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Abstract 
This study examines the relationship between employees’ perceptions 
of data-informed succession-planning practices and retention intention 
in a private higher education institution undergoing AI-enabled digital 
transformation in Oman. A cross-sectional quantitative survey was 
conducted using purposive sampling. The final analytical sample comprised 
154 completed questionnaires from academic and administrative staff with 
relevant experience of institutional human-resource processes. Data were 
collected through a structured, self-administered questionnaire covering 
six multi-item constructs measured on a five-point Likert scale. IBM SPSS 
Statistics was used for reliability testing, descriptive analysis, Pearson 
correlation, multiple regression, and mediation analysis. Employees’ 
perceptions of data-informed succession planning were positively associated 
with retention intention. Fairness and transparency showed the strongest 
bivariate association with retention intention (r = 0.72, p < 0.01). Career-
path clarity (β = 0.68, p < 0.01) and leadership-development opportunities 
(β = 0.59, p < 0.01) were also significant predictors. The findings indicate 
that digitally supported succession planning is most credible when it is 
transparent, merit-based, and connected to visible development pathways.

How to cite this article: Azri SA, Ghunaimi HA, Rashdi MA (2026). Ai-
Enabled Succession Planning and Retention Intention in a Digitally Enabled 
Private Higher Education Institution in Oman. International Online Journal 
of Education and Teaching, Vol. 13, No. 3, 2026, 76-93

International Online Journal of Education and Teaching (IOJET), Vol. 13 , No. 3, 2026 (pp. 76-93)

Copyright © 2026 by International Online Journal of Education and Teaching (IOJET). 
Material published and so copyrighted may not be published elsewhere without written permission of IOJET.

Introduction

Background
The sustainability of higher education institutions 
depends heavily on retaining skilled professionals 

capable of leading complex academic, research, and 
administrative functions (Groves, 2007; Ahmad et 
al., 2020). Employee productivity, motivation, and 
engagement are critical sources of high performance 
in Oman’s private higher education sector yet are 
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missed opportunities for internal talent development 
(Dahlan et al. 2021; Mensah , J. K., 2015).

This challenge is not unique to Oman; across the 
GCC, higher education institutions are navigating 
similar struggles as they attempt to balance tradition, 
technological disruption, and localization policies. 
The integration of Artificial Intelligence (AI) into 
HRM presents transformative capabilities to address 
these long-standing challenges. AI tools can enhance 
succession planning by identifying leadership potential, 
monitoring employee development trajectories, 
and facilitating objective, data-driven decision-
making (Gong, Fan, & Bartram, 2025; Qin et al.,  
2025).

This is consistent with findings in the public 
sector, where leadership-supported environments 
that foster psychological safety and trust have been 
shown to unlock employees’ creative contributions 
and strengthen long-term organizational performance 
(Sallem et al., 2024).

In Oman, digital transformation and social media 
tools are increasingly seen as strategic platforms to 
mitigate bias and enhance institutional engagement, 
particularly in leadership development and 
stakeholder communication (Awashreh et al., 2024). 
In addition, AI contributes to reducing cognitive 
bias, enhancing procedural fairness, and enabling 
predictive analytics in workforce planning (Mujtaba, 
2025; Vaiman et al., 2025). However, most existing 
discussions emphasize the conceptual promise of AI 
in HRM rather than offering institution-level empirical 
evidence on how AI-supported succession planning 
affects employee outcomes in higher education. This 
limitation is especially visible in the GCC, where 
the interaction between digital transformation, 
organizational hierarchy, localization policies, and 
employee retention remains insufficiently examined 
in AI-enabled succession planning research.

Research in the GCC indicates that organizational 
systems are more effective when employees perceive 
decision-making processes as transparent and 
participatory, which strengthens trust and long-
term organizational commitment (Al-Ghunaimi & 
Awashreh, 2024).

Although international scholarship increasingly 
highlights the promise of AI-enabled HRM, robust 

often undermined by weak leadership frameworks 
and disengaging work environments (AlGhunaimi 
& AlGhenaimi, 2024). Employee engagement is a 
crucial determinant of organizational performance, 
directly impacting productivity, innovation, and 
employee retention, particularly in hierarchical and 
multicultural settings such as Oman (Al Ghunaimi & 
Kassim, 2025). In Oman, private universities face a 
compounded challenge: retaining high-performing 
employees while meeting national policy imperatives 
aimed at advancing Omani leadership across key 
institutional roles (Groves, 2007; Chatzoudes & 
Chatzoglou, 2022). Recent studies in Omani private 
higher education highlight the critical role of employee 
engagement and developmental opportunities in 
sustaining productivity and motivation (AlGhunaimi & 
AlGhenaimi, 2024). As universities adapt to evolving 
leadership demands and workforce expectations, 
succession planning has become a critical mechanism 
for enabling continuity and inclusive talent 
development.

Recent evidence from Omani public institutions 
also highlights how strategic leadership styles, such 
as authentic and transformational leadership, play 
a pivotal role in motivating and retaining creative 
and committed employees, reinforcing the need 
for structured HRM systems (Sallem et al., 2024). 
Recent discourse on AI adoption in Oman underscores 
the critical role of governance and technological 
alignment in facilitating institutional innovation and 
long-term strategic transformation, particularly in 
sectors aiming for sustainable talent and knowledge 
systems (Almaqtari, AlGhunaimi, Elmashtawy, 2025). 
As educational institutions increasingly adopt digital 
tools to modernize leadership structures and decision-
making, there is growing interest in how these tools 
can contribute to more equitable, data-informed, 
and human-centered talent practices. Although 
the strategic importance of succession planning in 
ensuring leadership continuity and reducing turnover 
is well established (Dahlan et al. 2021; Weng et al., 
2010), many institutions still depend on informal, 
opaque, and unsystematic practices that limit the 
identification and preparation of future leaders. 
These gaps in succession planning have been linked 
to increased turnover, reduced employee morale, and 
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empirical evidence remains limited on how AI-
enabled succession planning functions within private 
higher education institutions in Oman and whether 
it meaningfully relates to employee retention. In 
particular, the literature has not yet clearly established 
how employees across managerial levels perceive the 
fairness, transparency, and developmental value of AI-
supported succession systems, or which dimensions of 
succession planning—talent identification, leadership 
development, or career path planning—most strongly 
shape retention intention in this setting.

