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Abstract

Introduction

Creating a proper career program is the best way to enhance employees’ organizational

commitment; it motivates and retains them. This research aims to measure career growth’s

influence on turnover intention, mediated by employees’ commitment through self-reported

employees’ perceptions. This study identifies the key dimensions of organizational commit-

ment (affective, continuance and normative commitment) that mediate the relationship

between career growth and employee turnover intention exploring the indirect effects

between career growth and turnover intention. The relationship is examined among the pub-

lic sector employees in the Sultanate of Oman, a sector currently facing high turnover rates

and losing key skilled talent pool.

Methodology

Data collection was executed through an adopted questionnaire distributed among 500

employees of 38 government units within the Sultanate of Oman. A total of 351 question-

naires were returned, and after the initial screening process, 329 were found to be valid for

further analysis. CFA analysis was conducted to identify the factors falling under the three

primary constructs of the study. Assessment of the models was explained through Good-

ness-of-fit Indices. Structural equation modeling, which is most recommended to study the

effect of latent variables, was performed using AMOS to evaluate the mediating role of orga-

nizational commitment between career growth and employee turnover intention.

Findings

The results indicated that the potential for career growth is an essential motivating element

for public sector employees in the Sultanate of Oman to encourage retention and reduce

intention to leave. The findings also confirm that effective and continuous commitment

PLOS ONE

PLOS ONE | https://doi.org/10.1371/journal.pone.0265535 May 12, 2022 1 / 39

a1111111111

a1111111111

a1111111111

a1111111111

a1111111111

OPEN ACCESS

Citation: Al Balushi AK, Thumiki VRR, Nawaz N,

Jurcic A, Gajenderan V (2022) Role of

organizational commitment in career growth and

turnover intention in public sector of Oman. PLoS

ONE 17(5): e0265535. https://doi.org/10.1371/

journal.pone.0265535

Editor: Joanna Tyrowicz, FAME|GRAPE, POLAND

Received: April 11, 2021

Accepted: March 3, 2022

Published: May 12, 2022

Copyright: © 2022 Al Balushi et al. This is an open

access article distributed under the terms of the

Creative Commons Attribution License, which

permits unrestricted use, distribution, and

reproduction in any medium, provided the original

author and source are credited.

Data Availability Statement: Please find below the

DOI of the data. Figshare link DOI: https://doi.org/

10.6084/m9.figshare.17026622.

Funding: The authors received no specific funding

for this work.

Competing interests: The authors declare no

conflict of interest.

https://orcid.org/0000-0003-4781-7993
https://doi.org/10.1371/journal.pone.0265535
http://crossmark.crossref.org/dialog/?doi=10.1371/journal.pone.0265535&domain=pdf&date_stamp=2022-05-12
http://crossmark.crossref.org/dialog/?doi=10.1371/journal.pone.0265535&domain=pdf&date_stamp=2022-05-12
http://crossmark.crossref.org/dialog/?doi=10.1371/journal.pone.0265535&domain=pdf&date_stamp=2022-05-12
http://crossmark.crossref.org/dialog/?doi=10.1371/journal.pone.0265535&domain=pdf&date_stamp=2022-05-12
http://crossmark.crossref.org/dialog/?doi=10.1371/journal.pone.0265535&domain=pdf&date_stamp=2022-05-12
http://crossmark.crossref.org/dialog/?doi=10.1371/journal.pone.0265535&domain=pdf&date_stamp=2022-05-12
https://doi.org/10.1371/journal.pone.0265535
https://doi.org/10.1371/journal.pone.0265535
http://creativecommons.org/licenses/by/4.0/
https://doi.org/10.6084/m9.figshare.17026622
https://doi.org/10.6084/m9.figshare.17026622


significantly mediates the relationship between career growth and employees’ turnover

intention.

Contribution and originality value

The results generated could help both researchers and those involved in public sector pol-

icy-making to understand how employee turnover intention is influenced by career growth

and organizational commitment in the public sector in the Sultanate of Oman.

1. Introduction

Any governmental and commercial organization will be challenged to retain its most valuable

employees. Learning organizations improve the performance of their employees and reduce

their intention to leave [1]. According to [2], this competition continues to intensify however,

the public sector with less advancement in its traditional practices [3] is at a disadvantage. But,

the improvement can be noticed in current managerial practices [4]. Employees seek an appar-

ent career growth in the organization, a perceived value that enhances their organizational

commitment [5, 6], which may further discourage them from leaving the organization [7].

Thus, creating a proper career growth-path is essential to retain existing employees [8] and

attracts potential talents and contributes to the recruitment function’s effectiveness [9]. The

development and implementation of a career program cannot happen overnight; it requires a

long-term commitment and a holistic approach in managing the workforce [10, 11] and

demands effort and commitment on the part of top management [12], line managers and

human resource personnel [13–16]. Also, the best practice of the concept of career growth

strategy may not be suitable to every environment and must be adopted to fit cultural contexts.

Omani economy functions on both public and private sectors. Private sector includes for

profit organizations such as retail, commercial establishments, manufacturing sector, hotel

industry, hospitality industry and private health care. Whereas the public sector of Oman

inlcudes, Government institutions such as the Central Bank of Oman, Government Authori-

ties such as Public Authority for Water, Government-owned companies such as Mwasalat,

along with several offices serving health, agriculture, tourism, etc. [17]. Public sector in Oman

is highly significant in terms of contribution to the economy and has a manpower of around

229,386 actively servng the sector by end of 2020 [18].

Employee retention has become a considerable challenge to the public sector in the Sultan-

ate of Oman. It has been losing out on key technical and management personnel [19, 20], thus

creating a severe talent gap in the sector.

2. Literature review

A systematic literature review was conducted to understand the problem and formulate

research hypotheses. This section is divided into four parts: career growth, employee turnover

intention, organizational commitment and relationships between the study variables.

Career growth

Career growth is the progression of a career, related prospects, experiences, duties, and respon-

sibilities through intervention and purposeful responsibility of individuals and their environ-

ment [21, 22]. Previously, many aspects of career growth have been studied, such as career
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self-management, employees’ early experiences in an organization [23, 24], and their urge for

promotion [25, 26]. Though career development is sometimes used interchangeably with

career growth [27], the former term is more concerned with the career plans structured and

managed by employees and organizations [28, 29]. As the study of Tabachnick and Fidell has

dubbed as an alternative to the career growth concept, the concept of career ladder explains

that employees gain skills and upgrade their performance by efforts to improve their positions

[30]. Career planning, an essential requirement in career growth, is how individuals and orga-

nizations identify their skills, opportunities, and interests as well as work towards achieving

their career objectives [31]. The literature on career growth specifies that promote equity and

job rotation are important sub-constructs in measuring career growth [32–36].

Career growth encompasses four essential components: career goal progression, profes-

sional ability development, promotion speed and remuneration growth. Employees feel an

affinity towards their organization if it provides an environment that supports their career goal

progression [37, 38]. Employees feel that their employers are committed to their career pro-

gression if they foresee a clear perspective about their future [39]. It positively impacts their

organizational commitment [26]. Professional ability development refers to the deliberate

actions by employers aimed at developing abilities, skills and knowledge required by employ-

ees to perform their day-to-day tasks [40–44]. Available literature indicates that professional

ability development can impact organizational commitment [45–47]. As a piece of evidence

for employers’ effective HRM strategies, such programs encourage reciprocity between two

parties and ultimately result in creating employees’ emotional attachment and loyalty to their

organization [48, 49]. Promotion speed refers to the time taken in ascending the company’s

positional ladder [50]. It essentially involves an increase in job scope and responsibilities [51],

which is usually treated as a visible organization-wide sign of achievement [52]; 2019; [53].

Remuneration growth is an essential component of career growth [26] that, according to the

Social Exchange Theory, includes fair pay for the job done [54, 55] along with benefits, which

ultimately attract the employees’ attention towards improved employee retention [56].

Employee turnover intention

Turnover intention refers to an employee’s intention to leave his or her current organization

[57], which is essentially a psychological process [58] wherein an employee considers leaving

or resigning as well as searching for other work [57]. It can be identified in the withdrawal

behavior of the employees. This would include work withdrawal, which refers to avoiding

aspects of work, and job withdrawal, which refers to non-participation in working situations

[59, 60]. Turnover intention shows a breach in the relationship between employees and their

employers [61].

Organizational commitment

Organizations need to build policies and practices to strengthen organizational commitment

and raise employee job satisfaction [62]. Organizational commitment is a driving force for the

employees to achieve mutual respect between them and their organization [63]. Employees

exhibit organizational commitment when they perceive their organization’s commitment to

individuals’ progression and achieve its objectives, which creates the expected effect [64].

According to [65, 66], empowering leadership will enhance employee organizational commit-

ment. Premised upon the social exchange theory, organizational commitment can be divided

into three types: affective commitment, continuance commitment and normative commit-

ment [67]. Affective commitment is based on employers’ care and responsibility for their

employees. Continuance commitment is based on losing the incentives and seniority if the
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employees were to leave because they are perceived as essential. Moreover, the final compo-

nent, normative commitment, is when employees feel grateful and are obliged to be in their

organization as a member.

