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Abstract: This study investigated the effect of motives and personal characteristics on employee retention in the civil service of selected
states in the Niger Delta, Nigeria. The cross-sectional survey research design was used, and the questionnaire was the main instrument of
data collection. The questionnaire was administered to six hundred (600) respondents, of which five hundred and twenty-four (524) were
fully retrieved. The study sampled civil servants in three (3) states, which include Delta, Edo, and Rivers States. Data obtained were analyzed
via descriptive, post-estimation, and inferential statistical tools. The multiple regression results revealed that motives (t-value = 5.2; P =
0000 < 0.05) and personal characteristics (t-value = 6.91; P = 0000 < 0.05) significantly and positively affect employee retention. It was
recommended that motives and personal characteristics should be considered as vital components of strategic human resource management.
In addition, regulatory bodies such as the Civil Service Commission should improve competency mapping on employee motives and
personal characteristics. This can be realized by introducing new ways of mapping (intrinsic, extrinsic, social, achievement motivations,
etc.) of employees during the phases of selection and placement of employees. This study contributes to knowledge using human capital
theory in explaining the relationship between mapping and employee retention and also establishes that motives and personal characteristics
significantly influence the level of employee retention.
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1. Introduction

One of the biggest challenges facing organizations today is
the management of employees including retaining them. It is a
predominant issue human resource managers are confronted with.
Human resource management (HRM) is a procedure of hiring suit-
able employees and training them so that they can be resourceful
assets to the organization [1]. It is essential for human resource prac-
titioners to map skills with job descriptions to acquire a resourceful
workforce [2, 3]. Thus, ascertaining and mapping the employability
skills and competencies have become vital tasks for human resource
managers.

Broadly, competency mapping is a procedure of identifying the
essential capabilities of an organization and capacities within it [4].

According to Kaur et al. [5], competency mapping acknowl-
edges the qualities and deficiencies of employees to enable them
to understand and demonstrate where career improvements are
required for adequate coordination. It is not just the employees that
an organization seeks to retain but their competencies because it
is cumbersome for organizations to replace the competencies of
existing employees.

Retaining employees is indispensable for organizations.
Retaining a talented workforce is a critical management concern in
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both public and private organizations [6]. To retain a formidable
workforce, it is vital to map competencies as retaining employees is
not enough to have a talentedworkforce, but competencymapping is
the key [7]. This is because employee retention, as noted by Monari
[8], is the willingness of employees to show altruistic behavior in an
organization.

According to Szafrański et al. [9], employee retention via
reward and recognition can assist an organization to retain employ-
ees for a specific period of time. If the competencies of employees
are harnessed efficiently and job roles are well assigned, it would
help management retain talents for longer periods. In contempo-
rary societies, there is a huge demand for competent employees; this
has brought about fierce competition and a scramble for the most
talented employees [10].

Mapping combines knowledge, skills, and characteristics,
leading to increased work-related outcomes [11, 12]. Notably, there
are numerous dimensions of competency mapping such as ability,
skills, behavior, motives, personal characteristics, and commit-
ments. Shivanjali et al. [13] as well as Jain and Gandhi [14] opined
that competency mapping has found its usage in varied human
resource development functions such as selection, career planning,
leadership development, performance appraisal, and succession
planning, among others.

Furthermore, organizations have realized that attracting and
retaining the best talent insulate them from the risk of losing employ-
ees to competitors. A recent survey by Puli and Sagi [15] revealed
that at least 80% of chief executive officers agreed that the top
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agenda for progressive organizations is employee retention via com-
petency mapping. Accordingly, Puli and Sagi [15] observed that
the rate of employee retention translates to the number of employ-
ees retained by an organization over a period of time and that the
higher the employee retention rates, the better for the organiza-
tions because it will translate into financial savings, time, and a
benchmark for evaluating organizational success.

The civil service is the instrument of government for the imple-
mentation and administration of public policies and programs. It is
therefore not partisan of any political party. In Nigeria, the civil
service is constitutionally created; therefore, across all states of
the federation, the constitutional provisions for structure and mode
of operation are adhered to Akinola [16], and Anieti et al. [17]
have identified certain problems facing the Nigerian civil service.
The top-ranking ones are poor attitude to work, political inter-
ference, excessive bureaucracy, weak governance structure, poor
performance management, and over-bloated staff structure.