Internationally, AI-driven succession planning 
has shown considerable potential to improve 
organizational performance, reduce bias in leadership 
selection, and strengthen employee engagement 
through more data-informed talent management 
practices (Gong, Fan, & Bartram, 2025). However, 
within Omani private HEIs, the available empirical 
literature remains insufficient regarding the extent to 
which such systems have actually been implemented, 
how they are operationalized in practice, and 
whether they produce retention-related outcomes 
beyond those associated with traditional and often 
informal succession approaches. This limitation is 
particularly important because Omani institutions 
are still navigating the cultural and structural 
challenges of integrating advanced digital practices 
into established management systems, especially at 
senior and executive levels (Awashreh et al., 2024).

The issue is not merely technical, but strategically 
significant. Private higher education institutions 
in Oman are under growing pressure to retain 
capable academic and administrative staff while 
also responding to Omanization priorities and wider 
national human capital objectives (Chatzoudes & 
Chatzoglou, 2022; Groves, 2007; Sallem et al., 2024). 
Existing scholarship consistently shows that weak 
transparency, unclear advancement criteria, and 
limited leadership development opportunities are 
associated with lower organizational commitment 
and stronger turnover intentions (Weng et al., 
2010; Dahlan et al., 2021; Mensah, 2015). At the 
same time, organizational hesitation toward digital 
tools, including AI and social media, often reflects 
managerial concerns about hierarchy, privacy, and 
institutional control within Omani settings (Awashreh 
et al., 2024).

Against this backdrop, an important research gap 
remains insufficiently addressed: the literature has 
not adequately examined how AI-enabled succession 
planning, employee perceptions of fairness and 
transparency, and retention intention interact 
within private higher education institutions in Oman. 
Nor has it clearly identified whether fairness and 
transparency act as critical explanatory mechanisms 
through which AI-supported succession practices 
influence employees’ willingness to remain.

Accordingly, this study addresses that gap by 
empirically examining the relationship between AI-
enabled succession planning and employee retention 
in a private higher education institution in Oman, 
while also assessing how these practices are perceived 
across managerial levels and which succession-
planning components most strongly predict retention 
intention. By doing so, the study contributes context-
specific evidence to the literature on AI-enabled HR 
analytics, extends succession-planning research into 
the higher education domain, and offers practically 
relevant insight for intelligent talent management in 
emerging digital economies.

Research Questions
Drawing on the identified theoretical and empirical 
gaps, this study systematically investigates the 
relationship between AI-integrated succession 
planning practices and employee retention in a private 
higher education institution in Oman. The research is 
guided by the recognition that effective succession 
planning, supported by artificial intelligence, has the 
potential to enhance institutional stability, increase 
employee engagement, and reduce turnover, 
particularly when implemented with transparency 
and strategic intent.

To address the central aim of the study, the 
following research questions have been formulated:

1. What AI-based succession planning practices 
currently exist within the institution, and how are 
they operationalized across managerial levels?

2. In what ways do these AI-enabled succession 
planning practices influence employee retention, 
particularly in academic and administrative roles?

3. 	 Which core components of succession planning—
namely talent identification, leadership 
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development, and career path planning—are 
most significantly associated with employees’ 
intention to remain with the institution?

4. How do employees perceive the fairness, 
objectivity, and transparency of AI-supported 
succession planning processes?

5. 	 What strategic interventions can be recommended 
to enhance the design and implementation of AI-
driven succession planning systems within private 
higher education institutions?

These research questions provide the foundation 
for empirical inquiry and aim to inform institutional 
HR practices while contributing to the broader 
academic discourse on AI integration in strategic 
talent management within emerging higher education 
systems.

Research Objectives
The study is guided by the following research 
objectives:

1. 	 To examine the current AI-based succession 
planning practices implemented within the 
institution.

2. To assess the relationship between AI-enabled 
succession practices and employee retention.

3. 	 To identify which succession planning 
components—talent identification, leadership 
development, and career path planning—most 
significantly influence employee retention.

4. 	 To evaluate employee perceptions of fairness, 
transparency, and career development 
opportunities within succession planning.

5. 	 To propose evidence-based strategies for 
enhancing AI-integrated succession planning 
systems in private higher education institutions.

These objectives provide the framework for 
the study’s methodological design and analysis.

Significance of the Study
This study offers both theoretical and practical 
contributions to the evolving discourse on artificial 
intelligence in human resource management (HRM), 
particularly within the context of higher education. 
Theoretically, it enriches the limited body of 
empirical research emerging from the Omani higher 

education sector by examining the intersection of AI-
driven succession planning and employee retention. 
It adds to international literature on strategic HRM 
by highlighting the applicability of digital tools in 
supporting leadership continuity and institutional 
resilience.

Practically, the study provides actionable 
insights for HR professionals, academic leaders, and 
policymakers seeking to align succession planning 
efforts with Oman Vision 2040’s priorities for 
sustainable human capital development. Notably, 
related research in Oman’s higher education context 
emphasizes the importance of synchronizing HR 
practices with employee development needs and 
institutional performance goals—especially in 
professional disciplines such as accounting and 
finance (Ghunaimi et al., 2025).

By demonstrating how AI-enabled systems, 
when implemented transparently and equitably, 
can reduce staff turnover and improve employee 
engagement, this study strengthens the case for 
digital transformation in HR practices. It contributes 
to a deeper understanding of how data-driven 
succession planning can foster organizational loyalty 
and long-term workforce stability within knowledge-
based institutions.

1.5. Ethics: This study involved human 
participants. Participation was voluntary, informed 
consent was obtained before data collection, and 
responses were anonymised. The study was conducted 
in accordance with applicable institutional research 
guidelines. No separate ethical-approval reference 
number was issued.

