, Vol. 49 No. 5, pp.  945-969.
https://doi.org/10.1111/5.1467-6486.2010.00977.x

Boudreau, J., & Ramstad, P. (2005). Talenship, Talent Segmentation and
Sustainability: A new HR decision Science Paradigm for a New Definition.

Human Resource Management, 44, 129-136.
https://doi.org/10.1002/hrm.20054

Brief, A., & Howard, M. (2002). Organizational Behavior: Affect in the
Workplace. Annual Review of Psychology, 53.1, 279-307.
https://doi.org/10.1146/annurev.psych.53.100901.135156

Cardy, R., & Lengnick-Hall, M. (2011). Will They Stay or Will They Go?
Exploring a Customer Oriented Approach to Employee Retention. Journal
of Business and Psychology, Vol. 26 No. 2 pp. 213-217.
https://doi.org/10.1007/s10869-011-9223-8

Cascio, W., & Boudreau, J. (2016). The Research for Global Competence:
From International HR to Talent Management. Journal of World Business,
51(1), 103-114. https://doi.org/10.1016/j.jwb.2015.10.002

Chopra, A., & Sahoo, C. (2023). Exploring the Relationship between
Branding and Talent Retention: The Mediation Effect of Employee
Engagement. International Journal of Organizatioal Analysis, Vol. 32 No. 4,
pp. 702-720. https://doi.org/10.1108/IJOA-02-2023-3638

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

v



(2025) silg 4 2220 5 Aaa (Aluiyly Ao Laia¥) pglall) Ly) cluhill Jiae dnals Alas

— Cohen, C., & Spector, P. (2001). The Role of Justice in Organizations: A
Meta-Analysis. Organizational Behavior and Human Decision Processes,
86(2), 278-321. https://doi.org/10.1006/0bhd.2001.2958

— Collings, D., & Mellahi, K. (2009). Strategic Talent Management: A Review
and Research Agenda. Human Resource Management Review, Vol. 19 No.
4, pp. 304-313. https://doi.org/10.1016/j.hrmr.2009.04.001

— Colquitt, J., Conlon, D., Wesson, M., Porter, C., & Ng, K. (2001). Justice at
the Millennium: A Meta Analysis Review of 25 Years of Organizational
Justice Research. Journal of Applied Psychology, 86, 425-445.
https://psycnet.apa.org/doi/10.1037/0021-9010.86.3.425

— Cropanzano, R., David, E., & Stephen, W. (2007). The Management of
Organizational Justice. Academy of Management Perspectives, 34-48.
https://doi.org/10.5465/amp.2007.27895338

— Crossley, C., Bennett, R., Jex, S., & Burnfield, J. (2007). Development of a
Global Measure of Job Embeddedness and Integration into a Traditional
Model of Volunary Turnover. Journal of Applied Psychology, 92(4), 1031.
https://psycnet.apa.org/doi/10.1037/a0025569

— D'Armagnac, S., Guettiche, F., Janand, A., & Klarsfeld, A. (2020). French
Insight on Defining and Managing Talents. European Management Review,
Vol. 17 No. 2, pp. 449-465. https://dot.org/10.1111/emre.12371

— David , G., Allen, P., & James, M. (2010). Retaining Talent: Replacing
Misconception with Evidence Based Strategies. Academy of Management
Perspectives, 48-64. https://doi.org/10.5465/amp.24.2.48

— Deepika, P., & Sampurna, R. (2018). Talent Management and Employee
Engagement — A Meta-Analysis of their Impact on Talent Retention.
Industrial and Commercial Training, 50.4, 185-199.
https://doi.org/10.1108/ICT-09-2017-0073

— Gallardo-Gallardo, E., Liliana, A., & Pedro, G. (2017). Mapping
Collaboration Networks in Talent Management Research. Journal of
Organizational Effectiveness: People and Performance, 332-358. https:/
doi.org/ 10.1108/JOEPP-03-2017-0026

— Goncalves, C., & Bruno, B. (2023). The Role of Employer Branding and
Internal Marketing in Talent Attraction and Retention: An Applied Study in

