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Introduction
Doctoral research is a critical and systematic engagement with the already existing knowledge in a bid to create an outstanding theoretical foundation for new scholarly contributions. The critical literature review then constitutes significant sections of doctoral research since it synthesises already researched works, defines the existing trends in the literature, and provides guidelines that need to be filled by subsequent research. Critical literature review is not simply a summary of the previous researches but the analysis and synthesis of the existing academic literature to build congruent arguments and define the development of research questions and conceptual frameworks (Bogale & Birbirsa, 2023). Systematic reviews have also been very popular in the field of management and organisational studies in order to systematise fragmented knowledge, identify gaps in research, and provide future research directions (Madanagali et al., 2023).
Hence, there is a necessity to peruse through the literature critically to identify the interaction between leadership behaviour and performance-based reward systems to influence talent retention in the oil and gas industry in Nigeria. This review paper will strive to provide the academic background of the ongoing study by synthesising the literature in and out of existing theoretical and empirical research and identifying gaps in the available literature that will justifiably warrant the need to undertake more research.
[bookmark: _Toc227431149]Purpose of a Critical Literature Review in Doctoral Research 
A critical literature review is essential in doctoral research as it helps scholars interpret existing knowledge, evaluate previous works, and establish the theoretical context of the new study. Unlike a summary, it synthesizes various sources to identify known and unexplored aspects of a research problem (Ebidor & Ikhide, 2024). It is vital for grounding research in existing theory, ensuring the study's originality and relevance. Systematic reviews combine fragmented knowledge across fields, offering a comprehensive view of complex organizational phenomena (Amjad, Kordel, & Fernandes, 2023). This review will reflect on leadership behaviour, performance-based rewards, and talent retention in the Nigerian oil and gas sector.
[bookmark: _Toc227431150]Characteristics of a Critical Literature Review
A critical literature review involves objective evaluation, synthesis, and interpretation of past research rather than just summarizing previous works. It analyzes theoretical findings, factual data, and methodological concerns to provide a coherent understanding of the research problem (Chigbu, Atiku, & Du Plessis, 2023). Researchers must employ clear search strategies and inclusion criteria to ensure the literature reviewed is relevant and up to date, reducing bias and increasing transparency (Amjad, Kordel, & Fernandes, 2023). The review identifies gaps, methodological weaknesses, and inconsistencies, guiding the development of research questions and frameworks (William, 2024). It plays a crucial role in studying leadership, rewards, and talent retention in Nigeria’s oil and gas industry.
[bookmark: _Toc227431151]Structure and Organisation of Literature Reviews in Doctoral Research
The format and design of a literature review are crucial for achieving clear, coherent, and analytical depth in doctoral research. A well-organized review helps researchers develop research questions and conceptual frameworks by synthesizing various knowledge strands (Sauer & Seuring, 2023). Thematic organization is a common methodology, categorizing literature based on key concepts, such as leadership behaviour and talent retention, which helps identify links between ideas (Chigbu, Atiku, & Du Plessis, 2023). Combining theoretical and empirical literature aids in understanding organizational phenomena (Amjad, Kordel, & Fernandes, 2023). 
[bookmark: _Toc227431152]Annotated Bibliography
An annotated bibliography is a research methodology that helps organize, synthesize, and analyse literature on a topic. Unlike a regular reference list, it includes brief analytical notes on each source, identifying key arguments and contributions. This approach aids researchers in shaping a broader understanding of their study, constructing theoretical discourses, and identifying gaps (Merkle, 2021). The literature in this study is divided into five themes: leadership behaviour and theories, performance-based rewards, talent retention and turnover, leadership-reward alignment, and organizational dynamics in the oil and gas industry.
[image: ]
Figure 1: PRISMA Diagram
[bookmark: _Toc227431153]Theme 1: Leadership Behaviour and Leadership Theories
1. Ahiamadu, (2023): This paper analyses how leadership styles affect incidents and accidents in oil and gas operations in Nigeria. It concludes that transformational leadership reduces safety incidents and improves employee engagement, leading to better retention. It applies to employee retention in the industry, although it is safety oriented.
2. Al-Ameryeen, (2020): This literature review discusses how compensation strategies affect employee performance. It concludes that performance-based rewards would play a vital role in retaining employees, especially in sectors such as oil and gas, but the study is restricted to academic institutions.
3. Ali & Niaz (2024): This study examines leadership styles in the UAE healthcare sector and finds that transformational leadership enhances employee satisfaction and retention. The use of performance-based rewards can also enhance retention, providing valuable insights for the oil and gas industry.
4. Alkan et al. (2024): The study is a mixed-methods study on workforce retention in healthcare. It shows that transformational leadership and performance-based rewards are a significant boost to retention, even in high-risk industries such as oil and gas.
5. Alluhaybi et al., (2023): This systematic review explores the styles of nurse manager leadership and their effects on employee engagement and retention. It posits that performance-based rewards, when combined with transformational leadership, lead to retention, a proposition applicable to the oil and gas industry.
6. Ametefe et al. (2025): This literature review examines the effectiveness of leadership styles on small and medium enterprises (SMEs). It concludes that transformational leadership improves employee performance and retention and is particularly relevant to industries such as oil and gas.
7. Bima et al., (2021): A theoretical literature review on leadership and employee retention suggests that transformational leadership leads to motivation and retention. Though it lacks empirical data, it offers theoretical insights into how leadership and retention correlate and can be applied in high-turnover sectors.
8. Ghosh & Sridevi (2024): This paper demonstrates that transformational leadership is an effective approach to retaining employees in the oil and gas industry, as it increases motivation and engagement, thereby directly addressing the problem of turnover in high-turnover industries.
9. Govender (2024): This study indicates that performance-based rewards, along with transformational leadership, decrease turnover by promoting employee commitment. The findings are critical in industries such as oil and gas, where leadership is key to retention.
10. Hengsa & Adiputra, (2025): This paper demonstrates that transformational leadership enhances job satisfaction and organizational commitment, which, in turn, leads to better employee retention. These results provide a basis for understanding the role of leadership in retention in other industries, such as oil and gas.
11. Hakimi, (2025): This study focuses on the role of ethical leadership in employee retention. It is posited that ethical leadership, combined with performance-based rewards, fosters trust and commitment, key ingredients for retaining talented employees in the oil and gas industry.
12. Hossain & Islam (2023): This paper concludes that performance-based rewards and performance appraisals increase employee retention. The association of rewards with performance appraisal enhances retention outcomes, which is highly relevant to the oil and gas industry.
13. Hosseini & Ferreira (2023): This paper examines the relevance of ethical leadership to employee retention, with a special focus on how ethical leadership and performance-based rewards go hand in hand in promoting employee engagement and retention.
14. Htun et al. (2025): This review indicates that emotional intelligence in leadership contributes to employee performance and retention. Emotional intelligence promotes involvement, which is important in retention in high-risk job sectors such as oil and gas.
15. Indahsari, (2023): In this paper, the leadership style that increases employee retention is transformational leadership, as it enhances motivation and engagement in the oil and gas sector. It emphasizes the value of performance rewards in enhancing retention.
16. Kawana, (2024): The study indicates that a transformational leader paired with performance-based rewards enhances employee retention. Although it is research study on Namibia, it offers significant insights for the oil and gas industries striving to enhance retention.
17. Lee et al., (2021): This study in the oil and gas sector shows that transformational leadership, along with performance-based rewards, improves retention. It highlights the importance of leadership styles in retention in the industry.
18. Legood et al., (2020): A meta-analysis indicates that performance-based rewards, when combined with trust in leadership, enhance retention across industries. The oil and gas industry cannot ignore this finding, which has been critical in retaining employees due to trust in leadership.