Literature Review

Overview
This section critically reviews existing scholarship on 
succession planning and employee retention, with 
emphasis on their conceptual foundations, theoretical 
linkages, and empirical applications in higher education 
institutions (HEIs). Particular focus is placed on the 
emerging role of Artificial Intelligence (AI) in Human 
Resource Management (HRM) and its application 
to succession planning. The review also identifies 
relevant research gaps, especially within the context 
of private higher education institutions in Oman, 
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thereby justifying the current study (Al Harrasi et al., 
2024). This context is particularly important in Oman, 
where Vision 2040 frames national transformation 
around diversification, innovation, and human-
capital development, thereby increasing the strategic 
relevance of workforce planning and institutional 
capability-building (Al Rashdi et al., 2025).

Concept of Succession Planning
Succession planning refers to a structured and 
forward-looking approach to identifying, nurturing, 
and preparing employees to fill critical leadership 
roles as they become vacant through retirements, 
resignations, or promotions (Groves, 2007). It is 
increasingly recognized as a cornerstone of sustainable 
organizational performance, ensuring leadership 
continuity and aligning talent development with long-
term strategic goals (Dahlan et al., 2021).

An effective succession planning system typ-
ically encompasses three core, interdependent 
components:

1.	 Talent Identification – the systematic recognition 
of individuals who demonstrate leadership 
potential and readiness for future advancement.

2. 	 Leadership Development – the provision 
of targeted learning interventions such as 
mentoring, coaching, and stretch assignments to 
build leadership competencies.

3. 	 Career Path Planning – the design of transparent 
and structured career trajectories that enable 
employees to visualize and work toward future 
roles within the institution (Weng et al., 2010).

In the context of higher education, succession 
planning is particularly vital. Leadership transitions 
in academic institutions can significantly affect 
governance stability, research continuity, and the 
overall quality of teaching and learning (Ahmad et 
al., 2020). Effective succession planning ensures that 
future leaders possess a comprehensive understanding 
of academic values, strategic priorities, and 
institutional missions (Ahmad et al., 2020).

Integration of Artificial Intelligence in 
Succession Planning
Recent scholarship highlights the transformative 
role of Artificial Intelligence (AI) in modern Human 

Resource Management (HRM), particularly within 
succession planning systems (Gong, Fan, & Bartram, 
2025; Qin et al., 2025). As higher education 
institutions evolve, there is a noticeable shift toward 
digitized and competency-based talent evaluation, 
with employers increasingly valuing verifiable skills 
and digital credentials over traditional academic 
qualifications (Awashreh & Al Ghunaimi, 2025). This 
shift is consistent with wider transformations in Oman, 
where national development priorities increasingly 
emphasize the digital economy, innovation, and the 
strengthening of human capital to meet emerging 
labour-market needs (Al Rashdi et al., 2025). Within 
this context, AI enhances the efficiency, objectivity, 
and strategic coherence of succession planning 
through a variety of data-driven mechanisms (Jarrahi, 
2018).

Gong, Fan, and Bartram (2025) emphasize that AI 
tools are not merely supplementary technologies but 
are reshaping fundamental HRM functions. Recent 
evidence from university instructors shows that 
effective AI integration in higher education requires 
not only familiarity with AI tools but also structured 
training, ethical norms, and clear institutional 
guidelines for responsible use (Kurshumova, 2025). 
Their findings further underscore AI’s international 
potential to improve succession transparency and 
reduce bias in leadership decisions.

In practice, digital tools in succession planning are 
increasingly used to forecast leadership readiness, map 
talent potential, and personalise development pathways, 
supporting more transparent and strategic decision-
making. In higher education, digital transformation is 
strengthened when institutional systems are accessible, 
reliable, trustworthy, and responsive, as these qualities 
support evidence-based service improvement and user 
confidence (Balbin et al., 2026).

AI technologies commonly deployed in succession 
planning include:

•	 Predictive analytics, enabling institutions to 
forecast leadership readiness and anticipate 
potential turnover risks;

•	 • Talent profiling, which identifies high-po-
tential individuals through the analysis of 
performance indicators, behavioural data, 
and competency patterns;
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•	 Personalised development, offering AI-driven 
learning and development pathways tailored 
to individual leadership trajectories; and

•	 Data-driven decision-making, improving fair-
ness and reducing bias in promotion and suc-
cession outcomes (Mujtaba, 2025).

Evidence suggests that when digital systems are 
used to support succession planning, they can improve 
perceptions of fairness, strengthen trust in institu-
tional processes, and increase long-term engagement. 
These positive outcomes arise from the increased 
transparency, consistency, and accountability embed-
ded within AI-supported talent management process-
es (Vaiman et al., 2025). As such, AI represents a pow-
erful enabler of equitable leadership development 
and long-term workforce sustainability—particularly 
for higher education institutions navigating complex 
demographic, governance, and strategic transitions. 
This broader sustainability rationale is compatible 
with recent Omani evidence showing that long-term 
national resilience depends on strengthening inno-
vation ecosystems, improving non-oil sector perfor-
mance, and building institutional capacity through 
strategic development initiatives (Al Rashdi et al.,  
2025).

Theoretical Foundations
The relationship between succession planning and 
employee retention is underpinned by two key 
theoretical perspectives:

Human Capital Theory (Becker, 1993)
Human Capital Theory posits that investment in 
employee knowledge, skills, and development 
enhances productivity and organizational value. 
Institutions that invest in succession planning signal 
a commitment to employee growth, leading to 
increased job satisfaction, commitment, and reduced 
turnover (Horwitz & Budhwar, 2015).

Social Exchange Theory (Blau, 1964)
Social Exchange Theory views employment 
relationships as reciprocal exchanges. When 
employees perceive fair and supportive organizational 
practices—such as transparent succession planning—
they are more likely to reciprocate through loyalty 

and long-term retention (Dahlan et al. 2021).
Together, these frameworks explain how 

structured succession planning can act as a strategic 
retention mechanism, fostering a sense of belonging, 
value, and future opportunity within the institution.