Undoubtedly, performance management and monitoring in the
Nigerian civil service are ill-defined, salaries are not encouraging,
and working conditions are poor. The work processes are routine
and not challenging, hence unattractive to the best brains. More
often than not, the government in power uses civil service employ-
ment as an empowerment program and a way to reward party
loyalists. All these affect employee retention in the civil service.
Clearly, to instill excellence, integrity, innovation, and transparency
into the civil service, an investigation into competency mapping is
warranted.

Usually, the lack of employee retention in the civil service has
had adverse effects on their service delivery quality. It becomes vital
to comprehend that employees can only be retained if their com-
petencies are mapped, developed, and used in the right direction.
While several studies have been carried out on competency map-
ping, themajority of the studies have focused on linking competency
mapping to organizational or employee performance. Consequently,
there is a dearth of literature on the effects of competency mapping
on employee retention. In addition, prior studies on competency
mapping have focused on other sectors other than the civil service,
which is the core of the public sector. Hence, this study sought to
bridge this gap by examining the effects of motives and personal
characteristics mapping on employee retention in the civil service
of selected states in Nigeria.

Arising from the above objectives of the study, the following
hypotheses were formulated: (i) there is no significant relationship
between motives mapping and employee retention. (ii) There is no
significant relationship between personal characteristics mapping
and employee retention.

2. Literature Review

2.1. Concept of motives and personal
characteristics mapping

Human resource managers are consistently bewildered by how
best to retain competent employees. For this reason, the concept
of competency mapping is gaining acceptance in HRM especially
in public sector organizations. Competency mapping identifies
both the strengths and weaknesses of employees in order to assist
employees understand themselves better and show where career
development efforts need to be directed. According to Shivanjali
et al. [13], competency mapping is not done for organizations’
permanent employees only, but it is also done for nonpermanent
employees to identify specific skills that will make them more
valuable to the organization [1].

The management literature identified varied competency
mapping measures; fundamental among them include ability,
commitment, skills, behavior, personal characteristics, and motives
[11, 13, 14]. In this study, two competency mapping measures were
explored, namely: motives and personal characteristics. Motives
mapping refers to observable traits needed to perform a specific job
in the most valuable and efficient way. It is the identification of
employees’ enthusiasm, commitment, energy, and creativity levels
expected by employers in a specific job role. Motives encompassed
but not limited to those intrinsic, extrinsic, social, achievement, and
power motivations. A study by Shivanjali et al. [13] showed that
motives mapping is responsible for employee retention.

Personal characteristics are inbuilt traits, abilities, or aptitude
skills employees are expected to possess on the job. Personal char-
acteristics include self-motivation, integrity, stern communication
skill, dedication, emotional intelligence, teamwork, leadership skill,
creativity, and the willingness to learn. The studies by Samuel and
Chipunza [11], Jain and Gandhi [14], as well as Shivanjali et al.
[13], showed that mapping of personal characteristics contributes to
employee retention.

2.2. Employee retention

Employee retention, as noted byVijh et al. [4], is the capacity of
an organization to retain or keep its workforce. Employee retention
entails talent management, which involves the use of an integrated
set of activities toward ensuring that organizations attract, retain,
motivate, and grow a talented workforce required now and in the
future [18]. The prime goal of employee retention is to avert the loss
of capable employees, which could adversely affect organizational
performance and service delivery.

Shivanjali et al. [13] submits that the main aim of employee
retention is to avert the loss of a skilled workforce due to higher
costs in recruiting and training new ones when existing ones quit the
organization. Szafrański et al. [9] showed that a lack of employee
retention negatively impacts organizational success. According to
Rao et al. [19] as well as Samuel and Chipunza [11], there are var-
ied ways of retaining employees such as empowering employees,
openness, career growth, recognition, fair compensation scheme,
and constant communication between employers and employees.

Overall, the retention rate is the number of employees held by
an organization. According to Gowrishankka and Iyyappan [10],
the employee retention rate is a threshold for assessing an organi-
zation’s ability to have reduced costs on recruitment and training.
There are two main components of employee retention, namely,
creativity and novelty. Creativity portrays the development of new
ideas helpful in providing solutions to ongoing problems, while nov-
elty consists of developing new business ideas. Thus, employees are
usually retained either on the basis of creativity or novelty [12, 15].

2.3. Link between motives mapping, personal
characteristics mapping, and employee retention

Competency mapping is a multifaceted concept that has been
extensively linked to numerous work-related outcomes (e.g., per-
formance, productivity, quality of service, turnover, retention rates,
etc.). While studies on competency mapping are abundant in most
developed countries, there is scant evidence on whether competency
mapping influences the level of employee retention in the Nigerian
civil service.