19. Mendis, (2025): In this paper, it is demonstrated that transformational leadership and performance-based rewards lead to retention during economic crises. The results can be applied to the oil and gas industry, where economic factors influence employee retention.
20. Monroe (2022): This paper discusses ethical leadership and its effects on employee retention. It posits that a strong organisational culture is built through ethical leadership and performance-based rewards, which contribute to employee retention in high-risk sectors.
21. Qi (2023): The paper examines the relationship between transformational leadership and employee satisfaction and commitment, which in turn lead to retention in the oil and gas industry. It focuses on the significance of leadership styles in minimizing turnover.
22. Sadiq, (2020): Focusing on safety leadership in the oil and gas industry, the present study concludes that transformational leadership, combined with safety-related rewards, will significantly reduce turnover by enhancing employee safety engagement.
23. Shah & Palariya (2025): This review paper argues that performance-based rewards support transformational leadership as the most effective approach to enhancing retention. It is a synthesis of the literature in the industry that has brought attention to the effects of leadership on retention in the oil and gas industry.
24. Tumusime & Mulyungi (2021): This paper demonstrates that performance-based rewards enhance retention by motivating employees. While based in Uganda, the findings apply to the oil and gas industries, where rewards are key to retention strategies.
25. Vries et al. (2026): This paper examines the effectiveness of combining ethical leadership with performance-based rewards to improve retention in health care. Its results can be applied to the oil and gas industry, where ethical leadership plays a vital role in attracting talented employees.
[bookmark: _Toc227431154]Synthesis Layer for Theme 1: Leadership Behaviour and Leadership Theories
The literature consistently highlights transformational leadership as a crucial factor in improving employee retention in high-turnover sectors like oil and gas. Studies show that transformational leadership, combined with performance-based rewards, fosters engagement and reduces turnover. While transactional leadership may be effective in regulated environments, transformational leadership is generally more effective in dynamic sectors. The integration of leadership with reward systems remains underexplored, particularly in emerging markets like Nigeria.
[bookmark: _Toc227431155]Theme 2: Performance-Based Reward Systems
1. Adetayo & Egbuta (2025): This paper proposes that strategic reward systems can play a critical role in enhancing employee engagement and retention, particularly in talent management. Through a quantitative method, the study determines that well-designed reward systems are positively associated with employee satisfaction. Nevertheless, the research does not focus on the leadership styles, which would have increased the results. The study is highly pertinent to other industries, such as oil and gas, where retention is imperative.
2. Alboliteeh (2022):The paper examines how leadership affects organizational commitment during the COVID-19 pandemic in the healthcare industry. It concludes that transformational leadership increases commitment, which affects retention. Nevertheless, it does not address reward systems, which could be a good addition. These insights can be applied to the oil and gas industry, where leadership and rewards are key to retention.
3. Baranyeretse & Rulinda (2025): The paper will look at the role of compensation management in performance and retention in Rwanda. It concludes that compensation should be aligned with employees' performance to improve retention. Investigating the effect of leadership on reward effectiveness could supplement the analysis. The results can be useful in the oil and gas industry, where performance-based incentives play a vital role in retention.
4. Bashir et al. (2024): This paper discusses the impact of automation and the gig economy on HR management in Pakistan. It concludes that performance-based rewards drive motivation and retention in the gig economy. Although this can be helpful in today's workplace, it might not apply to organised sectors such as oil and gas.
5. Frisdayanti & Choirunnisa (2025): The authors argue that transformational leadership can improve productivity and retention by aligning rewards with employees' goals. The study, however, concentrates on leadership and does not mention other reward systems such as financial incentives. The study is highly applicable to the oil and gas industry, where leadership and reward systems are vital.
6. Gholami & Farahani (2023): This paper in the IT industry reveals that performance-based rewards are highly effective in retaining employees. Incentives should be aligned with performance to improve engagement. The research focuses on IT, but the results can be generalized to the oil and gas industry, where performance-based rewards are imperative.
7. Khan, R.A. (2013): Pakistani research indicates that employees' perceptions of fair performance appraisals enhance satisfaction and retention. The studies focus on the importance of performance-based rewards, particularly in high-turnover sectors such as oil and gas.
8. Kessels (2021): This paper analyses the use of bonus systems to manage employee performance. It holds that bonuses are an effective way to motivate employees, particularly when tied to organizational objectives. The paper, although not practical, provides useful information for the oil and gas industry, where bonuses are essential for retention.
9. Kosmidis et al. (2025): This qualitative research paper discusses the feasibility of a pay-for-performance (P4P) program for ICU nurses. It indicates that P4P programs increase employee engagement when they align with organizational objectives. Although the research is limited to the healthcare sector, it offers insights into oil and gas retention strategies.
10. Lavanya et al. (2024): This paper determines the efficacy of performance-based rewards, especially financial rewards. It concludes that performance pay enhances employee retention and satisfaction—the results, although from the manufacturing industry, are very applicable to oil and gas.
11. Mabaso & Mathebula (2025): This paper will concentrate on total rewards in attracting and retaining millennials after COVID-19. It concludes that millennial-specific reward systems can boost engagement and retention. This holds especially in the oil and gas industry, where the younger generation is critical.
12. Mishra (2025): The research looks at the effectiveness of reward programs in improving retention. It states that performance-based rewards are a key to enhancing employee satisfaction and decreasing turnover. Although empirical data do not support it, it can be applied to such industries as oil and gas.
13. Mungroo (2023): This research concludes that an effective reward system will boost motivation, thereby increasing performance and retention. Although focused on education, the findings are relevant to the oil and gas industry, where rewards are vital to talent retention.
14. Park et al. (2022): This paper examines how managers reward employee input. It concludes that retention is enhanced by performance-based rewards based on employee behaviour. This knowledge can be applied to oil and gas, where employees are critical to retention due to their contributions and performance.
15. Rajâa & Mekkaoui (2025): This paper discusses how social exchange theory influences employee retention, with a special focus on reward systems. It concludes that social exchange systems of reward enhance employee motivation and retention. This especially applies to high-turnover companies in the oil and gas industry.
16. Sliwka (2020): This paper talks about bonus mechanisms and their effects on performance. It concludes that retention is enhanced when bonuses are pegged to performance appraisals. The study's conceptual approach provides useful insights for other industries, such as the oil and gas industry.
17. Somu et al. (2020): This paper reviews HR practices, such as training, performance appraisals, and rewards, and their effects on retention. The results can be widely applied in oil and gas, where reward systems must be combined with HR practices.
18. Wiblen & Marler (2024): This paper demonstrates how digitalized practices in talent management influence retention through reward systems. The conclusions apply to oil and gas industries that have gone digital in their efforts to retain employees.
19. Yang & Maideen (2025): This paper will cover AI-based retention strategies that use rewards tailored to individual needs to enhance retention. This novel solution applies to the oil and gas industry, which has a high turnover rate.
20. Zhu (2025): This paper examines how authentic leadership can enhance employee engagement and retention. It claims that genuine leadership, which is buttressed by performance-related rewards, boosts commitment. The leadership insights gained in the study can be useful to the oil and gas industry, even though it is not reward-centred.
[bookmark: _Toc227431156]Synthesis for Theme 2
The studies reviewed consistently demonstrate that performance-based rewards, especially when integrated with leadership styles, significantly improve retention. Transformational leadership and ethical leadership, combined with reward systems, enhance employee engagement and retention. Additionally, AI-driven systems are emerging as a promising solution. However, the integration of leadership and reward systems, particularly in emerging markets like Nigeria, remains a significant gap that future research should address.