Relationship between career growth and employee turnover intention

Available literature recommends focusing on career growth components as a strategy to

reduce turnover intention [68] as career growth is more closely related to employees’ behaviors

and attitudes [26, 69] and can retain employees who are looking to develop their career [70].

In the previous studies, it is emphasized that low turnover can be affected by the internal career

advancement opportunity perceived by the employees [71–73] and perceived fairness in terms

of awards and promotion [74, 75]; Job rotation as a career growth strategy can cause job satis-

faction [76] and promote retention [77–80]. A study used the model (which is adopted in this

research) [26] and found that career growth correlated negatively with turnover intention.

Along with [81], many studies used this model to examine turnover intention and organiza-

tional commitment. For example, a study done in Turkey by Karavardar [27] found that remu-

neration growth and professional ability development have a strong negative impact on

turnover intention. Similarly, according to [53], there is a negative association between turn-

over and promotion speed.

Relationship between career growth and organizational commitments

Researchers found that career growth components, such as professional development opportu-

nity, promotion speed and remuneration growth, have been positively associated with employ-

ees’ commitment [44, 82–86], as the committed employees are more likely to participate in the

organizational improvement [87, 88]. Organizations must offer opportunities for career

advancement [89] as professional development strategies contribute to career growth which in

turn can contribute to employee commitment [10, 46], particularly to continuance commit-

ment. Promotion speed also may improve employees’ performance [90], as it is more likely to

develop a sense of belonging and enhance job satisfaction as well [53, 91–93]. Another factor,

remuneration growth or attractive compensation structure, can lead to a positive employee

perception of their remuneration, which in turn increases organizational commitment [5, 81,

84].

Relationship between employee turnover intention and organizational

commitment

According to [86], organizations must devise strategies to enhance employee commitment to

reduce turnover, because a negative correlation has been found between these two variables

[94]. According to [5], organizational commitment is an important element that negatively

affects turnover intention than other elements, such as career growth. Similar findings are also

reported by [95], who studied call center workers. According to [96], the relationship between

affective commitment and turnover intention is negatively related.

Relationship between three variables

Proposed hypothesis of the model that was presented in Fig 2 attempts to explain the relation-

ship between the study variables. The hypothesis model was proposed based on the literature

review. Available literature [26, 44, 73, 81, 97] indicates that organizational commitment is

positively impacted by the potential for career growth and negatively impacted by turnover

intention. Further, a detailed analysis of setting up of hypotheses was expalined on page
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numbers . . .. . .. . . clearly explaining the relationship between career growth and affective

commitment (H1), continuance commitment (H2), normative commitment (H3) along with

turnover intension (H4). Hypotheses explaining the relationship between organizational com-

mitment and turnover intention are set from H5 to H7. Mediating role of organizational com-

mitment was explained through hypotheses, H 8 to H10.

Need for the study

In spite of several studies conducted to test career growth and organizational commitment

connecting with the turnover intention [15, 26, 81], insufficient attention has been paid to

understand the public sector [44]. The ample empirical research on career growth, organiza-

tional commitment and turnover intention that has been conducted in Western countries [98,

99] and Eastern countries [100–106] may not have much validity in the Middle Eastern context

[107]. As such, more research is required to understand how people in different parts of the

world conceptualize and understand individual behaviors that encourage them to continue

their work within their current organizations. According to [81], most literature reviews in

this area do not include all organizational commitment components. Hence, to fill the research

gap, this study has tested all three components of organizational commitment and how they

mediated the relationship between career growth and turnover intention, thus contributing to

the theoretical robustness of the model originally proposed by [26].

According to [20], who conducted a qualitative study in Oman, organizational commit-

ment is a major theme that indicated diminished normative commitment. This reinforces the

need for further exploratory testing of all three components of organizational commitment

quantitatively. Finally, in terms of practical significance, there are currently a limited number

of studies that have been conducted on this aspect specifically focused on Oman’s public sector

[108–110]. According to [111], because of economic growth in the GCC region, there is strong

competition among public-sectors of the member countries regarding employees’ skills, which

are negatively affected by turnover. This study attains significance in this scenario by address-

ing turnover intention in the public sector of Oman to discover the reasons behind individual

attrition.

Objective of the study

This research aims to examine the mediating role of organizational commitment that influ-

ences the impact of career growth on the turnover intention in the public sector of the Sultan-

ate of Oman.

Research methodology

This descriptive research was conducted with the help of the survey method [112, 113], as this

approach seemed to be an optimal alternative to other data collection methods because it

poses straightforward and standard questions at a homogeneous sample [114] and enables

data analysis [115].

Description of population and sampling

The target population for this study comprises the permanent employees working in the public

sector in the Sultanate of Oman with at least three years of service. The reason behind choosing

three years’ experience is to ensure that the employees are entrenched in their career and not

new employees. Employees located in selected Ministries in the Government were chosen as

respondents to accomplish the study’s aims. The survey targeted active employees in 38
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Ministries in the Sultanate of Oman with at least three years of service. A stratified conve-

nience sampling method was used to select the respondents for this study. A total of 500 survey

questionnaires were distributed to public sector employees—out of which 351 questionnaires

were returned. Furthermore, after initial screening, 329 valid questionnaires were considered

for the study.

Determining the adequacy of sample size

According to [116], various aspects, such as cost, time and resource availability, should be con-

sidered while determining the sample size. Furthermore, it is important to consider the effects

that the sample size has on the statistical accuracy of the research [115]. As there is no real sci-

ence when selecting the sample size [117], the sample size for this research was based on what

past researchers have recommended. A suitable sample size regarding to [30] is based on the

ratio of 1:40, which means for each variable of the study, there have to be at least 40 samples if

the study employs a regression analysis. Based on this rule, the recommended sample size

should be a minimum of 320 (8 x 40) cases. Additionally, another argument by [118] discussed

that six independent variables could be calculated as 104 + 6 = 110 cases that may need to

exam individual predictors, plus 50 + (8) (6) = 98 cases to exam the regression. However, [115]

noted that every research is unique, and thus, has different requirements. Therefore, the sam-

ple size should be based on the research requirements rather than on the statistical assump-

tions [115]. Furthermore, according to [119], the basic rule of thumb on determining the

adequate sample size. Based on the various assumptions and guidelines provided by the previ-

ous researchers [115, 120], this study has chosen the large number that can rely and ensure the

minimum cases needed for successful structural equation modelling (SEM).

Questionnaire design

For a questionnaire survey to be done successfully, the questions need to be straightforward,

the layout should be clear, and the sequence should be easy to follow [120]. Additionally, the

questionnaire should be able to translate the information that is needed and be entertaining so

as not to cause the respondent to be bored. Finally, it should seek to reduce response error

[117]. The questionnaire for this research was designed based on an extensive literature review.

An adapted version of the questionnaire was used in this study. However, a few items were

also modified accordingly to fulfill the purpose of the research interest and to fit the Omani

context. Though the questionnaire was developed in English, keeping in mind concerning lan-

guage barrier, it is translated into Arabic. A five-point Likert scale was used to scale ranging-

from ‘strongly disagree’ (1) to ‘strongly agree’ (5). Section one consisted of demographic

information, and section two consisted of problem-related variables identified for this study.

Variables considered for the study

Along with the demographic variables, 31 problem-related variables were considered for study

based on the literature (Table 1). They are further divided into three constructs: career growth,

organizational commitment and employee turnover based on the literature (Table 2). Four

sub-constructs that describe career growth are career goal progress (variables 1 to 4), profes-

sional ability development (variables 5–8), promotion speed (variables 9–12) and remunera-

tion growth (variables 13–15). Three sub-constructs that describe organizational commitment

are affective commitment (variables 16–19), continuance commitment (variables 20–23) and

normative commitment (variables 24–28). Finally, employee turnover intension is described

by variables 29–31.
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Data analysis tools

This study employed various analyses, including demographic, descriptive, reliability as well as

validity testing. Using AMOS software Version 21, descriptive statistics were used to identify

the importance of individual variables, Confirmatory Factor Analysis was used to group vari-

ables into factors and constructs, and Structural Equation Modelling was employed for testing

the hypotheses to prove the mediating role of organizational commitment between career

growth and turnover intention. Hypotheses were formulated after a careful review of literature

[117].

Setting of hypotheses

Career growth and affective commitment. Affective Commitment occurs when an orga-

nization fulfills primary needs of its employees [62], and thus the employee identifies himself

or herself with the organization’s goals and strives to facilitate the fulfillment of the goals [122].

Hence, as a reciprocal response, the organizations must meet the employees’ career goals and

Table 1. Variables considered for the study.