Arising from the above, organizations have strived to create the
competence needed to assist them in identifying the skills needed
to become successful and gain a competitive advantage. Shivanjali
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et al. [13] asserted that for organizations to be able to retain a talented
workforce, they must be able to locate the employees’ innate and
learned abilities that can make them perform better in a job role.

Ashokkumar and Vanitha [1] found that competency map-
ping offers direction to employees and organizations; this enables
them to plan developmental programs and needs for the employees.
Other studies [3, 5, 6, 8–10, 12] have equally shown that mapping
positively and significantly affects employee retention and other
work-related outcomes. In view of the foregoing, the conceptual
model for this study is as shown in Figure 1.

Figure 1
Conceptual model

2.3.1. Motives mapping and employee retention
Jain and Gandhi [14] studied how motives competency map-

ping affects employee retention and found via regression analysis
that there is a significant positive impact of competency mapping
on employee retention.

Lafave et al. [20] examined how the teaching of motives com-
petency mapping can influence assessing undergraduate-informed
practices. Questionnaire was the data collection instrument, and
data obtained from the survey were analyzed via descriptive
and inferential statistical techniques. Findings indicated that
the teaching of competency mapping can influence assessing
undergraduate-informed practices significantly and positively.

Rotich [3] investigated the influence of motives competency
mapping on the retention of employees in the Kenyan service sec-
tor using an exploratory design. Questionnaire was used, and data
were analyzed using descriptive and inferential statistical tools. The
regression model showed that competency management practices
impact positively and significantly on the retention of employees of
service organizations in Kenya.

Manju et al. [21] investigated the effect of motives competency
mapping on employee performance and effectiveness among IT
companies in Coimbatore. The study ascertained how competency
mapping effectiveness and employees’ field and expertise align with
their performance. One hundred and twenty respondents were sam-
pled, and simple percentage and the analysis of variance (ANOVA)
statistical techniques were employed. Findings indicated that com-
petency mapping effectiveness and employee’s field and expertise
had a significant effect on employee performance.

Johansson and Wallo [22] explored the interaction between
motives competence mapping and employee retention. Data
obtained from the questionnaire survey were analyzed via descrip-
tive and inferential statistical techniques. Findings indicated that
mapping affects employee retention significantly and positively.

Shivanjali et al. [13] examined whether motive competency
mapping influences employee retention in Kenya. Questionnaire
was administered, and data obtained were analyzed using cor-
relation, regression, and structural equation modeling. Findings
showed that motive mapping significantly influences employee
retention.

A study [23] on motive competency mapping and employee
retention in Sri-Saravana industries, Coimbatore, was carried out
using an aggregate sample of 150 respondents. Data obtained
were analyzed using simple percentage, chi-square, and one-way
ANOVA. Findings indicated that motive mapping significantly
influences the level of employee retention in Coimbatore.

Awasthi and Kumar [12] examined whether motives compe-
tency mapping serves as a strategic tool in improving employee
performance. The goal of which was to see how various compe-
tency mapping tools are useful in managing employee performance.
Competencies mapping measures employed were knowledge, skill,
motives, attitudes, and traits, and a sample of 300 respondents was
obtained from a field survey. The principal component analysis
results revealed that while competencymappingmeasures of knowl-
edge and skill had a significant positive influence on employee
performance, competencies mapping measures of motives, atti-
tudes, and traits had a low significant positive influence on
employee performance.

A study by Yuvaraj [24] was undertaken on motives compe-
tency mapping as a driver of growth in Indian industries. A sample
of 1,400 respondents was employed, and findings from the regres-
sion results revealed that competency mapping (skills and motive)
had a significant positive influence on industry growth in India.

2.3.2. Personal characteristics mapping and employee retention
Ashokkumar and Vanitha [1] evaluated the role of per-

sonal characteristics competency mapping and the performance of
employees of Atlas Export Enterprises in Malaysia. Questionnaire
was used as an instrument of data collection, and data obtained were
analyzed using a regression statistical tool. Findings indicated that
personal characteristics mapping offers direction to employees and
organizations to plan developmental programs and needs.

Gatakaa and Lumwangi [2] studied the effect of personal
characteristics competency mapping on the retention of employ-
ees in Kenyan public universities. Data obtained were analyzed
using descriptive and inferential statistical techniques, and the study
established that competency mapping positively and significantly
influences employee retention in Kenyan public universities.