[bookmark: _Toc227431157]Theme 3: Talent Retention and Leadership-Rewards Alignment
1. Asikhia, O. (2022): This study explores how leadership practices and performance-based rewards impact skills retention in oil and gas companies in Nigeria. It finds that effective leadership and rewards are essential for retaining skilled employees, with leadership practices playing a significant role in reducing turnover.
2. Dhoopar et al. (2025): This review examines leadership and reward systems as key factors in mitigating employee turnover intentions. It highlights that transformational leadership, when combined with reward systems, can reduce turnover. Although comprehensive, it lacks industry-specific insights, yet it is applicable to high-turnover industries like oil and gas.
3. Fragouli & Alhaider (2020): This study investigates how responsible leadership and performance-based rewards influence talent retention. It argues that responsible leadership fosters a positive culture, improving engagement and retention. The study lacks empirical data but is relevant for high-risk sectors like oil and gas.
4. Gbolahan, (2023): This study discusses the challenges in Nigeria’s oil and gas sector, emphasizing the importance of leadership styles and reward systems in addressing talent retention. The findings suggest that strategic leadership and rewards are vital for reducing turnover in the industry.
5. Singh & Pandey (2024): The authors propose a strategic framework integrating AI-driven HRM and hybrid work models to foster employee retention. Their findings show that technology and flexible work models enhance engagement, relevant for sectors like oil and gas seeking to reduce turnover.
6. Hermawan, (2022): This study investigates factors influencing employee retention, focusing on skills, rewards, and relationships. It finds that well-designed reward systems improve retention by aligning rewards with performance, a finding applicable to oil and gas sectors where skills retention is critical.
7. Kibria et al. (2021): This research examines how performance appraisals and promotions impact job satisfaction and retention in the banking sector. It finds that fair appraisals and reward systems improve job satisfaction, which is transferable to sectors like oil and gas, facing similar workforce challenges.
8. Kanyamukenge & Muthoka (2024): This study explores how ethical leadership, combined with performance-based rewards, improves employee retention. The findings suggest that ethical leadership fosters trust and satisfaction, which are vital for retention in high-risk sectors like oil and gas.
9. Karsim et al. (2025): This study examines how HR analytics and big data are transforming talent management. It finds that AI-driven reward systems personalize performance-based rewards, improving retention. The findings are particularly relevant for oil and gas sectors leveraging digital HR strategies.
10. Mahmoud et al. (2021): This study analyzes motivation across different generations and finds that Millennials and Gen Z prefer intrinsic motivators like career development over financial rewards. This is relevant for oil and gas sectors dealing with multigenerational workforces.
11. Salanke et al. (2025): This systematic review explores how leadership impacts employee commitment in the post-COVID era. It finds that transformational leadership is crucial for employee retention in the wake of the pandemic, with implications for oil and gas sectors facing high turnover.
12. Moon & Kang (2025): This study investigates turnover intention among newly graduated nurses, finding that performance-based rewards and leadership styles reduce turnover. While focused on healthcare, the study is relevant for reducing turnover in oil and gas sectors.
13. Mowbray et al. (2024): This study examines how tangible and intangible rewards impact employee voice, which in turn affects retention. The research is relevant for oil and gas, where rewarding employee input is crucial for engagement and retention.
14. Wattenbarger (2024): This dissertation discusses leadership’s role in promoting safety within high-risk sectors like oil and gas. It finds that transformational leadership enhances safety culture, influencing job satisfaction and retention in hazardous work environments.
15. Saimin et al. (2025): This study examines how agile leadership and performance-based rewards improve employee retention. The findings are useful for oil and gas sectors, where dynamic environments demand effective leadership and reward strategies.
16. Zamri & Halim (2024): This review explores employee retention and talent management strategies. It finds that leadership behaviours, career development, and reward systems significantly improve retention, offering insights for Nigeria’s oil and gas sector.
17. Shaikh et al. (2025): This review focuses on Green HRM and its impact on sustainability and retention. It finds that performance-based rewards aligned with sustainability goals improve employee retention, applicable to oil and gas sectors focusing on sustainable practices.
18. Swathi et al. (2025): This study explores how organizational trust and reward systems mediate employee retention. The findings are crucial for oil and gas sectors, where trust and effective reward systems are key for maintaining a committed workforce.
19. Thomas (2020): This paper shows that transformational leadership enhances employee motivation and retention. The findings are directly relevant to oil and gas, where leadership styles are a key determinant of retention and performance.
20. Tinka et al. (2021): This study finds that transformational leadership improves employee engagement and retention in faith-based organizations. While the context is different, it offers valuable insights for the oil and gas sector, where leadership is crucial for retaining talent.
21. Udin (2023): This bibliometric analysis explores the impact of laissez-faire leadership on employee retention. It suggests that in high-risk sectors like oil and gas, proactive leadership is necessary for retention, offering insights into leadership styles in such industries.
22. Guillari et al. (2026): This review explores organizational factors influencing nurse retention, finding that transformational leadership significantly enhances job satisfaction and commitment. These insights are applicable to oil and gas sectors, where retention challenges are similar.
23. Vroom (1964): Vroom’s expectancy theory explains how performance-based rewards affect motivation and retention. The theory remains influential in understanding retention in sectors like oil and gas, where the reward-effort link is crucial.
24. Wang & Khan (2024): This study finds that servant leadership enhances employee innovation and retention. The findings are relevant for oil and gas, where innovation and retention are key for success.
25. Bhalke et al. (2024): This study explores how AI-driven technologies in HR optimize recruitment, training, and retention. AI-based reward systems are particularly relevant for oil and gas, where personalized retention strategies can address high turnover rates.
[bookmark: _Toc227431158]Synthesis for Theme 3
The studies show that transformational leadership, combined with performance-based rewards, significantly improves employee retention. Leadership and reward systems are critical, with AI-driven systems offering new avenues for personalization. However, more research is needed on how leadership and rewards interact in industries like oil and gas, where turnover is high.
[bookmark: _Toc227431159]Theme 4: Leadership-Reward Alignment
1. Ali & Niaz (2024): This paper discusses the role of leadership styles on employee engagement in the UAE healthcare industry. Transformational leadership enhances employee engagement and performance, crucial for retention. The research demonstrates the relevance of leadership in increasing retention. However, it does not discuss the interaction between leadership and the reward system, which is a priority in the oil and gas industry.
2. Shabbir et al. (2026): This qualitative research on general practitioners in Ireland emphasises that leadership and rewarding systems play a key role in enhancing job satisfaction and retention. The results are very applicable to industries such as oil and gas, where talent management is crucial in retaining skills.
3. Hadi et al. (2023): A review of the role of transformational leadership in work engagement within different industries, including oil and gas. Transformational leadership, the study concludes, can enhance employee motivation and commitment and increase engagement and retention in high-risk industries.
4. Scharn (2019): This research is a mixed-methods study that will examine the roles of leadership behaviours and reward systems in employee engagement, which subsequently leads to retention. The study's results are also most applicable in the oil and gas industry, where participation plays a major role in reducing turnover and enhancing commitment.
5. Ajitha & Panchanatham (2014): This performance appraisal research on private banks reveals that performance feedback is essential for motivation and job satisfaction, which are associated with retention. The insights apply to high-skill industries such as banking and oil and gas, where performance-based rewards are important.
6. Milstein & Schreyoegg (2016): This paper examines pay-for-performance (P4P) schemes in the healthcare sector and how performance-based incentives enhance motivation and retention. Though the study is a medical study, its findings can be applied to oil and gas, where performance incentives would also promote retention in high-risk settings.