Employee Retention in Higher Education 
Institutions
Employee retention refers to an organization’s abil-
ity to retain its workforce and minimize voluntary 
turnover (Weng et al., 2010). In HEIs, high retention 
is critical for maintaining academic continuity, pre-
serving institutional memory, and supporting student 
success. Retention is influenced by a range of factors, 
including compensation, leadership style, working 
conditions, professional development opportunities, 
and perceived fairness in promotion systems (Hom et 
al., 2017; Chatzoudes & Chatzoglou, 2022).

Empirical research suggests that institutions 
with structured career development frameworks 
and transparent succession processes achieve higher 
retention rates, as employees are more likely to 
perceive long-term career viability and institutional 
support (Mensah , J. K., 2015). In the Omani context, 
private universities face intensified retention 
challenges due to competitive labour dynamics 
and a heavy reliance on expatriate professionals 
(AlGhunaimi & AlGhenaimi, 2024). These challenges 
are further compounded by a persistent gap 
between the competencies developed in academic 
programs and the practical skills demanded by 
employers, which restricts graduates’ employability 
and undermines institutional workforce planning 
(Awashreh & Al Ghunaimi, 2025). This concern is 
consistent with IOJET evidence showing that higher 
education curricula must be continuously aligned 
with industry requirements, particularly where 
technological competencies remain insufficiently 
developed (Kenneth & Sucheran, 2025).

Linking Succession Planning and 
Employee Retention
Extant literature supports a positive association 
between structured succession planning and improved 
employee retention outcomes (Getha-Taylor et al., 
2015; Deery & Jago, 2015). The current study’s survey 
findings reinforce these global trends. Respondents 
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who acknowledged the presence of talent pools and 
objective succession criteria reported a significantly 
higher intention to remain with the institution. In 
contrast, those perceiving favouritism or opacity 
in the succession process indicated lower levels of 
engagement and retention intent. These findings 
echo prior studies that link transparent leadership 
pipelines with enhanced organizational loyalty (Weng 
et al., 2010; Dahlan et al. 2021).

Key Components of Effective Succession 
Planning
Leadership Development
Only 60% of respondents agreed that leadership 
development opportunities were available to them. This 
reveals a disconnect between institutional policies and 
actual employee experiences, particularly among lower-
tier management staff. Limited access to leadership 
preparation can erode trust in the institution’s long-
term talent strategy. Evidence from teacher professional 
development research indicates that structured 
collaborative learning communities can strengthen 
professional competence, subject mastery, instructional 
planning, and professional attitudes, supporting the 
value of systematic leadership-development pathways 
(Suwenti et al., 2026). Leadership development 
opportunities have been empirically linked to employee 
retention and commitment when embedded in structured 
talent systems (Mensah, 2015).

2.7.2 Career Path Planning
More than 70% of participants reported a lack of 
clear information about career progression within the 
institution. Among those who indicated awareness 
of structured career paths, retention-related 
agreement levels were significantly higher—averaging 
4.2 out of 5 on Likert-scale measures. These results 
highlight the importance of visible and accessible 
promotion pathways in fostering retention. Prior 
research has shown that transparent career path 
systems enhance employees perceived organizational 
support and reduce turnover intentions (Chatzoudes 
& Chatzoglou, 2022).

Talent Identification
Based on survey responses, while several participants 
agreed that succession decisions were based on 

objective criteria such as performance and potential, 
a substantial proportion expressed neutrality or 
disagreement, indicating perceived inconsistencies 
in the application of these standards (Field Survey, 
2025). This suggests inconsistencies in application or 
communication of talent identification criteria, which 
may undermine employee confidence in the fairness 
of promotion systems.

Theoretical Framework
This study’s theoretical framework integrates insights 
from two foundational theories—Human Capital Theory 
and Social Exchange Theory—to explain how AI-enabled 
succession planning practices influence employee 
retention. The framework also incorporates empirical 
constructs derived from the literature and field data, 
forming a conceptual model grounded in both theoretical 
logic and observed organizational dynamics.

Theoretical Foundations
Human Capital Theory (Becker, 1993) posits that 
investments in employee skills, knowledge, and 
capabilities lead to increased productivity and long-
term organizational value. When institutions invest 
in succession planning—particularly through AI-
supported leadership development and career path 
planning—they foster a sense of worth and professional 
growth among employees, which contributes to higher 
retention (Horwitz & Budhwar, 2015).

Social Exchange Theory (Blau, 1964) explains 
employee-employer relationships as systems of 
reciprocal exchange. When employees perceive 
fairness, support, and transparency in succession 
planning, they are more likely to reciprocate with 
organizational loyalty and reduced turnover intentions 
(Dahlan et al. 2021). This reciprocity becomes 
stronger when succession processes are transparent, 
merit-based, and perceived as equitable.

Together, these theories provide a robust lens 
through which AI-driven succession planning is 
understood not only as a talent management strategy 
but as a relational mechanism that builds commitment 
and engagement.

Conceptual Framework
Grounded in the theories above, the study proposes 
a conceptual model in which AI-enabled succession 
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planning practices—including talent identification, 
leadership development, and career path planning—
are positively associated with retention intention. The 
model further proposes that employee perceptions 
of fairness and transparency partially mediate this 
relationship.

The conceptual framework centres around six 
key constructs, each measured using validated survey 
indicators:

• AI-Enabled Succession Planning (SP)
• Leadership Development (LD)
• Career Path Planning (CPP)
• Talent Identification (TI)
• Employee Perceptions (EP)
• Retention Intention (RI)

In this study, AI-enabled succession planning is 
treated as a strategic HR analytics context rather than 
as the technical evaluation of a specific algorithm or 
software platform. The survey captures employees’ 
perceptions of data-informed and digitally supported 
succession-planning practices, including objective 
talent identification, leadership development, 
career-path visibility, fairness, and transparency. 

These dimensions represent the organisational 
conditions required for the responsible adoption of 
AI-supported talent-management systems. Together, 
these elements capture how AI is applied to succession 
processes within the institution.