Similarly, Szafrański et al. [9] explored the relationship
between personal characteristics competency mapping and perfor-
mance of IT specialists in the period of Industry 4.0.Multiple regres-
sion results revealed a significant positive relationship between
competency mapping and IT specialists’ performance.

Rao et al. [19] examined how personal characteristics com-
petency mapping of frontline employees affects organizational
success. The study found via regression analysis that when front-
line employees are mapped for competency, organizational success
is enhanced.

Alexander and Shalini [25] assessed how personal characteris-
tics competency mapping affects employee retention. Questionnaire
was the main data collection instrument, and data obtained from the
survey were analyzed via descriptive and inferential statistical tech-
niques. Findings indicated that competency mapping significantly
and positively influences the level of employees’ retention.

Coombe et al. [26] studied the implications of personal
characteristics mapping competency on the performance of pub-
lic health curriculum design. Questionnaire was the main data
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collection instrument, and data obtained from the survey were ana-
lyzed via descriptive and inferential statistical techniques. Findings
revealed that competency mapping can contribute significantly to
the performance of public health curriculum design.

Szafrański et al. [9] modeled how personal characteristics com-
petency mapping can be used in influencing employee retention
of IT specialists in the era of Industry 4.0. Questionnaire was the
main data collection instrument, and data obtained from the survey
were analyzed via descriptive and inferential statistical techniques.
Findings indicated that competency mapping can be employed in
enhancing employee retention of IT specialists significantly and
positively.

Saxena et al. [27] studied how personal characteristics com-
petency mapping approach can be used to identify high-performers
among disaster management professionals. Questionnaire was the
main data collection instrument, and data obtained from the survey
were analyzed via descriptive and inferential statistical techniques.
Findings indicated that a competency-based approach can be
used to identify high-performers among professionals in disaster
management.

Estrada et al. [28] studied how a competency-guided personal
characteristics approach can improve the physician–scientist cur-
riculum. Questionnaire was the data collection instrument, and data
obtained from the field survey were analyzed via descriptive and
inferential statistical tools. Findings indicated that a competency-
guided approach can contribute significantly to improving the
physician–scientist curriculum.

Jaiswal et al. [29] investigated how personal characteristics
and self-image competency mapping variables influence employee
retention. Questionnaire was the main data collection instrument,
and data obtained from the survey were analyzed via descriptive
and inferential statistical tools. Findings revealed that competency
mapping influences employee retention the most significantly and
positively.

Monari [8] examined the impact of personal characteristics
competency mapping on the retention of employees of telecom-
munication companies in Kenya using a descriptive survey design.
Data were obtained from a questionnaire, and the obtained data were
analyzed via descriptive and inferential statistical tools. Findings
established that competency mapping positively and significantly
influences employee retention in Kenya.

2.4. Theoretical framework

This study is hinged on human capital theory (HCT). The the-
ory is a paradigm that is used to evaluate the influence employees
may have on an organization. Kurgat [6] noted that HCT explains
the value additions created by employees, and the threshold upon
which future employees and organizational plans are structured in
order to enhance the effectiveness of competency mapping vis-à-
vis increased employee retention. The HCT considers employees
as assets and accentuates that investments by organizations in their
employees would generate returns.

Consequently, the HCT reinforces the notion of human capital
management. It is closely linkedwith a resource-oriented perception
of organization. According to HCT, sustained competitive advan-
tage is realized when organizations have a talented workforce that
cannot be substituted by competitors or rivals [12]. According to
the HCT, knowledge, skills, abilities, and other elements required
from a workforce that can be achieved via competency mapping are
needed in retaining a talented workforce.

3. Methodology

This study used cross-sectional survey design to obtain relevant
information from fragmented individuals (civil service employees
in selected states) on how motives and personal characteristics
mapping influence employee retention. The study population com-
prised all civil servants in three selected states of Delta, Edo, and
Rivers. Due to the large population of the study, both the Taro
Yamane formula and the Bowley proportional sample size formula
were employed in obtaining a sample size of six hundred (600)
respondents. This constitutes the unit of analysis.