No Variable

1 My present job moves me closer to my career goals.

2 My present job is relevant to my career goals and vocational growth.

3 My present job sets the foundation for the realization of my career goals.

4 My present job provides me with good opportunities to realize my career goals.

5 My present job encourages me to continuously gain new and job-related skills.

6 My present job encourages me to continuously gain new job-related knowledge.

7 My present job encourages me to accumulate richer work experiences.

8 My present job enables me to continuously improve my professional capabilities.

9 My promotion speed in the present organization is fast.

10 The probability of being promoted in my present organization is high.

11 Compared with previous organizations, my position in my present one is ideal.

12 Compared with my colleagues, I am being promoted.

13 My salary is growing quickly in my present organization.

14 In this organization, the possibility of my current salary being increased is large.

15 Compared with my colleagues, my salary has grown more quickly.

16 I would be very happy to spend the rest of my career with this organization.

17 I do not feel a strong sense of belonging to my organization.

18 This organization has a great deal of personal meaning for me.

19 I really feel as if this organization’s problems are my problems.

20 Right now, staying with my organization is a matter of necessity as much as the desire.

21 It would be very hard for me to leave my organization right now, even if I wanted to.

22 Too much of my life will be disrupted if I want to leave my organization now.

23 I feel that I have too few options to consider leaving this organization.

24 Even if it were to my advantage, I do not feel it would be right to leave my organization now.

25 I would feel guilty if I left my organization now.

26 This organization deserves my loyalty.

27 I would not leave my organization right now because I have a sense of obligation to the people in it.

28 I do not feel any obligation to remain with my current employer.

29 I am very likely to stay in this company for the next five years.

30 I will not give up this company easily.

31 For me, this company is the best of all possible organizations to work for.

https://doi.org/10.1371/journal.pone.0265535.t001
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contribute to their career growth [123]. Thus, to propose the first hypothesis in this research,

we say that the experience of the employees in career growth must have a higher level of affec-

tive commitment. Firstly, employees must be working in a field that is related to their career

goals. Secondly, it must make room for professional growth, which allows them to gain new

skills. Thirdly, the reward and promotion speed scheme that employees perceive has to be

responsive to their efforts.

Hypothesis 1: There is a significant relationship between career growth and affective commit-

ment in the Omani public sector.

Career growth and continuance commitment. Though the disadvantage of discontinu-

ing work and the cost of leaving may contribute to continuance commitment [124], according

to [102], employees’ opinion to remain in their organization is based mainly on their sense of

commitment to their employers. Other reasons include personal level status, remuneration,

seniority and other benefits that employees acquired from their organization that contributed

to their career growth. Thus, career growth can be seen as a great predictor of continuance

commitment. According to [41], gaining new skills at the current job has the potential to cre-

ate continuance commitment. When organizations provide opportunities for skill acquisition,

it builds exit barriers. Thus, employees consider continuing in their present organization.

Thus, the following hypothesis is proposed for this study:

Hypothesis 2: There is a significant relationship between career growth and continuance com-

mitment in the Omani public sector.

Career growth and normative commitment. According to [102], normative commit-

ment refers to the employee’s psychological attachment to the organization based on either

socialization experiences that emphasize the appropriateness of remaining loyal or a moral

obligation to repay the organization for benefits received. According to [105], normative com-

mitment indirectly influences an affective commitment to some relational variables, such as

employee satisfaction, solidarity and participation in decision making and employee trust in

the firm. Hence, the normative commitment as a mind-set of obligation is worthy of continu-

ing investigation, as this is different from the mindset of desire [103], being faithful to the orga-

nization [98] and the individual’s sense of obligation [125]. Therefore, from the discussion

above, researchers propose the following hypothesis:

Hypothesis 3: There is a significant relationship between career growth and normative com-

mitment in the Omani public sector.

Table 2. Distribution of variables into constructs based on the literature.

Construct Sub-construct Variables Reliability Literature

Career growth Career goal progress 1–4 0.85 [8]

Professional Development Ability 5–8 0.86

Promotion speed 9–12 0.8.

Remuneration growth 13–15 0.78

Organizational commitment Affective commitment 16–19 0.86 [102]

Continuance Commitment 20–23 0.84

Normative Commitment 24–28 0.78

Employee Turnover Intention Employee Turnover Intention 29–31 0.70 [121]

https://doi.org/10.1371/journal.pone.0265535.t002
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Career growth and turnover intention. According to [126], when the employee seeks an

opportunity for career growth, he or she has a high expectation from the employer. Therefore,

the degree of remaining within the same organization depends on how the employer has met

their desire of career growth. Conversely, if the organization fails to meet its employees’ career

growth expectations, it drives employees to seek opportunities elsewhere, which may be more

suitable for their employment expectations. The literature indicates a positive relationship

between career growth and organizational commitment and a negative relationship with the

turnover intention [26, 126]. On the contrary, failure to provide career growth opportunities

would result in employees—particularly the talented ones-searching for opportunities else-

where that is more attractive. According to [53], there is a negative association between turn-

over and promotion plus salary growth. This research aims to examine closely and look at the

high predictors of career growth factors’ effect on turnover intention that may help to explain

further the connection among them. Thus, the following hypothesis was set:

Hypothesis 4: Career growth is negatively associated with turnover intention in the Omani

public sector.

Organizational commitment and turnover intention. There are numerous studies

[127–129], which reported that organizational commitment is connected closely to turnover

intention. The employees’ intention for leaving the organization is considered based on their

personal attachment to the organization; it is less likely for those who have a higher attachment

to their organization. This research will focus on exploring the strongest link with turnover

intention. So, the following hypotheses would propose:

Hypothesis 5: There is a significant negative relationship between affective commitment and

turnover intention in Omani’s public sector.

Hypothesis 6: There is a significant negative relationship between continuance commitment

and turnover intention in Omani’s public sector.

Hypothesis 7: There is a significant negative relationship between normative commitment

and turnover intention in Omani’s public sector.

Mediating role of organizational commitment. According to [126], the reason behind

individuals’ high sense of duty regarding their vocation/occupation will expect more from

their organization and how much those desires are met will determine their work relationship.

Studies carried out by [95, 130–132] indicated that organizational commitment affects turn-

over intention more negatively than career growth. According to [96], the relationship

between the component of affective commitment and turnover intention is a negatively

related. In this case, this research will examine whole commitment components, including

affective occupational commitment and turnover intentions. This study aims to examine the

relationship between career growth and turnover intention as well as to examine the mediating

role of organizational commitment. So, the following hypothesis would propose:

Hypothesis 8: Affective commitment mediates the relationship between career growth and

turnover intentions.

Hypothesis 9: Continuance commitment mediates the relationship between career growth

and turnover intentions.
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Hypothesis 10: Normative commitment mediates the relationship between career growth and

turnover intentions.

Proposed conceptual framework

Based on the above discussion, the following conceptual framework is proposed (Fig 1). The

research has both dependent and independent variables and mediator variables, as shown in

the figure below.

Reliability and validity analysis for Confirmatory Factor Analysis

Validity. For discriminant validity, CFA was conducted for career goal progresses, profes-

sional ability development, promotion speed, remuneration growth, affective commitment,

continuance commitment, normative commitment and employee turnover intention. To

achieve the discriminant validity, this study runs the measurement model by linking all the

exogenous and endogenous constructs to examine whether these constructs are highly corre-

lated. In the case where the measure of correlation between two constructs is higher than 0.85,

one could conclude that the discriminant validity is not achieved [133, 134]. If the discrimi-

nant validity is not achieved, then the researchers need to drop one of those two constructs for

further analysis since it mirrors the other [133–135]. Table 3 indicates that none of the exoge-

nous constructs’ correlation is higher than 0.85. Thus, it is assumed that the discriminant

validity is achieved.

Reliability. Reliability analysis using Cronbach’s Alpha needs to be conducted in factor

analysis, as it enables measuring the internal consistency of variables grouped in each factor

Fig 1. Proposed conceptual framework. Source: Authors’ adaptation.

https://doi.org/10.1371/journal.pone.0265535.g001
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[136]. The value of Cronbach’s Alpha should be as close as possible to 1.0 or reasonably,

between 0.7 and 1.0. A higher number indicates a higher correlation among the variables in

the model. As presented in Table 4, the Cronbach’s Alpha value for all 31 items is 0.822 and

greater than 0.7 for each of the factors or constructs. This indicates the significance of the

model used in the analysis [137]. Table 5 summarizes the fulfillment of unidimensionality,

Table 3. Correlations: (Default model).

Estimate

Carrier Growth Affective Commitment 0.336

Carrier Growth Continuance Commitment 0.504

Carrier Growth Normative Commitment 0.488

Carrier Growth Employee Turnover Intention -0.328

Affective Commitment Continuance Commitment 0.187

Affective Commitment Normative Commitment 0.177

Affective Commitment Employee Turnover Intention -0.480

Continuance Commitment Normative Commitment 0.278

Continuance Commitment Employee Turnover Intention -0.297

Normative Commitment Employee Turnover Intention -0.239

https://doi.org/10.1371/journal.pone.0265535.t003

Fig 2. Measurement model for career growth.

https://doi.org/10.1371/journal.pone.0265535.g002
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reliability and validity requirements for the CFA analysis. The CFA results passed the unidi-

mensionality, validity as well as reliability tests and allowed for further analysis.

It is important to note that Average Variance Extracted (AVE) and Composite Reliability

(CR) are vital components that measure the convergent validity and composite reliability of

the CFA model [133, 134]. However, one of the limitations of AMOS software is that it cannot

calculate AVE and CR. Therefore, in this study, the AVE and CR were calculated based on the

formula provided by [138].