The framework in Figure 1 is designed to test 
both the direct relationships between AI-enabled 
succession planning constructs and retention intention 
and the indirect relationship transmitted through 
employee perceptions of fairness and transparency.

Figure 1 presents the proposed relationships 
between AI-enabled succession planning, its core 
dimensions—talent identification, leadership 
development, and career path planning—employee 
perceptions of fairness and transparency, and 
retention intention. The model assumes that 
transparent, merit-based, and development-oriented 
succession practices strengthen employees’ sense of 
fairness and organizational support, which in turn 
enhances their intention to remain. The framework 
is grounded in Human Capital Theory and Social 
Exchange Theory, while Triad 2A is used to interpret 
the reinforcing cycle through which developmental 
practices, career visibility, and retention intention 
mutually strengthen one another.

Fig. 1: Conceptual model of AI-enabled succession planning, employee perceptions, and retention intention
Source: Adapted from Gong, Fan, and Bartram (2025) and Weng et al. (2010), and informed by Human Capital Theory 
(Becker, 1993) and Social Exchange Theory (Blau, 1964). The model is further interpreted through the reinforcement 

logic of Triad 2A.
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Triadic Framework Alignment
The conceptual framework is further reinforced 
through integration with a logical triadic structure—
Triad 2A: Reinforcement—which captures the 
reinforcing cycle among talent identification, 
leadership development, and career path visibility. 
These relationships are structured as follows:

•	 AI-Enabled Talent Identification → Leadership 
Development

•	 Leadership Development → Career Path Vis-
ibility

•	 Career Path Visibility → Increased Retention 
& Reinvestment in AI Systems

This triadic loop suggests that AI-driven sys-
tems, when effectively implemented and main-
tained, form a self-reinforcing cycle: identifi-
cation leads to development, which enhances 
clarity and engagement, which in turn supports 
retention and feedback into system refinement. 
As such, AI in HRM is not a static intervention but 
an evolving process requiring continuous feed-
back and responsiveness.

Research Hypotheses
Support for H1:
According to Human Capital Theory (Becker, 1993), 
strategic investments in employee development 
enhance both individual capabilities and 
organizational performance. AI-enabled succession 
planning systems contribute to these outcomes by 
introducing transparent promotion processes and 
aligning talent with institutional goals.

H1: Effective AI-enabled succession planning is 
positively associated with retention intention.

Support for H2:
Social Exchange Theory (Blau, 1964) suggests that 
employees reciprocate perceived organizational 
support with increased loyalty and reduced turnover. 
Leadership development opportunities—particularly 
when facilitated through AI—signal long-term 
institutional investment in talent. This strengthens 
employee commitment and reduces turnover 
intentions (Weng et al., 2010).

H2: Leadership development opportunities 
significantly influence employees’ intention to 
remain.

Support for H3:
Clear career pathways allow employees to visualize 
future roles within the organization, enhancing both 
motivation and engagement. AI tools support this 
by offering individualized career mapping, thereby 
reinforcing a sense of purpose and stability (Dahlan 
et al. 2021).

H3:	Career path clarity within succession planning 
positively influences retention intention.

Support for H4:
The use of objective, AI-driven talent identification 
reduces perceptions of favouritism and bias—
especially in hierarchical work cultures. Transparent 
selection criteria foster institutional trust and 
reinforce employees’ belief in fair opportunities for 
advancement (Leicht-Deobald et al., 2019; Mujtaba, 
2025; Vaiman et al., 2025).

H4:	Transparent and fair talent identification is 
positively associated with retention intention.
Support for H5:
Perceptions of fairness are essential mediators in 

the relationship between organizational practices and 
employee outcomes (Blau, 1964). When succession 
decisions are seen as merit-based and unbiased, 
employees feel respected and valued, which in turn 
strengthens their retention intent (Weng et al., 2010).

H5:	Employee perceptions of fairness and transparency 
mediate the relationship between AI-enabled 
succession planning and retention intention.
These hypotheses reflect both direct and mediated 

pathways proposed in the conceptual framework. 
Each will be empirically tested using inferential 
statistical methods in the following analysis.

Research Methodology
This section outlines the research design, 
instrumentation, and procedures used to examine the 
relationship between AI-enabled succession planning 
practices and employee retention in a private higher 
education institution in Oman.
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Research Design
This study adopts a positivist research philosophy, 
which posits that social and organizational phenomena 
can be objectively observed, measured, and analysed. 
Under this paradigm, knowledge is derived through 
empirical investigation and validated through logical 
reasoning. The study’s emphasis on quantifiable 
variables, statistical analysis, and hypothesis testing 
aligns with the positivist pursuit of generalizable and 
verifiable insights.

This study used a structured survey-based 
approach to gather insights from staff across 
multiple management levels, enabling a grounded 
understanding of internal succession dynamics and 
retention drivers. This approach is appropriate for 
examining the relationship between AI-enabled 
succession planning and retention intention because 
it enables systematic data collection and the use of 
inferential statistical techniques to test the proposed 
associations.

The study utilized a structured, self-administered 
questionnaire as the primary instrument for data 
collection. The questionnaire was distributed to 
academic and administrative personnel across various 
managerial levels within a selected private higher 
education institution in Oman. This format ensured 
standardized responses and enhanced the objectivity 
and replicability of the data.

These indicators were examined in relation to 
employees’ retention intention through correlation, 
multiple regression, and mediation analysis, enabling 
a robust test of both direct effects and the indirect 
effect transmitted through employee perceptions.

Instrument
The survey instrument was developed based on 
validated scales from prior research and customized 
to fit the Omani higher education context. This 
structured approach reflects the positivist emphasis 
on standardized data collection, objectivity, and 
comparability across respondents. It consisted of six 
primary constructs, each measured using multiple 
items rated on a five-point Likert scale ranging from 
1 (Strongly Disagree) to 5 (Strongly Agree). Consistent 
with the conceptual framework, succession planning is 
operationalized through three subdimensions: Talent 
Identification, Leadership Development, and Career 

Path Planning. These serve as formative indicators 
of AI-enabled succession planning practices. The 
instrument assesses employees’ perceptions of the 
organisational practices that underpin AI-supported 
succession planning; it does not evaluate the technical 
performance, adoption intensity, or predictive 
accuracy of a specific AI system. The constructs were 
as follows:

•	 Succession Planning Practices (SPP): Items as-
sessing the presence, clarity, and objectivity 
of succession strategies and tools.