The study used a questionnaire in obtaining perceptions of
employees on how motives and personal characteristics mapping
influence the retention of employees. The structured questionnaire
was used, and it was designed using five-point Likert scales as fol-
lows: 1 = strongly disagree and 5 = strongly agree, which showed
the level of their disagreement or agreement on the questionnaire
items. Items on mapping were adopted from the works of Shivanjali
et al. [13] as well as Ashokkumar andVanitha [1]. On the other hand,
employee retention items were adapted from the works of Gatakaa
and Lumwangi [2]. In addition, the questionnaire was administered
on a face-to-face basis.

A pilot test was done using 10% of the sample size of the study,
thus amounting to sixty (60) respondents who did not form part of
the investigation. The data collected in the pilot test were correlated
using the Cronbach alpha test as shown in Table 1. All the coeffi-
cient values were above 0.6, implying that the research instrument
is reliable [30].

Table 1
Cronbach alpha coefficients

Variables Coefficients
Employee Retention (EMPRET) 0.80
Motives (MOVS) 0.76
Personal Characteristics (PERCHA) 0.67

In this study, the dependent variable is employee retention,
while the independent variables are motives mapping and personal
characteristics mapping. In view of this, a multiple regression model
was estimated as follows:

EMPRET = f (MOVS, PERCHA) (1)

EMPRET = ß0 + ß1MOVS + ß2PERCHA + 𝜀 (2)

where EMPRET is employee retention, MOVS is motives mapping,
PERCHA is personal characteristics mapping, ß0 is the intercept, ß1
– ß2 are regression coefficients, and 𝜀 is error term.

Data obtained were analyzed as follows: descriptive statistics
(simple percentages, frequency counts, mean, standard deviation,
minimum and maximum values, and Pearson correlation), post-
estimation statistics (variance inflation factor (VIF)), and inferential
statistics (multiple regression model). The analysis was carried out
with the aid of STATA 13.0.

4. Results

Presented in Table 2 are biodata of respondents; six hundred
(600) copies of the questionnaire were administered, of which five
hundred and twenty-four (524) were retrieved. The result indicated
that 307 (58.6%) and 217 (41.4%) of the respondents were male
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Table 2
Biodata of respondents

Variables Items Number = 524 Percent
Gender Male

Female
Total

307
217
524

58.6%
41.4%
100%

Age Brackets
Marital Status
Educational qualification

25–30 years
31–35 years
36–40 years
41–45 years
46–50 years
51–55 years
Above 56 years
Total
Married
Single
Divorced
Total
OND
B.Sc./HND
M.Sc./MBA
Others
Total

62
99
201
59
50
38
15
524
338
176
10
524
46
313
127
38
524

11.8%
18.9%
38.4%
11.3%
9.5%
7.3%
2.8%
100%
64.5%
33.6%
1.9%
100%
8.8%
59.7%
24.2%
7.3%
100%

and female, respectively: an indication that most of the respon-
dents were males. The analysis also revealed that 62 (11.8%) and
99 (18.9%) of the respondents are within age brackets 26–30 years
and 31–35 years, respectively, while 201 (38.4%) and 59 (11.3%)
are 36–40 years and 41–45 years, respectively; the remaining
respondents 50 (9.5%), 38(7.3%), and 15(2.8%) fall within age
brackets 46–50 years, 51–55 years, and 56 years and above,
respectively.

It was observed that 338 (64.5%) and 176 (33.6%) are mar-
ried and single, respectively, while a few of the respondents
indicated divorced 10 (1.9%). It was also shown that 46 (8.8%)
and 313 (59.7%) of the respondents had obtained OND and
B.Sc./HND qualifications, respectively, while 127 (24.2%) had
obtainedM.Sc./MBA. This clearly indicates that the respondents are
educated and able to comprehend the items in the questionnaire.

Table 3
Descriptive statistics

Variables Mean
Std.
dev.

Min.
value

Max.
value

Employee Retention 2.71 0.7341 1 5
Motives 2.55 0.9042 1 5
Personal
Characteristics

2.60 0.8600 1 5

Table 3 reveals that the variables of motives mapping and per-
sonal characteristics mapping had mean scores of 2.55 and 2.60,
while employee retention scored 2.71. This implies that respondents
perceived that mapping is somewhat practiced as a way of retaining
employees. The standard deviation values are low, meaning that the
respondents are unanimous in their responses. The minimum value
for all variables is 1, while the maximum value is 5, implying that
respondent’s opinion ranges fromstronglydisagree to strongly agree.