7. Noorazem et al. (2021): This paper examines the impact of reward systems on employee performance and retention across different industries. It concludes that properly designed rewards, both monetary and non-monetary, contribute to employee satisfaction and retention, which is relevant to the oil and gas sector's retention strategy.
8. Gichuhi & Mbithuka (2018): This paper discusses work engagement and retention among millennials in the insurance sector in Kenya, highlighting that engaged employees are more likely to remain. The study can provide insights into the oil and gas context, where retaining younger, skilled workers in high-risk environments is important.
9. Mathu & AS (2021): The paper on the apparel industry in the Sri Lankan context demonstrates that transformational leadership increases organisational commitment, thereby helping retention. The results are highly applicable in the oil and gas industry, where leadership directly affects employee retention in high-pressure situations.
10. Sorn et al. (2023): This study on compensation systems concludes that competitive compensation plans, such as performance-related rewards, enhance employee retention. The study's conclusions are highly relevant to the oil and gas industry in Nigeria, where retention strategies are vital.
11. Duan et al. (2022): This research explores the effects of leadership and organisational support on employees' desire to voice their concerns, which, in turn, affects retention. The lessons can be applied to the oil and gas industry, where effective communication and leadership are essential to talent retention.
12. Sungu et al. (2019): This research demonstrates that performance and retention improve with organisational support. It concludes that leadership and reward systems have a significant influence on employee engagement, which is vital for retaining employees in high-risk industries such as oil and gas.
13. Caravello (2011): This dissertation seeks to understand the influence of transformational leadership on safety performance in high-risk sectors, such as the oil and gas industry. It concludes that leadership contributes to trust, engagement, and safety, which are critical to minimising turnover in hazardous settings.
14. Saimin et al. (2025): The paper focuses on the effectiveness of agile leadership, combining performance-based rewards, in improving employee performance and retention. The study can be widely applied in the oil and gas sector, where dynamic leadership and reward congruency are essential to retaining talented employees.
15. Vishali (2024): This paper has also explained the application of individualised retention programs, mentoring, and flexible working schedules to enhance employee loyalty. The results are especially applicable to industries such as oil and gas, in which it is crucial to retain talented professionals through effective leadership and reward policies.
[bookmark: _Toc227431160]Synthesis for Theme 4
The studies consistently show that transformational leadership, when combined with performance-based rewards, plays a crucial role in improving employee engagement and retention. However, some studies suggest a contradiction in the effectiveness of transactional and laissez-faire leadership styles. The importance of aligning leadership with reward systems for better retention is emphasized. Future research should focus on how these factors interact in sectors like oil and gas, where retention is a major challenge.
[bookmark: _Toc227431161]Theme 5: Nigerian Oil and Gas Sector Context
1. Yusoff (2025): This study examines how favouritism in the workplace erodes trust, lowers morale, and increases turnover. The study argues that favouritism leads to disengagement, especially in high-risk sectors like oil and gas, where fairness and trust are essential for reducing turnover.
2. Roda & Thomas (2019): This study focuses on employee retention in Kenya’s FMCG sector, highlighting leadership styles, compensation, and career development as key retention drivers. The findings, emphasizing leadership and rewards, are relevant for oil and gas sectors, where retention is crucial due to high-risk environments.
3. Asaju & Yarie (2013): This article discusses the impact of the global financial crisis on Nigeria’s economic development, particularly in the oil and gas sector. The study stresses the need for effective leadership and economic stability to ensure talent retention in Nigeria’s resource-driven industries.
4. Indahsari et al. (2023): The study finds that transformational leadership and performance-based rewards improve employee performance and retention in oil and gas companies in Indonesia. Its findings are directly applicable to Nigeria’s oil and gas sector, where leadership and reward systems are key to retention.
5. Chukuigwe (2022): This study explores how leadership styles impact organizational performance within Total E&P Nigeria. It finds that transformational leadership significantly enhances employee motivation and performance, which are vital for retention in Nigeria’s high-risk oil and gas sector.
6. Fernandez (2008): Fernandez examines the impact of leadership behavior on performance and job satisfaction, showing that transformational leadership boosts both. This is particularly relevant for the oil and gas sector, where leadership practices can directly affect employee retention.
7. Tribhuvan et al. (2025): This study explores how transformational leadership enhances employee well-being, motivation, and job satisfaction, thereby improving retention. These findings are crucial for oil and gas industries, where positive leadership can foster long-term workforce stability.
8. Ridwannudin & Sadat (2024): This study focuses on the role of compensation and rewards systems in improving performance and retention. It shows that performance-based rewards significantly enhance employee engagement, especially in sectors like oil and gas, where retaining skilled workers is a challenge.
9. Smith (2026): Smith's study on employee retention emphasizes workplace learning and professional development as key factors in reducing turnover. The findings are relevant to the oil and gas sector, where skilled labour retention requires continuous training and career growth opportunities.
10. Saeed et al. (2013): This study explores the impact of performance appraisals on employee motivation in banking. The research highlights that positive feedback and clear performance expectations enhance employee motivation, providing useful insights for sectors like oil and gas, where performance appraisal systems influence retention.
11. Alkaabi et al. (2024): This chapter discusses the role of transformational leadership and reward systems in reducing turnover intentions. The findings are valuable for oil and gas, where leadership and compensation practices significantly impact employee retention in high-risk environments.
12. Husain (2017): This study shows that positive performance appraisal reactions enhance employee commitment and performance, which are essential for retention. These findings are relevant to oil and gas sectors, where performance appraisals can drive employee engagement and retention.
13. Saka & Moyanga (2024): This study finds that large-scale infrastructure investments reduce unemployment, which can indirectly influence employee retention in Nigeria’s oil and gas sector. It highlights the role of economic factors in shaping talent retention strategies.
14. Bussin & Van Rooy (2014): This study discusses the importance of tailored reward systems for a multi-generational workforce. Its findings are relevant for oil and gas sectors, where diverse employee groups require flexible reward strategies to ensure retention.
15. Kiptulon et al. (2025): This umbrella review examines retention strategies in healthcare, emphasizing transformational leadership and supportive workplace culture. These insights are applicable to oil and gas, where leadership and culture play a significant role in reducing turnover among skilled workers. 
[bookmark: _Toc227431162]Synthesis for Theme 5
The studies reviewed show that transformational leadership combined with performance-based rewards is crucial for enhancing employee retention in the Nigerian oil and gas sector. While leadership plays a key role in talent retention, aligning reward systems with organizational goals is equally important. Future research should explore how these elements interact in high-risk sectors like oil and gas, where turnover is a persistent challenge.
Several studies indicate that transformational leadership and performance-based rewards are associated with higher employee retention. However, variations in the theoretical explanations of such relationships depict some complexities. Indicatively, there are studies that view leadership as a predictor of retention at the moment, and others that view leadership as a variable alongside situational factors such as organizational culture or equity in reward dispensation. 
This exit shows that there is a need for a more integrated approach, where leadership is seen not just as a causal issue but as an interpretive process that shapes how employees perceive reward systems. Moreover, despite the obvious importance of rewards, the effects of leadership behaviour and these systems in high-risk environments, such as the oil and gas industry, have not been studied in detail. These research gaps are to be addressed in future research, with particular focus on the interaction between leadership and reward systems and retention in the context of the oil and gas industry in Nigeria