•	 Leadership Development (LD): Measures re-
lated to access, quality, and perceived use-
fulness of leadership training and mentoring 
opportunities.

•	 Career Path Planning (CPP): Items assessing 
the clarity of career trajectories and institu-
tional support for advancement.

•	 Talent Identification (TI): Items examining 
the use of data-driven or merit-based criteria 
for identifying high-potential employees.

•	 Employee Perceptions (EP): Constructs cap-
turing perceived fairness, transparency, and 
trust in succession processes.

•	 Retention Intention (RI): Items measuring the 
employee’s stated intention to remain with 
the institution over the next 2–5 years.

Based on staff-reported feedback during the pilot 
phase (see Supplementary Material), employee per-
ception metrics were included to capture inconsis-
tencies in access to succession planning processes.

Each construct consisted of 4 to 8 items, depend-
ing on the complexity of the concept being mea-
sured. The instrument was reviewed by three domain 
experts for content validity and was pilot tested with 
a sample of 15 employees to refine clarity and reli-
ability.

Demographic Variables
In addition to the main constructs, the survey 
included a demographic section designed to capture 
background variables that may influence perceptions 
and responses. These included:

•	 Gender
•	 Age group



Saleh Al Azrin, et al. : AI-Enabled Succession Planning and Retention Intention in a Digitally Enabled Private Higher 
Education Institution in Oman

86 	 International Online Journal of Education and Teaching,  ISSN - 2148-225X - Jul - Sep 2026

•	 Educational qualification
•	 Management level (e.g., lower, middle, 

upper)
•	 Years of experience within the institution

Demographic data were used to support com-
parative analysis and subgroup interpretation in 
the results section.

Sampling and Data Collection Procedures
The study targeted academic and administrative staff 
from a private higher education institution in Oman. A 
purposive sampling technique was employed to ensure 
that respondents had direct experience with succession 
planning initiatives and institutional HR processes. This 
approach enabled the inclusion of employees across 
multiple tiers of management (lower, middle, and upper 
levels), thereby capturing a comprehensive understanding 
of succession planning practices across organizational  
strata.

The questionnaire was circulated through 
institutional email and internal HR channels. 
Following the screening of the submitted responses 
for completeness and consistency, 154 completed 
questionnaires were retained for analysis. Respondents 
were assured of anonymity and confidentiality to 
encourage honest and unbiased responses.

The data collection period spanned four 
weeks, and reminders were issued bi-weekly 
to maximize participation. All responses were 
screened for completeness and consistency prior 
to analysis.

Validity, Reliability, and Ethical 
Considerations
Instrument Validity:

To ensure content validity, the questionnaire 
was reviewed by three experts in human re-
sources and academic leadership. They assessed 
the items for relevance, clarity, and alignment 
with the study’s objectives. Minor revisions were 
made based on their feedback. Additionally, a 
pilot test was conducted with 15 respondents 
to evaluate item clarity and cultural appro-
priateness within the Omani higher education  
context.

Reliability Testing:
The internal consistency of the study constructs was 
assessed using Cronbach’s alpha. The final reliability 
estimates are reported in the Supplementary Material.

Results and Analysis
Building on the methodological foundation, the results 
provide evidence of significant associations between 
succession-planning components and retention 
intention. Descriptive and inferential statistics are 
used to interpret these relationships in light of the 
proposed hypotheses.

Descriptive Statistics
Descriptive statistics were employed to summarise the 
demographic characteristics of the 154 respondents 
and provide an initial overview of the sample profile.

The data revealed that the majority of 
participants occupied lower or middle management 
roles, consistent with the organizational structure of 
the institution under study. Most respondents reported 
holding either a diploma or bachelor’s degree, 
with a smaller segment possessing postgraduate 
qualifications. Importantly, over 60% of participants 
had served in the institution for more than five 
years, indicating a relatively stable workforce and a 
strong basis for assessing long-term HR practices and 
succession planning experiences.

Preliminary patterns suggest that employees who 
were more familiar with formal succession planning 
processes, and who reported higher levels of clarity 
regarding their career progression, also expressed 
stronger agreement with statements related to 
retention intention and organizational commitment. 
These trends support the central proposition of this 
study—that transparent and structured succession 
practices can positively influence employees’ desire 
to remain within the institution.

Inferential Statistics
To assess the internal consistency of the measurement 
instrument, Cronbach’s alpha values were calculated 
for the primary constructs. The psychometric results 
are reported in the Supplementary Material.

Aligned with a positivist research paradigm, 
the analysis emphasised statistical significance, 
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correlation strength, and hypothesis testing to identify 
patterns in employee perceptions. The strongest 
correlation was observed between perceptions of 
fair succession planning and retention intention  
(r = 0.72), indicating a strong positive association. 
Career-path clarity also emerged as a key predictor 
of retention intention (β = 0.68, p < 0.01). These 
findings highlight the importance of visible career 
opportunities and leadership-development systems 
in strengthening employees’ sense of purpose and 
institutional commitment.

Hypothesis Testing and Regression 
Results
To examine the proposed hypotheses, correlation, mul-
tiple regression, and mediation analyses were conduct-
ed using IBM SPSS Statistics. A simple mediation analysis 
was estimated using ordinary least squares regression 
with 5,000 non-parametric bootstrap resamples and 
a 95% confidence interval. Employee perceptions of 
fairness and transparency partially mediated the rela-
tionship between succession-planning practices and re-
tention intention. The indirect effect was statistically 
supported (b = 0.477, BootSE = 0.118, 95% bootstrapped 
CI [0.258, 0.727]). The direct effect remained significant 
after the mediator was included in the model (b = 0.422, 
p = 0.006), indicating partial rather than full mediation. 
All five hypotheses (H1 to H5) were supported at the p < 
0.05 significance level.