AVE and CR Formula

CR ¼
ð
P
lÞ

2

½ð
P
lÞ

2
þ
P
ð1 � l

2
Þ�

AVE ¼
P
l

2

½
P
l

2
þ
P
ð1 � l

2
Þ�

Source: [138]

Normality and outlier analysis

AMOS software (version 21) was used to test the normality through the indices of skewness

and kurtosis. The skewness for the measurement items should be either positive or negative to

show that the assumption of normality is not violated [30, 139]. In this study, none of the con-

structs violated the assumption of normality as all the values of skewness were less than three,

which were positively or negatively skewed [30]. Besides, for kurtosis, all the values should be

less than seven to prove that there is no abnormal distribution [135]. All the kurtosis values in

this study are less than five, proving that no single case falls in the abnormal distribution. Fur-

thermore, from the output, the outliers were checked, and no observation was found on the

Mahalanobis is distance (observations farthest from the centroid), presented in S1 Appendix.

According to [133, 140], it is obvious that the values in the p2 column are always smaller com-

pared to column p1. If the value in p1 column is smaller than p2 column, then the issue of out-

lier will exist. In this study, none of the values in p1 column were smaller than p2 column. This

justifies the use of CFA analysis in this research.

Structural equation modelling

Over the past few years, SEM has become a prevalent statistical techniques in research. In the

past, SEM was mostly used by the specialist. However, due to the introduction of new SEM

Table 4. Reliability statistics of factors.

Variable Cronbach’s Alpha No of Items

Career Goal Progresses 0.805 4

Professional Ability Development 0.855 4

Promotion Speed 0.741 4

Remuneration Growth 0.766 3

Affective Commitment 0.929 4

Continuance Commitment 0.802 4

Normative Commitment 0.818 5

Employee Turnover Intention 0.933 3

Overall 0.822 31

https://doi.org/10.1371/journal.pone.0265535.t004
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software that proves the user’s graphical user-interface, it is easy to use. The main advantage of

SEM is flexibility; it proves the researcher with the ability to test a theoretical and measurement

assumption against empirical data statistically. With the use of SEM, social scientists can now

perform path analytical modelling with the use of latent variables [120]. It is important to high-

light that SEM allows for the integration of unobserved (known as latent) variables with the

observed ones and identifies structural causal links that arise between them [120]). Moreover,

[141] stated that SEM is a confirmatory method, which means that the approach focuses on

the hypothesis. While employing SEM, the theory is said to be a representation of the causal

process that exists among multiple variables.

Reliability analysis (Goodness-of-fit indices)

When using SEM, the researchers can test the model in a way that allows for the assessment of

the models’ goodness-of-fit as well as whether the relationships between the variables are

deemed acceptable or not [134]. However, there are multiple goodness-of-fit Indices that are

used to validate the modelling (Table 6). Thus, the following goodness-of-fit Indices criteria

was followed as suggested by the researchers [120, 134, 141–143].

Ethics statement

The current research has adhered to the acceptable ethical standards in terms of institutional

approval and data collection. Permission was obtained from the Institute of Public Adminis-

tration, Oman for collecting data from public enterprise employees in Oman and to conduct

the research. The questionnaire contained the Informed Consent Form that the respondents

read before providing their responses to the survey. The information was gathered after

Table 5. Reliability and validity of CFA measurement models.

Validity & Reliability Name of category Required value Comments

Validity Unidimensionality Factor loading for each item� 0.50 The required level is achieved (Table 8)

Convergent Validity Average Variance Extracted (AVE)� 0.50 The required level is achieved (Table 8)

Construct Validity All fitness indices for the models meet the required level The required level is achieved (Table 6)

Discriminant Validity Correlation between exogenous constructs is� 0.85 The required level is achieved (Table 3)

Reliability Internal Reliability Cronbach’s alpha� 0.70 The required level is achieved (Table 4)

Construct Reliability (CR) CR� 0.60 The required level is achieved (Table 8)

Average Variance Extracted (AVE) AVE� 0.50 The required level is achieved (Table 8)

https://doi.org/10.1371/journal.pone.0265535.t005

Table 6. Goodness-of-fit indices.

Category Index Acceptance Level Comments

Absolute Fit Chisq P>0.05 Sensitive to sample size >200

RMSEA�� <0.08 Range 0.05 to 0.10 is acceptable

GFI�� >0.90 >0.95 indicates a good fit

Incremental Fit AGFI >0.90 >0.95 indicates a good fit

CFI�� >0.90 >0.95 indicates a good fit

TLI >0.90 >0.95 indicates a good fit

NFI >0.90 >0.95 indicates a good fit

Parsimonious fit Chisq/df�� <3–5 <3 indicates a good fit

Source: [120, 134, 141]

��These indexes are recommended since these are highly reported in the literature.

https://doi.org/10.1371/journal.pone.0265535.t006
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ensuring confidentiality and legal implications. Both attachments (Approval letter & Informed

Consent Form) are submitted separately to the journal. The study did not include minors. It is

not a medical related survey.

3. Results and discussion

Demographic analysis of sample data

Table 7 presents the demographic analysis of data collected from 329 respondents. The sample

comprises around 63% are males and 37% females, and it matches the population characteris-

tics. According to the National Centre for Statistics and Information (NCSI), 26.6% of the total

workforce in public sector comprise of women [144]. The majority of the respondents (91.8%)

are within 28 to 47 years. The data shows that majority of respondents are married, while only

18.5 percent of the respondents are unmarried (single). Finally, 54.7 percent of the respondents

have a bachelor degree, while 41.9 percent have postgraduate degree. However, only 3.3 per-

cent of the respondents have a certificate or diploma.

Confirmatory Factor Analysis (CFA)

CFA results of this study include eight factors, career goal progress, professional ability devel-

opment, promotion speed, remuneration growth, affective commitment, continuance com-

mitment, normative commitment and employee turnover intention, categorized under four

constructs, career growth, organizational commitment and turnover intention. The following

section highlights the results obtained from the CFA analysis (Table 8) with the help of Factor

loadings, Average Variance Extracted (AVE) and Composite Reliability (CR).

Construct 1: Career growth

The first construct identified in this study is career growth. Four factors or sub-constructs

were extracted under the career growth construct, which are career goal progresses, profes-

sional ability development, and promotion speed and remuneration growth. This study has

confirmed that career growth is one of the most important issues influencing employee

Table 7. Demographic analysis of sample data.

N = 329

Demographic variable No. Percentage

Gender Male 207 62.9

Female 122 37.1

Total 329 100

Age group 18–27 years 23 7

28–37 years 132 40.1

38–47 years 170 51.7

48 years and above 4 1.2

Total 329 100

Marital status Single 61 18.5

Married 268 81.5

Total 329 100

Educational background Certificate/Diploma 11 3.3

Bachelor Degree 180 54.7

Postgraduate 138 41.9

Total 329 100

https://doi.org/10.1371/journal.pone.0265535.t007
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turnover intention. Fifteen items were adapted to measure the four sub-constructs of career

growth. Career goal progress, professional ability development and promotion speed are mea-

sured by four items each, and remuneration growth is measured by three items. The item “My

present job encourages me to continuously gain new job-related knowledge” has achieved the

highest mean average of 4.8754 (Table 10). This means that employees working in the public

sector of the Sultanate of Oman are encouraged to go for training regularly to ensure that their

knowledge is current and related to their job.

Table 8. CFA results.

Construct Item Loadings AVE CR

Career growth Goal Progresses My present job moves me closer to my career goals. 0.788 0.568 0.840

My present job provides me with good opportunities to realize my career goals. 0.770

My present job sets the foundation for the realization of my career goals. 0.774

My present provides me good opportunities to realize my career goals. 0.678

Professional

Development

My present job encourages me to continuously gain new job-related skills. 0.782 0.628 0.871

My present job encourages me to continuously gain new job-related knowledge. 0.821

My present job encourages me to accumulate richer work experience. 0.787

My present job enables me to continuously improve my professional capabilities. 0.780

Promotion speed My promotion speed in present organization is fast. 0.619 0.507 0.803

The probability of being promoted in my present organization is high. 0.768

Compared with the previous organizations my position is my present one is ideal. 0.681

Compared with my colleagues, I am being promoted. 0.770

Remuneration My salary is growing quickly in present organization. 0.793 0.601 0.819

In this organization, the possibility of current salary being increased is large. 0.754

Compared with my colleagues, my salary has grown more quickly. 0.778

Organizational

commitment

Affective I would be very happy to spend the rest of my career with this organization. 0.895 0.764 0.928

I do not feel strong sense of belonging to my organization. 0.884

This organization has a great deal of personal meaning for me. 0.862

I really feel as if the organization’s problems are my problems. 0.855

Continuance Right now, staying with my organization is a matter of necessity as much as desire. 0.777 0.587 0.851

It would be very hard for me to leave my organization right now, even if I wanted to. 0.765

Too much of my life would be disturbed if, I want to leave my organization now. 0.755

I feel that I have too few options to consider leaving this organization. 0.768

Normative I would feel guilty if I left my organization now. 0.629 0.520 0.843

This organization deserves my loyalty. 0.813

I would not leave my organization right now because I have a sense of obligation to

the people in it.