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

foroe



(2025) silg 4 2220 5 Aaa (Aluiyly Ao Laia¥) pglall) Ly) cluhill Jiae dnals Alas

a Portuguese Metallurgical Industry. EuroMed Journal of Business, 1-35.
https://doi.org/10.1108/EMJB-07-2023-0173

— Halbesleben, J., & Wheeler, A. (2008). The Relative Roles of Engagement
and Embeddedness in Predicting Job Performance and Intention to Leave.
Work & Stress, 22(3), 242-256.
https://doi.org/10.1080/02678370802383962

— Harter, J.,, Schmidt, F., & Hayes, T. (2002). Business Unit Level
Relationship Between Employee Satisfaction, Employee Engagement, and

Business Outcomes: A Meta Analysis. Journal of Applied Psychology,
87(2), 268. https://psycnet.apa.org/doi/10.1037/0021-9010.87.2.268

— Holtom, B., Mitchell, T., & Lee, T. (2006). Increasing Human and Social
Capital by Applying Job Embeddedness Theory. Organizational Dynamics,
35(4), 316-331. http://dx.doi.org/10.1016/j.0rgdyn.2006.08.007

— James, K., Frank , L., & Theodore, L. (2002). Business unit Level
Relationship Between Employee Satisfaction, Employee Engagement, and
Business Outcome. Journal of Applied Psychology, Vol, 87, No. 2, 268-279.
https://psycnet.apa.org/doi/10.1037/0021-9010.87.2.268

— Kahn, W. (1990). Psychological Conditions of Personal Engagement and
Disengagement at Work. Academy of Management Journal, 33, 692-724.
https://doi.org/10.5465/256287

— Kossyva, D., Theriou, G., Aggelidis, V., & Sarigiannidis, L. (2023).
Retaining Talent in Knowledge Intensive Services: Enhancing Employee
Engagament Through Human Resource, Knowledge, and Change

Management. Journal of Knowledge Management.
http://dx.doi.org/10.1108/JKM-03-2022-0174

— Krejcie, R., & Morgan, D. (1970). Determining Sample Size for Research
Activities. Educational and Psychological Measurement. New York: Educ
Psychol Meas.

— Kyndt, E., Dochy, F., Michielsen, M., & Moeyaert, B. (2009). Employee
Retention: Organizational and Personal Perspectives. Vocations and
Learning, Vo. 2 No. 3 195-215. https://doi.org/10.1007/s12186-009-9024-7

— Kyndt, E., Govaerts, N., Dochy, F., & Baert, H. (2011). Influence of
Learning and Working Climate on the Retention of Talented Employees.

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

fores



(2025) silg 4 2220 5 Aaa (Aluiyly Ao Laia¥) pglall) Ly) cluhill Jiae dnals Alas

Journal of Workplace Learning, No.1 23 No. 1, pp. 35-55.
https://doi.org/10.1108/13665621111097245

— Lewis, R., & Hechman, R. (2006). Talent Management: A Critical Review.
Human Resource Management Review, Vo. 16 No. 2, pp. 139-154.
https://doi.org/10.1016/j.hrmr.2006.03.001

— Macey, W., & Schneider, B. (2008). The Meaning of Employee
Engagement. Industrial and Organizational Psychology, 1, 3-30.
https://doi.org/10.1111/§.1754-9434.2007.0002.x

— May, D., Gilson, R., & Harter, L. (2004). The Psychological Conditions of
Meaningfulness, Safety, and Availability and the Engagement of the Human
Spirit at Work. Journal of Occupational & Organizational Psychology, 77,
11-37. https://doi.org/10.1348/096317904322915892

— McDonnell, A. (2011). Still Fighting the "War for Talent"? Bridging the
Science Versus Practice Gap. Journal of Business and Psychology, Vo. 26
No. 2, pp. 169-173. https://doi.org/ 10.1007/s10869-011-9220-y

— McDonnell, A., Lamare, R., & Gunnigle, P. (2010). Developing Tomorrow's
Leaders- Evidence of Global Talent Management in Mutlinational
Enterprises. Journal of World Business, Vol. 45 No. 2, pp. 150-160.
https://doi.org/10.1016/j.jwb.2009.09.015

— Meyer, J., & Allen, N. (1993). A three Component Conceptualization of
Organizational Commitment. Human Resource Management Review, 1, 61-
98. https://doi.org/10.1016/1053-4822(91)90011-Z

— Michaels, E., Handfield-Jones, H., & Axelrod, B. (2001). The War for
Talent. Boston: Harvard Business School Publishing.