[bookmark: _Toc227431163]Preliminary Critical Literature Review
[bookmark: _Toc227431164]Conceptualising talent retention
Retention entails the ability of an organisation to retain employees. A turnover intention, on the other hand, is the intention of an employee to leave the organisation (Haegdorens et al., 2025). Intention to stay is the opposite of turnover intention (Kumar, 2021). These definitions are not universal, and research tends to establish retention and turnover intentions in diverse fashions according to the considerations of the context. To provide an example, Penconek et al. (2024) interprets retention as the active actions of the management that are aimed at making sure that the employees are not lost but also lays a significant focus on the job satisfaction and the support of the leadership as one of the main directions. This is contrary to other research where organisational commitment or remuneration is the most critical issue of retention (Shah & Palariya, 2025). Research, including Haegdorens et al. (2025), is linked to personal factors, including resilience and autonomy, which are related to turnover intention. 

[bookmark: _Toc227431165]Leadership behaviours and retention
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Transformational leadership is widely recognized for its powerful effect on employee retention. This leadership style inspires, motivates, and provides personalized support to employees (Hermawan, 2022; Asikhia, 2022). In the Nigerian oil and gas industry, where workers possess specialized skills and high levels of talent, transformational leadership creates an environment that promotes job satisfaction, organizational commitment, and retention (Ahiamadu, 2023; Atoki et al., 2024).
[bookmark: _Toc227431167]Authentic Leadership
Authentic leadership, characterized by transparency, ethical decision-making, and trust-building, has proven effective in increasing retention in Nigeria’s oil and gas sector (Ali & Niaz, 2024). Leaders who are honest and consistent foster trust and job satisfaction, thus reducing turnover intentions (Taniasari et al., 2025; Zhu, 2025). However, the impact of authentic leadership can be situational, with leadership practices or ethical concerns potentially undermining its effectiveness (Dvořakaova & Kotková Striečková, 2024; Karlsson, 2024).
[bookmark: _Toc227431168]Ethical Leadership
Ethical leadership, focused on integrity and social responsibility, is highly correlated with employee retention in the oil and gas industry (Yang & Maideen, 2025; Hakimi, 2025). However, inconsistencies in ethical leadership or a misalignment between organizational values and employee expectations can weaken retention outcomes (Hossain & Islam, 2023).
[bookmark: _Toc227431169]Supportive/Inclusive Leadership
Inclusive leadership, emphasizing empowerment, communication, and inclusivity, is crucial in the oil and gas industry, especially in high-pressure environments. Leaders who show care and support enhance job satisfaction and retention (Frisdayanti & Choirunnisa, 2025; Khotimah et al., 2025).
[bookmark: _Toc225998666][bookmark: _Toc227431170]The missing link: leadership as the interpreter of performance systems
In the Nigerian oil and gas industry, performance-based reward systems are integral to improving employee motivation, engagement, and retention. However, it is crucial to recognize that leaders do not merely implement these systems; they play a pivotal role in interpreting, communicating, and enforcing them. Leadership shapes how employees perceive and respond to reward systems, ultimately influencing the success or failure of these systems in achieving retention goals. This section presents a theoretical contribution to understanding the relationship between leadership and performance-based reward systems in the context of employee retention. 
Theoretical Proposition: Leadership does not directly influence retention; rather, it mediates the interpretation of performance-based systems through fairness, trust, and communication mechanisms.