The strongest correlation emerged between 
perceptions of fair succession-planning practices and 

retention intention (r = 0.72). This finding supports 
H4, which proposes that transparent and merit-based 
succession processes are positively associated with 
employees’ intention to remain.

Multiple regression analysis further revealed that 
clarity in career advancement pathways significantly 
predicted employees’ intent to stay, with a 
standardized beta coefficient of β = 0.68 (p < 0.01). 
This result supports H3, emphasizing the importance 
of structured career path planning in fostering 
organizational commitment.

Leadership-development opportunities were 
also positively associated with retention intention 
(β = 0.59, p < 0.01). This finding supports H2 and 
indicates that access to structured leadership training 
contributes meaningfully to employees’ willingness 
to remain with the institution.

Overall, the statistical findings confirmed 
significant associations among the study’s core 
constructs. A summary of the hypothesis testing 
outcomes is presented in Table 1 to provide a 
concise overview of the empirical validation.

As illustrated in Table 1, all five hypotheses 
were supported. H4 demonstrated the strongest 
correlation, with transparent and merit-based 
succession planning positively associated with 
retention intention. H3 also showed a robust 
predictive relationship between career-path 
clarity and employees’ intention to remain. 
These outcomes reinforce the view that 
structured, transparent, and digitally supported 

Table 1: Summary of Hypothesis Testing Results.
Hypothesis Statement Result Statistical support

H1 AI-enabled succession planning is positively associated 
with retention intention.

Supported p < 0.05

H2 Leadership-development opportunities are positively asso-
ciated with retention intention.

Supported β = 0.59, p < 0.01

H3 Career-path clarity is positively associated with retention 
intention.

Supported β = 0.68, p < 0.01

H4 Transparent and fair talent identification is positively 
associated with retention intention.

Supported r = 0.72, p < 0.01

H5 Perceptions of fairness and transparency mediate the 
relationship between succession planning practices and 
retention intention.

Support-
ed: partial 
mediation

Indirect effect = 0.477, 
BootSE = 0.118, 95% 
bootstrapped CI  
[0.258, 0.727]
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succession-planning frameworks can strengthen 
workforce stability.

Discussion
The findings provide empirical evidence that 
employees’ perceptions of data-informed succession-
planning practices are positively associated with 
retention intention within a private higher education 
institution in Oman. When employees perceive 
succession processes as transparent, fair, and merit-
based, they are more likely to express strong intentions 
to remain with the institution. This underscores the 
strategic importance of integrating AI into succession 
planning to enhance procedural objectivity and build 
employee trust—both of which are critical drivers of 
retention (Dahlan et al. 2021).

However, the data also highlight inconsistencies 
in employee awareness, access to leadership-
development opportunities, and clarity of career-
advancement pathways, particularly across 
departments and managerial levels. These disparities 
suggest that the value of digitally supported 
succession-planning systems may be weakened when 
communication is unclear or access to development 
opportunities is perceived as unequal. Staff also 
expressed limited clarity about how succession-
planning criteria translated into actual promotion 
decisions, particularly within departmental settings 
(see Supplementary Material). Such gaps can erode 
employee engagement and reduce the long-term 
effectiveness of even well-designed frameworks. 
This reflects a broader disconnect between formal 
policy and operational practice, where guidelines 
are present but are not always communicated 
effectively (see Supplementary Material). A similar 
pattern has been reported in Oman, where formal 
governance structures alone were insufficient to 
generate meaningful institutional outcomes unless 
they were operationalised through aligned digital-
transformation practices (Almaqtari et al., 2025).

Recent research also underscores the importance 
of integrating neurocognitive and behavioural 
insights into organizational design, particularly in 
the context of AI acceptance. Understanding how 
employees emotionally and cognitively interact with 

digital HR systems can help institutions create more 
inclusive and effective talent strategies (Alsharif & 
Pilelienė, 2023). In this way, succession planning is 
not only a technical process but also a human-centred 
intervention that requires sensitivity to perception 
and behavioural cues.

These findings suggest a reinforcing relationship 
among transparent talent identification, leadership 
development, visible career pathways, and 
retention intention. When employees understand 
how advancement decisions are made and perceive 
meaningful opportunities for professional growth, 
they are more likely to view the institution as 
supportive and fair. This interpretation reinforces 
the importance of combining AI-enabled analytics 
with clear communication, inclusive development 
opportunities, and regular employee feedback.

Ultimately, while AI offers powerful tools for 
talent identification and predictive modelling, 
its effectiveness relies heavily on ongoing system 
refinement, policy clarity, and the cultivation of 
employee trust. These elements require deliberate, 
sustained organizational commitment—not just 
technological adoption. Related evidence from Oman 
also indicates that digital systems create stronger 
institutional value when governance frameworks are 
continuously refined, monitored, and linked to actual 
implementation rather than remaining static policy 
structures (Almaqtari et al., 2025).

While technology plays a vital role in supporting 
these processes, the human experience remains 
central. Staff perceptions of fairness, inclusion, 
and recognition ultimately determine whether 
such systems succeed in strengthening long-term 
engagement.

Conclusion
This study examined how employees’ perceptions of 
data-informed succession-planning practices relate to 
retention intention within a private higher education 
institution in Oman. The findings indicate that 
transparent, merit-based, and digitally supported 
succession processes are associated with stronger 
employee commitment and a greater intention 
to remain. The study therefore offers a timely 
perspective on how people-centred HR analytics 
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can support leadership continuity while creating the 
organisational foundations for responsible AI-enabled 
talent management.

The results highlight the strategic value of 
implementing structured talent-development 
systems that leverage predictive analytics and data-
informed decision-making. However, the study also 
identified disparities in employees’ awareness of and 
access to succession-planning mechanisms. These 
challenges may limit the effectiveness of digitally 
supported systems and underscore the need for clear 
communication, inclusive access, and alignment with 
broader institutional strategies.