— Mitchell, T., & Holtom, B. (2001). Why People Stay: Using Job
Embeddedness to Predict Voluntary Turnover. Academy of Management
Journal, 44, 1102-1121. https://doi.org/10.5465/3069391

— Mitchell, T., & Lee, T. (2001). The Unfolding Model of Voluntary Turnover
and Job Embeddedness: Foundations for a Comprehensive Theory of

Attachment. Research in Organizational Behavior, Vol. 23, pp. 189-246.
https://doi.org/10.1016/S0191-3085(01)23006-8

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

o



(2025) silg 4 2220 5 Aaa (Aluiyly Ao Laia¥) pglall) Ly) cluhill Jiae dnals Alas

— Mitchell, T., Holtom, B., & Lee, T. (2001a). How to Keep Your Best
Employees: Developing an Effective Retention Policy. Academy of
Management Executive, 15(4), 96-109.
https://doi.org/10.5465/ame.2001.5897929

— Mitchell, T., Holtom, B., & Sablynski, C. (2001). Why People Stay: Using
Job Embeddedness to Predict Voluntary Turnover. Academy of
Management Journal, 44, 1102-1121. https://doi.org/10.5465/3069391

— Moussa, M. (2013). Effects of Perceived Justice and Exchange Ideology on
Employees' Affective Commitment: Evidence from Saudi Arabia.
International Journal of Business and Managament, 8§(15) 81-89.
https://doi.org/10.5539/ijbm.v8n15p8&1

— Moussa, M. (2013). Investigating the High Turnover of Saudi Nationals
Versus Non-Nationals in Private Sector Companies Using Selected
Antecedents and Consequences of Employee Engagement. International
Journal of Business and Management, Vol. 8 No. 18 41-52.
https://doi.org/10.5539/ijbm.v8n18p41

— Mpyers, M., & Van Woerkom, M. (2014). The Influence of Underlying
Philosophies on Talent Management: Theory, Implications of Practice, and
Research Agenda. Journal of World Business, Vol. 49 No. 2, pp. 192-203.
https://doi.org/10.1016/j.jwb.2013.11.003

— Nadiri, H., & Tanova, C. (2010). An Investigation of the Role of Justice in
Turnover Intentions, Job Satisfaction, and Organizational Citizenship

Behavior in Hospitality Industry. International Journal of Hospitality
Management, 29 (1), 33-41. https://doi.org/10.1016/5.1jhm.2009.05.001

— Newman, D., & Harrison, D. (2008). Been there, Bottled that: Are State and
Behavioral Work Engagement New and Useful Construct "Wines"?

Industrial and Organizational Psychology, I, 31-35.
https://doi.org/10.1111/j.1754-9434.2007.00003.x

— Rodrigues, C., & Sousa, B. (2024). The Role of Employer Branding and
Internal Marketing in Talent Attraction and Retention: An applied Study in
a Portuguese Metallurigal Industry. EuroMed Journal of Business, 1-35.
https://doi.org/10.1108/EMJIB-07-2023-0173

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

feuns



(2025) silg 4 2220 5 Aaa (Aluiyly Ao Laia¥) pglall) Ly) cluhill Jiae dnals Alas

— Sabila, Z., Gumelar, G., & Akbar, Z. (2024). Sustainable Workforce: The
Role of Employee Engagement on Perceived Organizational Support to
Employee  Retention. Journal of Psychology, 8(1), 65-85.
https://doi.org/10.26623/philanthropy.v8i1.9008

— Sahi, G., & Mahajan, R. (2014). Employees' Organizational Commitment
and its Impact on their Actual Turnover Behavior Through Behavioral
Intentions. Asia Pasific Journal of Marketing and Logistics, Vol. 26 No. 4,
pp. 621-646. https://doi.org/10.1108/APJIML-01-2014-0015