Fairness Perception
Fairness is a cornerstone of employee experience within performance-based reward systems. Employees are more likely to stay in organizations where they feel fairly treated. Leaders' actions, whether in allocating rewards, delivering feedback, or communicating expectations, determine how employees perceive fairness (Redpath et al., 2024). When leaders fail to act fairly, or if the reward system seems biased or arbitrary, employees' resentment grows, leading to increased turnover intentions (Kessels, 2021). In high-risk sectors like oil and gas, where fairness is critical, leadership's role in creating a fair work environment becomes even more significant.

Trust in Management
Trust in leadership is another critical factor influencing employee retention. Employees must believe that their leaders are acting in their best interests, especially when it comes to performance evaluations and reward distribution. Transparent and ethical leadership fosters trust, enhancing employee satisfaction and retention (Lee et al., 2021). In the high-risk, high-pressure oil and gas industry, leaders who cultivate trust through consistent, ethical actions ensure that performance-based rewards are seen as genuine rather than manipulative (Hosseini & Ferreira, 2023). However, trust is not always automatically granted. The relationship between trust and leadership style is often mediated by the leader's behaviours and the organizational culture (Legood et al., 2020). Transformational and ethical leadership, focused on transparency and integrity, are particularly effective in building trust (Monroe, 2022).