More broadly, the study contributes to a growing 
policy conversation about the role of AI in national 
workforce strategies, providing locally grounded 
insights that can inform regulatory frameworks, 
digital HR standards, and cross-sector collaborations 
in the GCC. It offers practical, evidence-based 
recommendations for institutional leaders, HR 
practitioners, and policymakers seeking to enhance 
workforce sustainability and leadership continuity in 
line with Oman Vision 2040’s focus on human capital 
development.

As education systems worldwide navigate 
leadership transitions and workforce renewal, 
there is a clear opportunity to reimagine succession 
planning as a strategic, inclusive, and innovation-
driven process.

Recommendations
Based on the empirical findings and theoretical inter-
pretation, the following strategic recommendations 
are proposed:

1. Enhance AI System Transparency Institutions 
should regularly communicate promotion 
criteria, performance metrics, and development 
opportunities to ensure that AI-based 
succession decisions are perceived as fair 
and objective (Leicht-Deobald et al., 2019). 
This recommendation is reinforced by Omani 
evidence emphasizing the importance of 
monitoring and evaluation systems to strengthen 
accountability and support better-informed 
digital decision-making (Almaqtari et al.,  
2025).

2. 	 Invest in Comprehensive Leadership Development 
Structured training programs, mentoring, and 
experiential learning initiatives should be 
expanded to prepare high-potential staff for 
future leadership roles, with equal access across 
all departments.

3. 	 Strengthen Talent Pipeline Monitoring Utilize 
AI-powered predictive analytics to continuously 
identify and support high-potential employees, 
enabling proactive development planning and 
reducing dependency on external recruitment.

4. 	 Institutionalise Feedback Loops Establish formal 
mechanisms for employees to provide feedback 
on succession planning processes. This will 
support continuous system refinement and foster 
greater trust in AI-supported HR practices. This 
is consistent with recent findings that continuous 
feedback mechanisms help connect governance 
practices with digital implementation outcomes 
and institutional accountability (Almaqtari et al., 
2025).

5. 	 Align AI-Driven HR Strategies with National Policy 
Ensure that succession planning innovations are 
consistent with the objectives of Oman Vision 
2040, particularly in the areas of leadership 
localization, digital transformation, and 
sustainable human capital growth (Bhandari & 
Mohite, 2024; OECD, 2022). A study likewise 
frames digital reform within Oman Vision 
2040 and treats national-policy alignment as a 
strategic condition for long-term institutional 
sustainability (Almaqtari et al., 2025).

Additional Strategic Enhancements
In response to staff feedback and the operational gaps 
identified in the study, the following enhancements 
are recommended to strengthen succession-planning 
effectiveness:

1. 	 Introduce centralised dashboards to monitor 
leadership readiness and internal talent mobility 
in real time.

2.	 Develop structured training pathways that align 
clearly with institutional leadership competencies.

3. 	 Utilize predictive analytics to identify 
departments or employee groups at higher risk of 
attrition.
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4.	 Promote inclusive access to leadership 
development resources across all departments 
and management levels.

5. 	 Implement regular reviews of digital assessment 
tools to ensure fairness, minimize bias, and adapt 
to evolving institutional needs. This direction is 
partly supported by evidence that digital gover-
nance systems require regular review, stronger 
operational alignment, and continuous adapta-
tion to remain effective in changing institutional 
environments (Almaqtari et al., 2025).

Limitations and Future Research
While this study offers context-specific insights 
into the relationship between the organisational 
foundations of AI-enabled succession planning and 
retention intention, several limitations should be 
acknowledged.

First, the study was conducted within a single 
private higher education institution in Oman. The 
findings may therefore not be directly generalisable 
to other institutions in Oman or the wider GCC 
region, where organisational culture, governance 
structures, workforce composition, and HRM maturity 
may differ (Al Harrasi et al., 2024). Future research 
should examine the proposed relationships across 
multiple public and private institutions to assess the 
extent to which the findings remain consistent across 
organisational settings.

Second, the study employed a cross-sectional 
design, capturing employee perceptions at a single 
point in time. Although this approach is appropriate 
for examining associations among the study variables, 
it does not establish causal relationships or account 
for changes in employee perceptions over time 
(Getha-Taylor et al., 2015). Longitudinal studies 
would provide a stronger basis for assessing whether 
improvements in succession-planning practices 
contribute to sustained changes in retention intention 
and workforce stability.

Third, the survey measured employees’ 
perceptions of the organisational practices that 
support AI-enabled succession planning rather than 
the technical performance or adoption intensity of a 
specific AI platform. The findings should therefore be 
interpreted as evidence concerning the organisational 

foundations required for AI-supported succession 
planning, rather than as a direct evaluation of 
an operational AI system. Future studies should 
incorporate explicit measures of AI adoption, 
including the use of predictive analytics, algorithmic 
talent profiling, explainability, perceived accuracy, 
data quality, and user trust.

Fourth, the study did not examine the 
operational challenges associated with implementing 
AI-supported succession planning. Issues such as 
technological readiness, data governance, algorithmic 
bias, organisational resistance, privacy protection, 
and ethical oversight require further investigation 
(Leicht-Deobald et al., 2019; Mujtaba, 2025). These 
concerns are particularly relevant within GCC higher 
education institutions, where hierarchy, institutional 
trust, and attitudes towards digital transformation 
may shape the acceptance and effectiveness of AI-
enabled HRM practices (Almaqtari, AlGhunaimi, & 
Elmashtawy, 2025; Sallem, Ghunaimi, & Al Balushi,  
2024).

Future research should extend the present 
study through comparative and longitudinal designs 
involving public and private institutions across Oman 
and other GCC countries. Such research would 
provide a more comprehensive understanding of how 
institutional context, digital maturity, and employee 
perceptions influence the effectiveness of AI-enabled 
succession planning (Dahlan et al., 2021).

Supplementary Material
Supplementary material provides the detailed break-
down of respondent demographics, questionnaire 
structure, and coding schema. This material supports 
the findings discussed in Sections 4 and 5 of the man-
uscript.
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