Table 4 reveals that the Pearson coefficients are 0.0359
(motives) and 0.0447 (personal characteristics). The results indicate
that there is a positive relationship between the two independent
variables and employee retention. In other words, the higher the

Table 4
Pearson correlation

Variables
Employee
retention Motives

Personal
characteristics

Employee
Retention

1.0000

Motives 0.0359 1.0000
Personal
Characteristics

0.0447 0.0482 1.0000

level of motive and personal characteristics mapping, the higher the
level of employee retention.

Table 5
Variance inflation factor

Variables VIF 1/VIF
Motives 1.22 0.8196
Personal Characteristics 1.31 0.7633
Mean VIF 1.27

Table 5 shows the VIF, which was used to test for multi-
collinearity between the independent variables. The VIF for the
individual variables (1.22 and 1.31, respectively) and the mean VIF
(1.27) are all less than the benchmark value of 10. This is an indi-
cation of the absence of multicollinearity problem in the formulated
model. Thus, the model is well fitted.

Table 6 shows the multiple regression result arising from the
estimation of Equation (2). The coefficient of motive mapping
(MOVS) is 0.2383 and is positive. Clearly, this variable has a posi-
tive influence on employee retention. The statistical significance of
this variable, as judged from the probability of the t-statistic, shows
that it is statistically significant (P = 0.000 < 0.05). In a similar fash-
ion, the coefficient of personal characteristics mapping is positive
(0.3490) and statistically significant (P = 0.000 < 0.05). Therefore,
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Table 6
Multiple regression results for motives mapping, personal characteristics mapping, and employee retention

F-Value = 18.44
Prob-F = 0.000
R-Squared = 0.800
R-Squared Adjusted = 0.700
Parameters Coefficients t-value/probability
Personal Characteristics (PERCHA) 0.3490 6.91

(0.000)
Motives (MOVS) 0.2383 5.22

(0.000)
Constant 0.3484 12.47

(0.000)

Note: Probability values in brackets.

the two explanatory variables have a positive and significant impact
on employee retention.

The joint effect of the independent variables measured by the
coefficient of determination (R2) is 0.80, indicating that themapping
variables jointly explained about 80% of the systematic variations
in employee retention. Hence, the model of competency mapping
and employee retention provides a good fit to the data since the
unexplained variation is just 20%. This position is supported by
the F-value, which is 18.44 with a prob-value of 0.000. Since
the prob-value is less than the 0.05 significance level, it implies
that the mapping variables (motive and personal characteristics)
significantly affect employee retention.

4.1. Discussion of results

From the results in Table 6, motive mapping has a positive
and significant effect on employee retention in the Nigerian civil
service. Accordingly, the statistical hypothesis of no significant
relationship between motives and employee retention was rejected.
Similarly, it was also found that personal characteristics mapping
has a significant and positive effect on employee retention. Again,
the hypothetical proposition of no significant relationship between
personal characteristics and employee retention was rejected.

The R2 and F-statistics support the statistical significance of
the explanatory variables. In public sector organizations, retain-
ing a talented workforce is a critical issue because employees
form a major part of any organization. Overall, the findings of
this study support prior studies by Rotich [3], Kaur et al. [5],
Monari [8], Szafrański et al. [9], Shivanjali et al. [13], as well as
Gowrishankka and Iyyappan [10] who established that competency
mapping significantly and positively affects employee retention and
other work-related outcomes.

5. Conclusion and Policy Recommendations

This study examined the effect of motives and personal charac-
teristics competencymapping on employee retention in the Nigerian
civil service of some selected states. The study emanates from the
backdrop of the pressure on human resource managers to map skills
with job descriptions, to retain and maintain employees who are
resourceful. Using the results obtained from the multiple regression
models, it was concluded that motives and personal characteristics
mapping positively and significantly affect employee retention. The

policy implication of this is that when human resource managers
are able to identify the motives and personal characteristics (intrin-
sic, extrinsic, social, achievement motivations, integrity, dedication,
emotional intelligence, leadership skill, creativity, and willingness
to learn), it can help them retain a talented workforce that can make
them realize organizational goals.

On the basis of the findings, recommendations were given as
follows: competency management should be considered as a vital
component of strategic HRM for enhancing employee retention.
This can be achieved by ensuring that strategic human resource
managers consider motives and personal characteristics during the
selection, recruitment, placement, and career development phases
of employees.

This study contributes to knowledge by using HCT in explain-
ing the link between competency mapping and employee retention.
Also, the study contributes to knowledge by establishing that
competency mapping variables of motives and personal character-
istics significantly and positively influence the level of employee
retention in the Nigerian civil service.
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