0.731

I do not feel any obligation to remain with my current employer. 0.743

Turnover Intentions You are very likely to say in this company for the next five years. 0.890

You will not give up this company easily. 0.865

For you, this company is the best of all possible organizations to work for. 0.886

https://doi.org/10.1371/journal.pone.0265535.t008

Table 9. Regression weights.

Estimate SE CR p

Career goal progress Career Growth 0.724 0.180 4.022 ���

Professional ability development Career Growth 0.662 0.156 4.234 ���

Promotion speed Career Growth 0.264 0.119 2.218 ���

Remuneration growth Career Growth 0.691 0.163 4.239 ���

https://doi.org/10.1371/journal.pone.0265535.t009
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On the other hand, the item “My promotion speed in the present organization is fast” has

achieved the lowest mean average of 1.5957 (Table 10). This shows that most of the employees

working in the public sector of the Sultanate of Oman are not happy with the promotion

speed. This statistical information leads us to believe that these sub-constructs are among the

main components, which determine career growth. This finding is consistent with past find-

ings [27, 59], where the authors have identified these dimensions to measure career growth.

Thus, it is vital to understand these sub-constructs of career growth, which may help the

Omani government as well as the people involved in the ministry to develop better policies;

this certainly would lead to retaining their loyal employees.

Assessing the measurement model for career growth

Fig 2 shows the Goodness-of-fit indices (GOF) for the measurement model of career growth.

It can be seen that the fitness level is achieved Absolute fit (RMSEA) = .039, (ChiSq/df) =

1.495; Incremental fit (CFI) = .974; and Parsimonious fit (PNFI) = .759]. Hence, this study

Table 10. Mean and standard deviation scores for each surveyed items.

Mean and standard deviation scores for each surveyed items Mean SD

Career growth My present job moves closer to my career goals 3.4863 0.90424

My present job provides me with good opportunities to realize my carrier goals 3.4863 0.94706

My present job sets the foundation for the realization of my carrier goals 3.6444 0.99907

My present job provides me with good opportunities to realize my carrier goals 2.2705 0.7709

My present job encourages me to continuously gain new and job related skills 3.769 0.79335

My present job encourages me to continuously gain new and job related knowledge 4.8754 0.83354

My present job encourages me to accumulate richer work experiences 3.997 0.81711

My present job enables me to continuously improve my professional capabilities 3.9666 0.81269

My promotion speed in the present organization is fast 1.5957 1.01698

The probability of being promoted in my present organization is high 3.5684 0.93168

Compared with my previous organization, my position in my present one is ideal 2.4863 0.95347

Compared with my colleagues, I am being promoted 2.6292 1.00723

Organizational commitments My salary is growing quickly in my present organization 2.2614 0.89973

In this organization, the possibility of my current salary being increased is large 2.0365 0.94927

Compared with my colleagues. My salary has been grown more quickly 2.2006 0.99505

I would be very happy to spend the rest of my career in this organization 2.307 0.94674

I do not feel a strong sense of belonging to my organization 1.1884 0.97892

This organization has a great deal of personal meaning for me 3.2432 0.93793

I really fell as if this organization’s problems are my problems 3.1307 0.98986

Right now, staying with my organization is a matter of necessity as much as desire 3.2888 0.88615

It would be very hard for me to leave my organization right now, even if I wanted to 2.2188 0.95036

Too much of my life would be disrupted if I want to leave my organization now 2.2948 0.96018

I feel that I have too few options to consider leaving this organization 1.3313 0.90542

Even if it were to my advantage, I donot feel it would be right to leave my organization now. 2.6109 0.99419

I would feel guilty I left my organization now 2.8237 1.01779

This organization deserves my loyalty 2.614 1.00301

I would not leave my organization right now because I have a sense of obligation to the people in it. 2.5897 1.00548

I do not feel any obligation to remain with my current employer 3.9289 0.95951

I am very likely to stay in this company for the next five years 3.245 0.98942

Turnover intention I will not give up this company easily 3.7812 1.0509

For me, this company is the best of all possible organization to work for 3.8906 0.99704

https://doi.org/10.1371/journal.pone.0265535.t010
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assumes that the unidimensionality for the measurement model for ‘career growth’ has been

achieved. Therefore, no more modification was needed for this model.

Table 9 also shows that all the path estimates for the higher order model is significant as p-

value is� 0.05 as suggested by Hair et al. (2016). This also confirms that all the career growth

sub constructs (career goal progresses, professional ability development, promotion speed and

remuneration growth) represents the actual constructs. Though the factor loading between

career growth (CG) and promotion speed (PS) is low, 0.264, it is statistically significant to be

Fig 3. Measurement model for affective commitment.

https://doi.org/10.1371/journal.pone.0265535.g003

Fig 4. Measurement model for accessibility & availability of various types of treatments.

https://doi.org/10.1371/journal.pone.0265535.g004
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included in the model. This justifies the use of higher order model (also known as second

order model) for the construct career growth in this study.

Construct 2: Organizational commitment

Three factors were extracted under the organizational commitment construct, they are affec-

tive, continuance and normative commitment. Thirteen items were adapted to measure the

sub-constructs of organizational commitment. Affective commitment and continuance com-

mitment were measured by four items each, the normative commitment was measured by five

items. The item “I do not feel any obligation to remain with my current employer” has

achieved the highest mean average of 3.9289 (Table 10). This means that employees working

in the public sector of the Sultanate of Oman are not satisfied with their current jobs. There-

fore, they do not feel any obligation to remain in the organization. This was also supported by

[20], who have, in an in-depth qualitative study, suggested diminished normative commit-

ment. This is possibly due to the defaulted values of Islamic obligation and loyalty being chal-

lenged where autocracy thwarts trust from subordinates to superiors.

On the other hand, the item “I do not feel a strong sense of belonging to my organization”

has achieved the lowest average mean score of 1.1884 (Table 10). This shows that majority of

the employees working in the public sector of the Sultanate of Oman do not agree with this

statement, as they prefer to work in their current organization. This is because they feel their

current organization as their home and are currently happy with their career growth and

future opportunities. This statistical information leads us to believe that these sub-constructs

are among the main components determining organizational commitment. This finding is

consistent with past findings [100, 101, 122] where the authors have identified these dimen-

sions to measure organizational commitment. Thus, it is vital to understand these sub-con-

structs of organizational commitment, which may help the Omani government as well as the

people involved in the ministry in implementing new policies and developing proper regula-

tions that will create awareness among the various public sector authorities.

Assessing the measurement model for affective commitment

Initially, it was found that the MI (Modification Index) value between e16 (AC1) and e19

(AC4) was more than fifteen. Thus, a double-headed arrow was used to demonstrate them to

be “free parameter estimate”, and the model was re-specified.

After re-specifying the model and assessing the fitness level for the measurement model for

quality (Fig 3), it shows that the fitness level for the measurement model for quality is achieved

[Absolute fit (RMSEA) = .062, (ChiSq/df) = 2.821; Incremental fit (CFI) = .968; and Parsimo-

nious fit (PNFI) = .714]. Hence, this study assumes that the unidimensionality for the mea-

surement model for affective commitment has been achieved. Therefore, no more

modification was needed for this model.

Assessing the measurement model for continuance commitment

Fig 4 shows the measurement model for continuance commitment. The fitness level for the

measurement model shows a perfect fit. Assessing the fitness level for the measurement model

for continuance commitment shows that the fitness level of the measurement model is

achieved [Absolute fit (RMSEA) = .065, (ChiSq/df) = 4.468; Incremental fit (CFI) = .982; and

Parsimonious fit (PNFI) = .520]. Hence, this study assumes that the unidimensionality for the

measurement model for continuance commitment has been achieved. Therefore, no more

modification was needed for this model.
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Assessing the measurement model for normative commitment

Fig 5 shows the measurement model for normative commitment. It shows that the fitness level

for the measurement model for normative commitment is achieved [Absolute fit (RMSEA) =

.047, (ChiSq/df) = 1.735; Incremental fit (CFI) = .993; and Parsimonious fit (PNFI) = .592].

Hence, this study assumes that the unidimensionality for the measurement model for norma-

tive commitment has been achieved. Therefore, no more modification was needed for this

model.

Construct 3: Employee turnover intention

Identification of the dimensionality of employee turnover intention was explored through

EFA and CFA. Three items were adapted to measure employee turnover intention. The item

“For me, this company is the best of all possible organizations to work for” has achieved the

highest mean average of 3.8906 (Table 10). This means that employees working in the public

sector of the Sultanate of Oman are satisfied with their current jobs. On the other hand, the

item “I am very likely to stay in this company for the next five years” has achieved the lowest

average mean score of 3.245 (Table 10). This shows that majority of the employees working in

the public sector of the Sultanate of Oman still prefer to work in their current organization

though it scored the lowest mean average among other items. According to [20], a recent

increase in pay in the public sector played a vital role in retaining the organisation’s current

employees. The item identified in this study to measure employee turnover intention supports

past studies [99, 102–105], which has defined employee turnover intention as any intention

that an employee perceives or feels to leave the current organization for many reasons, such as

unresolved gaps in the relationship between him/her and the organization. So, the psychologi-

cal process is considered the most important reason that can affect employee attrition [58].