— Saks, A. (2006). Antecedents and Concequences of Employee Engagement.
Journal of Managerial Psychology, 21,600-619.
https://doi.org/10.1108/02683940610690169

— Saks, A., & Gruman, J. (2011). Performance Management and Employee
Engagement. Human Resource Management Review, 21, 123-136.
https://doi.org/10.1016/j.hrmr.2010.09.004

— Saks, A., & Gruman, J. (2014). What Do We Really Know about Employee
Engagement? Human Resource Development Quartely, Vol. 25, No. 2, pp.
155-182. https://doi.org/10.1002/hrdq.21187

— Saks, A., Macey, W., Gruman, J., Bakker, A., & Albrecht, S. (2015).
Employee Engagement, Human Resource Management Practices and
Competitive Advantage: An Integrated Approach. Journal of Organizational
Effectiveness, Vol. 2 No. 1, pp. 7-35. https://doi.org/10.1108/JOEPP-08-
2014-0042

— Schaufeli, W., & Bakker, A. (2004). Job Demands, Job Resources, and Their
Relationship with Burnout and Engagement: A multi-sample Study. Journal
of Organizational Behavior, 25, 293-316. https://doi.org/10.1002/j0b.248

— Shantz, A., Alfes, K., & Latham, G. (2016). The Buffering Effect of
Perceived Organizational Support on the Relationship between Work
Engagement and Behavioral Outcomes. Human Resource Management,
Vol. 55 No. 1, pp. 25-38. https://doi.org/10.1002/hrm.21653

— Shaw, J., Gupta, N., & Delery, J. (2005). Alternative Conceptualizations of
the Relationship between Voluntary Turnover and Organizational
Performance. Academy of Management Journal, Vol. 48, No. 1, pp. 50-68.
https://doi.org/10.5465/am;j.2005.15993112

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

E




(2025) silg 4 2220 5 Aaa (Aluiyly Ao Laia¥) pglall) Ly) cluhill Jiae dnals Alas

— Shuck, B., Adelson, J., & Reio, T. (2017). The Employee Engagement Scale:
Initial Evidence for Construct Validity and Implications for Theory and

Practice. Human Resource Management, Vol. 56 No. 6, pp. 953-977.
https://doi.org/10.1002/hrm.21811

— Shuck, B., Ghosh, R., Zigarmi, D., & Nimon, K. (2013). The jingle Jangle
of Employee Engagement: Further Exploration of the Emerging Construct
& Implications for Workplace Learning and Performance. Human Resource
Development Review, 12.1, 11-35.
https://doi.org/10.1177/1534484312463921

— Shuck, B., Twyford, D., Reio, T., & Shuck , A. (2014). Human Resource
Development Practices and Employee Engagement: Examining the
Connection with Turnover Intentions. Human Resource Development
Quarterly, Vol. 25 No. 2, pp. 239-270. https://doi.org/10.1002/hrdq.21190

— Suliman, A., & Al Kathairi, M. (2012). Organizational Justice, Commitment
and Performance in Developing Countries: The Case of the UAE. Employee
Relations, 35(1), 98-115. https://doi.org/ 10.1108/01425451311279438

— Swailes, S. (2013). The Ethics of Talent Management. Business Ethics. A
European Review, 22: 32-46. https://doi.org/10.1111/beer.12007

— Takawira, N., Coetzee, M., & Schreuder, D. (2014). Job Embeddedness,
Work Engagement and Turnover Intention of Staff in a Higher Education

Institution: An Exploratory Study. SA Journal of Human Resource
Management, 12(1), 10. https://hdl.handle.net/10520/EJC152856

— Wefald, A., & Downey, R. (2009). Job Engagement in Organizations: Fad,
Fashion, or Folderol? Journal of Organizational Behavior, 30, 141-145.
https://doi.org/10.1002/j0b.560

— Wong, Y., & Wong, Y. (2017). The Effects of Perceived Organizational
Support and affective Commiment on Turnover Intention: A Test of Two

Competing Models. Journal of Chinese Human Resource Management, Vol.
8 No. 1, pp. 2-21. http://dx.doi.org/10.1108/JCHRM-01-2017-0001

(Examining the Impact ....) Khaled El Badry - Prof. Dr. Mona Moussa

o