Communication
Effective communication is essential in ensuring that employees understand how their performance will be evaluated and rewarded. Leaders serve as the primary communicators of performance expectations and reward criteria. Regular, clear communication fosters greater employee engagement and job satisfaction, which are directly linked to retention (Mowbray et al., 2024). In the oil and gas industry, where employees are often exposed to dangerous situations, open communication ensures that employees feel supported and valued, contributing to long-term retention (Frisdayanti & Choirunnisa, 2025; Redpath et al., 2024).

Transparency
Transparency in leadership practices is key to fostering a culture of trust and fairness. Leaders who openly explain how rewards are allocated and why some employees are rewarded over others help create a sense of fairness and equity within the organization (Kuang et al., 2021). In the Nigerian oil and gas sector, where decision-making regarding rewards and promotions can often seem opaque, transparency is essential to prevent dissatisfaction and mistrust (McMullen & Dahle, 2024). Transparency ensures that employees feel secure and confident in their leaders' decisions, which reduces turnover intentions.
Employee voice refers to the ability of employees to express their concerns, ideas, and feedback within the organization. Leaders who actively encourage employee voice create a sense of empowerment and engagement, both of which are essential for retention (Park et al., 2022; Aslan et al., 2024). Research suggests that employee voice can moderate the relationship between performance-based reward systems and retention, ensuring that employees feel involved and valued in decision-making processes (Mowbray et al., 2024). By listening to employees and incorporating their feedback, leaders can enhance engagement and reduce turnover. 
[bookmark: _Toc225998673][bookmark: _Toc227431171]Theoretical Lenses
Previous studies examining the relationship between leadership behaviours, performance-based reward systems, and employee retention have predominantly relied on cross-sectional survey designs. While these surveys offer a valuable snapshot of data at a single point in time, they fail to capture the dynamic interactions between leadership, rewards, and retention outcomes. For instance, Batse and Akorfa (2025) in Ghana and Szalai et al. (2024) in Hungary utilized surveys to assess the impact of rewards on employee performance and retention. However, these studies are limited in establishing causality or providing insights into the long-term effects of leadership and reward systems.
One significant limitation of cross-sectional surveys is their inability to demonstrate cause and effect. While they enable efficient data collection, they do not shed light on how leadership behaviours and reward systems influence retention over time or in changing environments (Alkan et al., 2024). Furthermore, these surveys often fail to address the complexities of high-risk sectors like oil and gas, where the interplay of leadership and reward systems is critical to employee retention.
To address these limitations, future research should adopt mixed-methods case-study research designs. This approach integrates both qualitative and quantitative methods, offering a more comprehensive and nuanced understanding of retention dynamics. Studies like Ndikumana et al. (2020), which combined quantitative surveys with qualitative interviews, exemplify how a mixed-methods approach can deepen insights and capture the complexities of leadership and reward systems in dynamic industries.

[bookmark: _Toc225998679][bookmark: _Toc227431172][bookmark: _Toc225998680]Contextualising the issue in Nigeria and oil & gas
[bookmark: _Toc227431173]Labour Market in Nigeria
Economic globalisation, demographic changes and technological change that have been shaped by trends in the world have led to a massive transformation in the labour market in Nigeria. The movement towards more flexible, contract-based, and nonstandard forms of employment (replacement of full-time and permanent employment) is a trend that has been seen over the past two decades (Ikeije, 2020, Saka & Moyanga, 2024). 
The Nigerian oil and gas industry is one of the industries that have a higher turnover rate, which offers good wages and benefits. However, the temporality of the contract, as well as the high risk working environment, has been one of the most contributing factors to the high turnover rates (Ahiamadu, 2023). This liberty and the competitiveness of this industry make it even more difficult to achieve stability and a labour force that is qualified.
[bookmark: _Toc225998681][bookmark: _Toc227431174]Nigerian Oil and Gas Organisational Context
The organisational structure of the oil and gas corporations in Nigeria as well as the state owned corporations typically adopt a hierarchical and top down management structures where decision making is concentrated at the top levels leaving the staff barely involved in the decision making processes. This structure can be a hindrance to a good communication system, feedback mechanisms, and leadership behaviours that creates the interest and attraction of workers. In addition, low career growth and professional development of the employees in the oil and gas industry also contribute to the increased turnover rate (Hastie, 2024). Leaders in the oil and gas companies in Nigeria have the responsibility to not only ensure that high risk operations are regulated to ensure that performance-based reward systems do not become overbearing, but also to take into consideration the welfare of the employees.
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Theoretical Gap
A significant gap in the existing literature is the lack of integration between leadership behaviours and performance-based reward systems. While leadership styles like transformational and authentic leadership are widely discussed in relation to employee motivation and engagement, these studies often overlook the role of leadership in shaping the implementation and interpretation of reward systems. Leadership should not be seen as separate from rewards but as a key mediator influencing how employees experience these systems, particularly in high risk sectors like oil and gas (Raza et al., 2023; Zhao et al., 2024).

Mechanism Gap
Another gap arises in the missing explanation of how performance-based reward systems influence retention through key mechanisms such as fairness, trust, and communication. Although leadership and rewards are often emphasized, the mediating role of fairness perceptions, trust in management, and communication around performance expectations is insufficiently explored. These factors are crucial in shaping retention, especially in high-risk industries like oil and gas, where job security and external pressures are significant (Habib et al., 2025; Mowbray et al., 2024).

Contextual Gap
The contextual gap exists in the under researched area of emerging markets, particularly Nigeria’s oil and gas sector. Most retention studies focus on Western or developed markets, leaving a gap in understanding employee retention in environments characterized by high turnover and contractual work dynamics, like Nigeria. The oil and gas industry in Nigeria faces unique challenges, such as hazardous working conditions and political instability, which are not adequately addressed in existing literature (Gbolahan, 2023; Saka & Moyanga, 2024).

Methodological Gap
The methodological gap in the literature is the overreliance on cross-sectional studies, which only provide a snapshot of the situation at one point in time. These studies fail to capture the dynamic, evolving relationships between leadership, reward systems, and retention, particularly in high-risk industries like Nigeria’s oil and gas sector. Future research should use longitudinal or mixed methods approaches to provide a more comprehensive understanding of these relationships over time (Mungroo, 2023; Andrejić, 2022).

Core Contribution
The literature available divides the leadership and performance-based reward system into two independent systems, each influencing employee retention. This approach does not recognize their interdependent relationship. The current study suggests the Leadership-Driven Interpretive Alignment Model (LDIAM), which does not consider leadership as a predictor of retention, but as a way it shapes how employees see reward systems. LDIAM postulates how leadership influences how employees perceive equity, trust, communication and organizational goals, which in turn influences their engagement, satisfaction, and retention. This model goes beyond considering leadership as a retention driver and emphasizes its role in deciphering reward systems and building a fit between employee expectations and organizational goals. This study makes a theoretical contribution by developing an integrated leadership-reward interpretation model. The model explains employee retention through mediating mechanisms of fairness, trust, and commitment, within the high-risk, high-turnover context of Nigeria’s oil and gas industry. It offers a more comprehensive understanding of how leadership behaviours influence how employees experience and interpret performance-based rewards, ultimately driving retention in emerging market context.