Assessing the measurement model for employee turnover intention

From the fit of the measurement model (Fig 6), it can be seen that the required level for the

absolute fit [Incremental fit (CFI) = 1.000; and Parsimonious fit (PNFI) = 1.000] was achieved.

Hence, this study assumes that the unidimensionality for the measurement model for

employee turnover intention has been achieved. However, according to [134], as the

Fig 5. Measurement model for normative commitment.

https://doi.org/10.1371/journal.pone.0265535.g005
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measurement model is left with only three items, the “df” value is always “zero”. As such, SEM

software is unable to calculate the value for the absolute fit RMSEA and ChiSq/df since the

model becomes a “just-identified” model. No further modification was needed for this model.

Assessing the measurement model for all factors

The CFA analysis has extracted eight factors, Career goal progress (GP), Affective commit-

ment (AC), Continuance Commitment (CC), Normative Commitment (NC), Remuneration

Growth (RG), Professional Ability Development (AD) and Employee Turnover Intention (TI).

From Fig 7, it can be observed that the fitness level for the measurement model has been

achieved [Absolute fit (RMSEA) = .040, (ChiSq/df) = 1.519; Incremental fit (CFI) = .958; and

Parsimonious fit (PNFI) = .798]. Hence, it was assumed that the model is fit for further

analysis.

Structural equation modelling for identifying the mediating role of

organizational commitment

The Structural Equation Modelling (SEM) analyzes the interrelationships among the variables

in a model [134]. Like other multivariate procedures, SEM also tests the theoretical model

hypothesized by a researcher. In this stage, SEM was employed to identify the structural rela-

tionships between the different variables and their influences and to test hypotheses for this

study. A series of goodness-of-fit indices that reflect the fitness of the model were used.

Though there is no universal agreement among the researchers regarding which fitness indices

should be used [120, 134] recommended using at least three fit indices, including at least one

index from each category of fit model.

To assess the structural path relationships among the identified variables for this study,

three distinct criteria have been applied based on [120]. The first criterion is the Absolute Fit

category, where Root Mean Square Residuals (RMSEA) and ChiSq/df were used. The second

category is the Incremental Fit, where the Comparative Fit Index (CFI) was considered.

Finally, in the Parsimonious Fit category, this study has selected the Parsimony Normed Fit

Fig 6. Measurement model for employee turnover intention.

https://doi.org/10.1371/journal.pone.0265535.g006
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Index (PNFI). According to [138], in the case of the CFI, the closer the value is to 1, the better

the fit of the model. In addition to this, [145] has mentioned that when the value is more than

0.90, it signifies an adequate fit to the data. This also ensures the incremental fit of the model.

Besides, for RMSEA, a value less than 0.08 and ChiSq/df value less than three is well accepted

[133, 135, 146] and signifies the absolute fit of the model. Finally, to achieve a parsimonious

fit, and [135] suggested that the value of PNFI should be more than 0.50.

Under this index, a proposed model has been compared with the null model, assuming that

no relationship exists between the respected measures. Fig 8 illustrates the goodness-of-fit

indices (GOF) values that have been attained from the SEM model for this study. It indicates

that the fitness indices for the SEM model is achieved [Absolute fit (RMSEA) = .039, (ChiSq/

df) = 1.509; Incremental fit (CFI) = .958; and Parsimonious fit (PNFI) = .804].

Fig 7. Measurement model for all factors.

https://doi.org/10.1371/journal.pone.0265535.g007

Fig 8. Fit indices and parameter estimates of hypothesized model.

https://doi.org/10.1371/journal.pone.0265535.g008
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SEM is considered a meaningful statistical approach for its ability to disclose the existence

of direct as well as indirect relationships between variables. In accordance with the above dis-

cussion, it can be perceived that employee turnover intention is heavily influenced by career

goal progresses, professional ability development, promotion speed, remuneration growth,

affective commitment, continuance commitment and normative commitment, as shown by

the best fit model.

Hypothesis testing

All the hypotheses of this study have been tested through the application of SEM. For the

model as a whole, the statistical result indicates a good fit. The complete model is inclusive of

the seven hypothesized paths, as illustrated in Table 11.

Hypotheses: Organizational commitment and career growth–H1, H2 & H3

H1: There is a significant relationship between career growth and affective commitment in

the Omani’ public sector

This study employed SEM to identify the structural relationship between career growth and

affective commitment in the Omani public sector. In Fig 9, it can be seen that the relationship

between career growth and affective commitment in the Omani public sector is statistically sig-

nificant with a path coefficient coefficient value of 0.344 (119). This also indicates that career

growth significantly influences the affective commitment of employees in the Omani public

sector.

Table 11. Hypothesis testing.

Estimate SE CR P

Affective Commitment Career Growth 0.344 0.095 3.621 ���

Continuance Commitment Career Growth 0.512 0.079 6.481 ���

Normative Commitment Career Growth 0.498 0.078 6.384 ���

Turnover Intention Career Growth -0.063 0.111 -0.567 0.526

https://doi.org/10.1371/journal.pone.0265535.t011

Fig 9. Mediating effect of affective commitment between career growth and turnover intentions.

https://doi.org/10.1371/journal.pone.0265535.g009
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Furthermore, from Table 11, it is also observed that the p-value is less than 0.05 (0.000)

with a standard error of 0.095. Thus, this study accepts Hypothesis One that there is a positive

relationship between career growth and affective commitment in the Omani public sector.

This also answers the first research question: “What is the relationship between career growth

and affective commitment in the Omani public sector?”. The finding is identical with past

findings [100, 101]; where the authors have already pointed out that higher affective organiza-

tional commitment leads to a better job environment, as employees can feel the relationship

between them and their employers show greater compatibility.

H2: There is a significant relationship between career growth and continuance commit-

ment in the Omani public sector

In Table 10, the path coefficient between career growth and continuance commitment is

positive 0.512. Thus, this study confirms that the relationship between career growth and con-

tinuance commitment in the Omani public sector is also statistically significant (the value of

the path coefficient is more than 0.512). This indicates that the continuance commitment of

employees in the Omani public sector significantly influences their career growth. Further-

more, from Table 11, it is also observed that the p-value is less than 0.05 (0.000) with a standard

error of 0.079. Thus, this study accepts Hypothesis Two that there is a positive relationship

between career growth and continuance commitment in the Omani public sector. This also

answers the second research question: “What is the relationship between career growth and

continuance commitment in the Omani public sector?”

The finding supports past findings [100, 102, 124, 129], where the authors pointed out that

professional development opportunities are seen as an important determinant of employees’

behaviors and attitudes, which prevent obsolescence in their job skills. Thus, the increased pro-

motional opportunities and pay raises can form continuance commitment.

H3: There is a significant relationship between career growth and normative commitment

in the Omani public sector

In Table 10, it can be seen that the path coefficient between career growth and normative

commitment is positive 0.498. Thus, this study confirms that the relationship between career

growth and normative commitment in the Omani public sector is statistically significant. This

also indicates that the normative commitment of employees in the Omani public sector signifi-

cantly influences their career growth. Furthermore, from Table 10, it is also observed that the

p-value is less than 0.05 (0.000) with a standard error of 0.078. Thus, this study accepts hypoth-

esis three that there is a positive relationship between career growth and normative commit-

ment in the Omani comparing public sector. This also answers research question three, which

is “What is the relationship between career growth and normative commitment in the Omani

public sector?”. The finding is also identical with past findings [1, 4, 98, 102–105, 147] where

the authors have advocated that normative commitment plays an imperative role to retain

employees as part of the organization, as it is a consequence of individual employee’s sense of

obligation.

Hypothesis: Turnover intention and career growth–H4

H4: Career growth is negatively associated with turnover intentions in the Omani public

sector

In Table 11, it can be seen that the path coefficient between career growth and turnover

intentions in the Omani public sector is negative 0.063. Thus, this study confirms that the rela-

tionship between career growth and turnover intentions in the Omani public sector is
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negative. However, in this study, the relationship is not statistically significant (the value of the

path coefficient is less than 0.15). Furthermore, from Table 11, it is also observed that the p-

value is more than 0.05 (0.526) with a standard error of 0.111. Thus, this study rejects Hypoth-

esis Four that career growth is significantly and negatively associated with turnover intentions

in the Omani public sector. This study complements [53] research, which found that there is a

negative association between turnover and promotion and salary growth. Thus, this study

indicates that career growth does not significantly influence the turnover intentions of

employees in the Omani public sector. Perhaps, the findings gave important lessons for HR

practitioners in the Omani public sector, in that only providing opportunities for career

growth might not help reduce attrition. What is pertinent is to develop ways and strategies in

HRM that can boost organizational commitment, which subsequently lessens the intention to

leave.

Hypotheses: Organizational commitment and turnover intentions–H5, H6 & H7

H5: There is a significant negative relationship between affective commitment and turn-

over intention in the Omani public sector.

In Table 12, it can be seen that the path coefficient between affective commitment and turn-

over intention is negative 0.414. Thus, this study confirms that the relationship between affec-

tive commitment and turnover intention in the Omani public sector is statistically significant.

This also indicates that affective commitment negatively influences the turnover intentions of

employees in the Omani public sector. Furthermore, from Table 10, it is also observed that the

p-value is less than 0.05 (0.000) with a standard error of 0.054. Thus, this study accepts

Hypothesis Five that there is a significant negative relationship between affective commitment

and turnover intention in the Omani public sector. This also answers research question num-

ber V, which is “What is the relationship between affective commitment and employee’s inten-

tion to leave the public sector of the Sultanate of Oman?”. The finding is also identical with

past findings [127–129], where the authors have reported that organizational commitment is

connected closely to turnover intention. The employees’ intention for leaving the organization

is considered based on their personal attachment to the organization. It is less likely for those

who have a higher attachment to their organization.

H6: There is a significant negative relationship between continuance commitment and

turnover intention in the Omani public sector.

In Table 12, it can be seen that the path coefficient between continuance commitment and

turnover intention is negative 0.161. Thus, this study also confirms that the relationship

between continuance commitment and turnover intention in the Omani public sector is statis-

tically significant. This also indicates that affective commitment negatively influences the turn-

over intentions of employees in the Omani public sector. Furthermore, from Table 10, it is

also observed that the p-value is less than 0.05 (0.000) with a standard error of 0.066. Thus, this

study accepts Hypothesis Six that there is a significant negative relationship between continu-

ance commitment and turnover intention in the Omani public sector. This also answers

research question number 6, which is “What is the relationship between continuance commit-

ment and employee’s intention to leave the public sector of the Sultanate of Oman?”.

Any intention that an employee perceives or feels towards attrition for many reasons, such

as unresolved gaps in the relationship between him/her and the organization [27, 59]. So the

psychological process is considered the most important reason that can cause employee attri-

tion [58].

PLOS ONE The organizational commitment in career growth and turnover intention in the public sector of Oman

PLOS ONE | https://doi.org/10.1371/journal.pone.0265535 May 12, 2022 24 / 39

https://doi.org/10.1371/journal.pone.0265535


H7: There is a significant negative relationship between normative commitment and turn-

over intention in the Omani public sector.

In Table 12, it can be seen that the path coefficient between normative commitment and

turnover intention is negative 0.091. Thus, this study confirms that the relationship between

normative commitment and turnover intention in the Omani public sector is not statistically

significant. However, this indicates that normative commitment negatively influences the

turnover intentions of employees in the Omani public sector. Furthermore, from Table 12, it is

also observed that the p-value is more than 0.05 (0.081) with a standard error of 0.067. Thus,

this study rejects Hypothesis Seven that there is a significant negative relationship between

normative commitment and turnover intention in Omani’s public sector. This also answers

research question number 7, which is “What is the relationship between normative commit-

ment and employee’s intention to leave the public sector of the Sultanate of Oman?”.

According to past authors [84, 87, 99]; employees may achieve excellent performance when

they are committed to their organization. Additionally, [148] found that employees can give

discretionary effort as well as have a greater impact on the performance and effectiveness of

organizational strategies if they have been motivated as skilled and knowledgeable people to

achieve their tasks. Normative commitment as an obligation may not induce greater effort vol-

untarily but perhaps may contribute to inertia and indifference to the organization. This essen-

tially is not normative commitment. Interestingly [20] suggest that cultural factors may

contribute to inertial effects, as they discovered normative commitment or sense of obligation

owing to Islamic values in Omani organizations. A past study conducted by [103] has found

that normative commitment is an obligation deriving from the personality of the employee

and the personal value resulting from that feeling of obligation to remain in the organization.

Hence, it refers to a mindset of obligation rather than the mindset of desire [105]. Normative

commitment plays a role to keep employees in the same organization due to their own sense of

obligation [125]. In other words, receiving benefits was perceived by employees as a mutually

obligatory expectation that will lead to normative commitment.

Hypotheses: The mediating role of organizational commitment–H8, H9 & H10

H8: Affective Commitment Mediates the Relationship between Career Growth and Turn-

over Intentions

This study has confirmed that organizational commitment (affective and continuance,

except normative commitment) mediated the relationship between career growth and

employee turnover intention. Career growth was found to be an insignificant predictor of

employee turnover intention, but when Organizational commitment was included in the equa-

tion as a mediator, career growth became significant. This indicated that career growth’s role

is pivotal in relation to organizational commitment. Therefore, the positive relationship

between career growth and turnover intention infers that when employees are given sufficient

support in their personal development and growth, they perceive themselves as more market-

able and employable in other organizations. Fig 10 shows the mediating effect of affective com-

mitment between career growth and turnover intentions. It explains the goodness-of-fit

Table 12. Hypothesis testing.

Estimate SE CR P

Turnover Intention Affective Commitment -0.414 0.054 -7.666 ���

Turnover Intention Continuance Commitment -0.161 0.066 -2.439 0.021

Turnover Intention Normative Commitment -0.091 0.067 -1.358 0.081

https://doi.org/10.1371/journal.pone.0265535.t012
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indices (GOF) values that have been attained from the model for this study. It indicates that

the fitness indices for the SEM model have been achieved [Absolute fit (RMSEA) = .036,

(ChiSq/df) = 1.425; Incremental fit (CFI) = .979; and Parsimonious fit (PNFI) = .811]. Accord-

ing to [133], if all the relationships are statistically significant, then it can be assumed that there

is a partial mediation. However, if the direct relationship becomes insignificant when media-

tors are included in the model, then it signifies a full mediation.

In this case, to confirm the types of mediation (full or partial), this study has tested the rela-

tionship presented in Fig 9 and Table 13. It can be observed that the relationship between

affective commitment and career growth is statistically significant with a path value of positive

0.57. The relationship between career growth and turnover intention is also statistically signifi-

cant, with a path value of negative 0.40. The relationship between affective commitment and

turnover intention is also statistically significant, with a path value of negative .50. Hence, this

indicates a partial mediation in the model. This also answers the research question, “Whether

affective commitment mediates between career growth and turnover intention?”.

Past studies have discussed that affective commitment is the psychological attachment of

employees to their organization that emphasizes their identification with their organization’s

objectives and values [122]. [130] found that affective commitment has a negative impact on

turnover intention. [8] has found that career growth has a positive impact on affective commit-

ment. Thus, this study accepts Hypothesis Eight that affective commitment mediates the rela-

tionship between career growth and turnover intentions.

H9: Continuance Commitment Mediates the Relationship between Career Growth and

Turnover Intentions

Fig 11 shows the mediating effect of continuance commitment between career growth and

turnover intentions. It explains the goodness-of-fit indices (GOF) values that have been

attained from the model for this study. It indicates that the fitness indices for the SEM model

has achieved [Absolute fit (RMSEA) = .038, (ChiSq/df) = 1.470; Incremental fit (CFI) = .971;

and Parsimonious fit (PNFI) = .800].

To confirm the types of mediation (full or partial mediation), this study has tested the rela-

tionship presented in Fig 10 and Table 14. It can be observed that the relationship between

continuance commitment and career growth is statistically significant with a path value of pos-

itive .67. The relationship between career growth and turnover intention is also statistically sig-

nificant, with a negative path value of .27. The relationship between continuance commitment

and turnover intention is also statistically significant, with a path value of negative .48. Hence,

this also indicates a partial mediation in the model. This also answers research question num-

ber nine, which is “Does continuance commitment mediate between career growth and turn-

over intention?”.

The findings are also similar to past findings. Continuance commitment is about the

employees’ belief that they will lose benefits or seniority status [149]. According to [150],

employees in their current organization have gained many things, such as training and devel-

opment, reducing attrition. A study conducted by [39] has found a positive relationship

between continuance commitment and career growth. However, [151] found that continuance

commitment is negatively associated with employee turnover intention. Thus, this study

accepts Hypothesis Nine that continuance commitment mediates the relationship between

career growth and turnover intention.

H10: Normative Commitment Mediates the Relationship between Career Growth and

Turnover Intentions
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Fig 11 shows the mediating effect of normative commitment between career growth and

turnover intentions. It explains the goodness-of-fit indices (GOF) values that have been

attained from the model for this study. It indicates that the fitness indices for the SEM model

have been achieved [Absolute fit (RMSEA) = .048, (ChiSq/df) = 1.752; Incremental fit (CFI) =

.951; and Parsimonious fit (PNFI) = .788].

To confirm the types of mediation (full or partial mediation), this study has tested the rela-

tionship presented in Fig 11 and Table 15. It can be observed that the relationship between

normative commitment and career growth is statistically significant, with a path value of posi-

tive .70. The relationship between career growth and turnover intention is also statistically sig-

nificant, with a negative path value of .61. However, the relationship between normative

commitment and turnover intention is not statistically significant, with a negative path value

of .15 (p� 0.05). Hence, this indicates that normative commitment does not mediate the rela-

tionship between career growth and turnover intention in the model. This also answers

research question number ten which is “Does normative commitment mediate between career

growth and turnover intention?”.

In the past, it was found that career growth is related to employees’ behaviors and attitudes

that can bring about turnover intention if career development is not managed accurately. [26]

explained that career growth is negatively correlated to turnover intention. Furthermore, [126,

130] found that normative commitment negatively affects turnover intention rather than

career growth. Meyer further supported these findings, as well as [103], who pointed out that

normative commitment is the mindset of obligation rather than the mindset of desire. Thus,

this study rejects Hypothesis 10 that normative commitment mediates the relationship

between career growth and turnover intentions.