[bookmark: _Toc227431176]Gap Matrix 
	Study
	Leadership
	Rewards
	Integration
	Context
	Gap

	(Ahiamadu, 2023)
	✔
	✖
	✖
	Western
	No integration

	(Ali & Niaz, 2024)
	✔
	✔
	Partial
	Healthcare
	Weak mechanism

	 (Ghosh & Sridevi, 2024)
	✔
	✔
	✖
	Oil & Gas
	No theory

	 (Govender, 2024)
	✔
	✔
	✖
	Corporate
	No integration

	 (Hossain & Islam, 2023)
	✔
	✔
	Partial
	Banking
	Weak mechanism

	 (Lee et al., 2021)
	✔
	✔
	✖
	Oil & Gas
	No theory

	 (Hakimi, 2025)
	✔
	✔
	Partial
	Oil & Gas
	Weak mechanism

	 (Mendes, 2025)
	✔
	✔
	✔
	Economic Crises
	Weak mechanism

	 (Mowbray et al., 2024)
	✔
	✔
	✔
	High-Risk Sectors
	Partial integration

	 (Qi et al., 2023)
	✔
	✔
	Partial
	Oil & Gas
	Weak mechanism

	 (Sadiq, 2020)
	✔
	✔
	Partial
	Oil & Gas
	Weak mechanism

	 (Shah & Palariya, 2025)
	✔
	✔
	Partial
	Various Sectors
	No theory

	 (Legood et al., 2020)
	✔
	✔
	✔
	Cross-sectoral
	Full integration

	 (Kanyamukenge & Muthoka, 2024)
	✔
	✔
	Partial
	Emerging Markets
	Weak mechanism

	 (Mwakibete & Bayyo, 2025)
	✔
	✔
	Partial
	Sub-Saharan Africa
	Weak mechanism

	This Study
	✔
	✔
	✔
	Nigeria Oil & Gas
	Full integration


[bookmark: _Toc225998690][bookmark: _Toc227431177]Proposed conceptual framework
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Figure 2: Proposed conceptual framework
Mediators:
A mediator defines the phenomenon of a certain effect, as a result of a certain independent variable (leadership behaviours and reward systems) and a dependent variable (talent retention).
· Fairness Perception: According to Mwakibete and Bayyo (2025), fairness perception in reward allocation is also an important factor in how employees perceive the working environment (Raza et al., 2023). 
· Trust in the Management: The place of confidence is very crucial here. The fact that the relationship of trust in leadership enables employees and organisations to be stronger is highlighted in research works by (Mendis, 2025, Hosseini & Ferreira, 2023). 
· Employee Commitment: It is an intermediary that links leadership behaviours with performance-based rewards to the retention of employees. This is because the conducive, just, and open environment that the leadership of an organisation fosters makes the employees feel committed. The commitment of the employees, as indicated by Swathi Kumari et al. (2025). 
Moderators:
A moderator variable is a variable that establishes the strength or the direction of the relationship between the independent and dependent variables. The moderators do not specify the relationship, but they affect the way it operates.
· Organisational Culture: Organisational culture can also act as a moderator because it can strengthen or weaken the relationship between the leadership and retention (Mwakibete & Bayyo, 2025). 
· Economic Conditions: Economic factors such as oil prices in the oil and gas business in Nigeria can also moderate the connection between the leadership and retention (Gbolahan, 2023). 
· Job Insecurity: Job insecurity can mediate the response of the employees towards the systems of leadership and rewards (Ahiamadu, 2023). 
· Leadership Trust: It can also be the confidence of the employees in the leaders. According to Jun et al. (2023), the greater the degree of trust that employees have in their leaders, the more they will be prepared to engage in performance-based reward systems and respond positively to the organisation. 
[bookmark: _Toc225998691][bookmark: _Toc227431178]Methodological Implications from the Literature
Previous studies on leadership, performance-based rewards, and employee retention have predominantly relied on cross-sectional survey designs, which capture data at a single point in time. While useful for efficiency, these surveys fail to establish causality or capture long-term dynamics between leadership, rewards, and retention outcomes (Alkan et al., 2024). Studies like Batse and Akorfa (2025) and Szalai et al. (2024) are limited in their ability to explore cause and effect. To address these gaps, a mixed-method case-study design is recommended, combining qualitative and quantitative approaches to provide a deeper, more comprehensive understanding of retention in high-risk industries like oil and gas.
[bookmark: _Toc225998694][bookmark: _Toc227431179]Implications for strategy and practice
Efficient HR systems are crucial for successful retention strategies. Tailor-made systems that address both workforce and organizational needs, including performance management, compensation, and career development, significantly impact retention (Kumar et al., 2025). Organizations focusing on sustainable talent development, such as training and individual engagement, are more likely to achieve long-term workforce stability (Singh et al., 2025). A positive organizational culture, promoting fairness, trust, and employee well-being, enhances engagement and retention (Sari et al., 2024). In the Nigerian oil and gas sector, transparency, ethical leadership, and performance-based compensation can mitigate turnover challenges (Gholami et al., 2023; Karsim et al., 2025).
[bookmark: _Toc227131253][bookmark: _Toc227431180]Conclusion
The review has covered the nexus between the leadership behaviours, performance-based reward system, and employee retention, particularly in the oil and gas sector of Nigeria. As the literature indicates, leadership and reward systems are areas of research that have been undertaken independently, although their combined impacts on retention have not been considerably studied. Leadership behaviours that matter in terms of employee engagement, motivation, and retention include transformational, ethical, and authentic. Such leadership behaviours have not always been included in the literature in conjunction with performance-based reward systems that are more necessary in retention of skilled talent in high-risk and contact-based industries like oil and gas.
The gaps in the existing research, which were identified by the review, are as follows: leadership and reward systems are often considered as independent variables, the employee retention issue is overgeneralised, evidence on emerging markets and in Nigeria in particular is insufficient, and the mechanisms of fairness and trust are rarely used as a part of the retention models. The gap that is the focus of the proposed study is that there is no elaborate framework that encompasses both the leadership behaviours as well as the performance-based reward system and the mediation of fairness, trust, and commitment on employee retention. The deficiency in existing research on emerging markets will also be discussed in the research, as its particular focus will be on the socio-economic and organisational environment of the oil and gas industry in Nigeria. Practically, the study will offer viable HR practitioner and organisational management recommendations in the oil and gas industry in Nigeria. 
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