Fig 10. Mediating effect of continuance commitment between career growth and turnover intentions.

https://doi.org/10.1371/journal.pone.0265535.g010

Table 13. Regression weights.

Estimate SE CR p

Affective Commitment Career Growth 0.571 0.137 4.171 ���

Turnover Intention Career Growth -0.396 0.150 -2.634 0.008

Turnover Intention Affective Commitment -0.497 0.065 -7.656 ���

https://doi.org/10.1371/journal.pone.0265535.t013
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4. Conclusion and recommendations

This study at hand aimed at exploring the relationship between career growth and organiza-

tional commitment, and whether, affective commitment, continuance commitment, and nor-

mative commitment mediates the relationship between career growth and employee turnover

intention among the employees working in the public sector of the Sultanate of Oman. The

results indicate that career growth is very essential element that motivates employees’ turnover

intention in the public sector of the Sultanate of Oman. In addition, the findings also confirm

that affective and continuance except normative commitment significantly mediates the rela-

tionship between career growth and employee turnover intention. According to this study, the

public sector in Oman failed to retain talented employees due to two main interconnected rea-

sons: the lack of a clear career program by the employers that lead to the lack of strong organi-

zational commitment among employees. This study provided significant insights in

identifying career growth by utilizing the four components as a second-order that influence

employee turnover intention in the public sector of the Sultanate of Oman. Furthermore, this

study has also identified the key dimensions of organizational commitment (e.g. affective, con-

tinuance and normative commitment) that mediate the relationship between career growth

and employee turnover intention. The findings of this research have confirmed that affective

and continuance commitment are the key factors that mediate career growth and employees’

turnover intention relationship in the public sector of the Sultanate of Oman context. How-

ever, the findings on the relationship between career growth and turnover intentions and the

relationship between normative commitment and turnover intention were found to be statisti-

cally not significant (p>.05), specifically from the Omani perspective. This finding should be

Fig 11. Mediating effect of normative commitment between career growth and turnover intentions.

https://doi.org/10.1371/journal.pone.0265535.g011

Table 14. Regression weights.

Estimate SE CR p

Continuance Commitment Career Growth 0.673 0.126 5.328 ���

Turnover Intention Career Growth -0.477 0.183 -2.614 0.009

Turnover Intention Continuance Commitment -0.270 0.113 -2.382 0.017

https://doi.org/10.1371/journal.pone.0265535.t014

PLOS ONE The organizational commitment in career growth and turnover intention in the public sector of Oman

PLOS ONE | https://doi.org/10.1371/journal.pone.0265535 May 12, 2022 28 / 39

https://doi.org/10.1371/journal.pone.0265535.g011
https://doi.org/10.1371/journal.pone.0265535.t014
https://doi.org/10.1371/journal.pone.0265535


taken seriously by managers because employees who have the low commitment and thus high

turnover intention are not likely to feel compelled to commit and give all their efforts to the

organizations. Any new building of career growth of the organization’s employees or any ini-

tiative that aims to retain employees must first address the need to increase employees’ com-

mitment to the organization.

Theoretical implications

This study is theoretically significant for the field of Organizational Behavior (OB) as it has

contributed to a theoretical enhancement of the current level of knowledge in the existing liter-

ature on OB. The mediating role of organizational between career growth and turnover inten-

tion were considered an extension of what [81] have stated. [81] examined affective

commitment as a single component of organizational commitment. Consequently, this creates

the necessity for a complete examination of all organizational commitment components. This

study filled this gap by adding two more variables in organizational commitment, namely con-

tinuance commitment and normative commitment; which have been accounted as a major

contribution to organizational commitment.

Methodological implications

This study has proposed a measurement tool through which career growth and organizational

commitment and turnover intention can be measured. This study provides a valid and reliable

instrument that can measure the relationship between career growth, organizational commit-

ment and turnover intention. This could contribute significantly to the methodological devel-

opment for HRM research. In addition, this study could help explore the organizational and

individual factors to shed more light on what individuals and organizations can do to facilitate

the growth of careers. The results of this analysis will help organizations to learn from the sur-

vey-based case study and apply major findings from the study into their own settings and

hence improve their employee relations practices and provide insights for future growth in the

field.

Empirical implications

Empirically, this research seeks to evaluate the mediating role of organizational commitment

(affective, continuance and normative commitment) between the relationship career growth

(career goal progresses, professional ability development, promotion speed and remuneration

growth) as sub-construct and employee turnover intention. Firstly, a total of five variables

were identified in this study, they include one independent variable (career growth), three

mediating variables (affective, continuance and normative commitment) as well as one depen-

dent variable (employee turnover intention). Secondly, this study has significantly contributed

to the development of HRM theory on career growth, organizational commitment and turn-

over intention. This study was undertaking empirical testing of the structural relationships

among the study factors. This systematic examination of structural relationships among the

Table 15. Regression weights.

Estimate SE CR p

Normative Commitment Career Growth 0.699 0.150 4.661 ���

Turnover Intention Career Growth -0.607 0.200 -3.032 0.002

Turnover Intention Normative Commitment -0.150 0.112 -1.332 0.183

https://doi.org/10.1371/journal.pone.0265535.t015
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constructs has facilitated a clearer understanding of the nature of the employee turnover inten-

tion from the career growth and organizational commitment view.

Practical implications

This research has practical significance as currently a very limited number of studies have been

conducted on the issue specifically focused on the public sector of the Sultanate of Oman (e.g.

[108, 110]). Current research enables a superior understanding of the factors behind the turn-

over intention that the public administration in the Gulf countries in general and Omani pub-

lic administration faces in particular. This study will help achieve the overall research of

turnover goals, and the result may be generalized to similar countries. Therefore, its resulting

indications could help both researchers and those involved in public sector policy to under-

stand how employee turnover intention is influenced by career growth and organizational

commitment in the public sector of the Sultanate of Oman. Besides, this research finding will

contribute to further development of the Oman public sector HRM policy and those associated

with it.

Thus, to conclude, this research expects to create a working awareness of the factors that

promote or deter career growth and organizational commitment among individuals and orga-

nizations in the public sector in Oman. The results from this research will help practitioners to

manage human resources and appreciate individual differences factors in career growth and

organizational commitment to reduce turnover. Managers in the Omani public sector must

take these findings seriously because employees who have a low commitment and high turn-

over intention are not likely to feel compelled to commit and give all their efforts to the organi-

zations. The most important conclusion of this research is that while building career growth

programs aimed at increasing the employee retention, key factor that needs to be addressed is

the employees’ commitment to the organization.

Limitations of the study and future direction

In this study, the data collection was challenging as the respondents were employees working

in the Omani public sector. As such, accessing the right respondents was very challenging. Fur-

thermore, identifying the right respondent was also very difficult as this study only considered

those employees with three or more years of working experience. Hence, the researchers had

to ask every single respondent who was available during the data collection, whether they have

more than three years of work experiences or not. Nevertheless, the empirical model was

found to have a good fit based on the data gathered from the respondents.

As information regarding the current HRM practices in Oman is not readily available,

Omani public organizations need to publicize their success stories on their websites or in the

newspapers, helping them to find out the best practices in the coming future. Besides, this

study also proposes to replicate the process into the private sector in the future and see whether

a significant difference exists between the public and private sectors. Finally, an investigation

of the impact of employees’ demographic variables such as gender, age, job title and education

level as mediating variables is likely to provide a better understanding of the relationship. The

scopes of unexplained variance indicate that factors not included in the framework of the

study might be important to consider.

Contribution and originality value of the study

This study aims to extend the relationship between career growth and turnover intention by

using model proposed by [26]. This model has proposed four main constructs of Organiza-

tional Career growth, viz., career goal progress, professional ability development, promotion
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speed and remuneration growth. However, in this study, career growth in the Omani public

sector was explored by examining the relationship between the dependent variable of turnover

intention via a mediating viable of commitment that could lead to fuller rational explanations

of their inherent connections practically among the public sector’s employees in the Sultanate

of Oman. Therefore, this field study is an applied extension from actual organizational field

data from theoretical, methodological and actual field research standpoint.

The main purpose of this study was to examine organizational commitment (affective, con-

tinuance and normative based on Meyer and Allen’s 1991 model) as mediating variables

between career growth and turnover intention in the Omani public sector. In the process,

firstly, researchers placed turnover intention as a dependent variable by using career growth

directly as an independent variable and also organizational commitment components as inde-

pendents (affective, normative and continuance commitment). Secondly, mediating organiza-

tional commitment components, it enabled a superior understanding of the factors behind the

turnover intention that the public administration, in the Gulf countries in general and in

Omani public administration in particular, actually faces. In addition, [20] conducted a quali-

tative study in Oman, and it appears that organizational commitment is a major theme that

has indicated diminished normative commitment. Consequently, this reinforces the need for

further exploratory testing of all three components of organizational commitment

quantitatively.

In this context, this study helps to achieve the overall research of the causes of turnover, and

the result may be generalizable to similar countries. Therefore, its resulting indications could

help both researchers and those involved in public sector policy to understand how employee’s

turnover intention is influenced by career growth and organizational commitment in the pub-

lic sector of the Sultanate of Oman.
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