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ABSTRACT 

The main purpose of this study is to identify the relationship between 

employee equity and employee retention, and to determine the usefulness of 

employee equity framework in explaining work-related outcomes, such as retention.  

The study was conducted in the private industrial sector in Syria.  The respondents 

were comprised of employees of many private industrial companies in 

Aleppo, located in the north of Syria.  Data collection was held in the spring of 2012.  

The employee equity survey which is including a total of fifty items distributed over 

three factors of employee equity: value equity, brand equity, and retention equity, 

written by Cardy, et al and refined by Andrade, was used to measure employee 

equity.  The employee retention survey which is including a total of eight items 

distributed over two factors of employee retention: intention to stay, and dependable 

continuance, written by Hom, et al and Tsui, et al., was used to measure the 

employee attitudes for staying or leaving the organization.  Survey data were 

analyzed using descriptive statistic, Pearson correlation, and regression analyses.  

The findings showed that the level of employee equity in the Syrian private industrial 

sector was moderate, there was a significant relationship between employee equity 

and employee retention, and there was a significant impact of employee equity on 

employee retention which means that employee equity can be employed as predictor 

for employee retention.  
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ABSTRAK 

Tujuan utama kajian ini adalah untuk mengenalpasti hubungan antara ekuiti 

pekerja dan pengekalan pekerja, dan untuk menentukan kegunaan rangka kerja ekuiti 

pekerja dalam menerangkan hasil kerja berkaitan, seperti pengekalan pekerja.  Kajian 

ini dijalankan dalam sector perindustrians wasta di Syria. Responden kajian terdiri 

daripada kakitangan syarikat industry swasta  di Aleppo, yang terletak di utara Syria. 

Pengumpulan data telah diadakan pada musim bunga tahun 2012. Soal selidik ekuiti 

pekerja mengandungi lima puluh item merangkumi tiga factor ekuiti pekerja iaitu 

nilai ekuiti, ekuiti jenama, dan pengekalan ekuiti, Kajian ini menggunakan 

soalselidik yang dikemukakan oleh Cardy, et al,   dan diperhalusi oleh Andrade.  

Manakala soalselidik pengekalan pekerja pula mengandungi lapan perkara yang 

merangkumi dua factor iaitu niat untuk menetap dan boleh dipercayai berterusan. 

Soalselidik ini menggunakan soalselidik yang dikemukakan oleh Hom, et al dan Tsui 

et al,. Data kajiselidik dianalisis dengan menggunakan statistic deskriptif, korelasi 

Pearson dan analisis regresi. Dapatan kajian menunjukkan bahawa tahap ekuiti 

pekerja dalam sector industry swasta Syria adalah sederhana. Keputusan lain pula 

menunjukkan Terdapat hubungan signifikan antara  equity pekerja dan pengekalan 

pekerja. Impak equity pekerja keatas pengekalan pekerja juga sederhana. Hal ini 

bermaksud equity pekerja boleh dijadikan sebagai peramal kepada pengekalan 

pekerja. 
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CHAPTER 1  

 
 
 
 

INTRODUCTION 

 
 
 
 

1.1  Introduction 

 
 
In recent years, hiring qualified employees, developing, and retaining them 

has been one of the most important issues for human resource management 

departments in business organizations.  But due to the poor economic and financial 

situation, some organizations are no longer putting any effort into retaining 

employees, a decision which will undoubtedly cause  a lot of problems for those 

organizations in future.  

 
 
Attracting and employing qualified talents is a crucial matter for all 

organizations, not only to stay competitive in the marketplace, but also to keep the 

organization alive (Taylor & Collins, 2000).  A firm’s talent is derived from the 

collective knowledge, skills, and abilities of its employees, otherwise known as their 

human capital.  Moreover, talent that is rare, valuable, difficult to imitate, and 

difficult to substitute can be a source of sustained competitive advantage for firms 

(Barney & Wright, 1998).  Considering the dynamic and competitive nature of the 

universal business environment, organizations face a constant challenge not only in 

finding talented employees, but also in retaining them.  Although getting and 

attracting qualified candidates is a necessity for any organization in terms of 

attracting qualified persons inside, at the same time, employees who leave the 

organization can cause the organization to suffer greatly.  Considering the costs that 

relate to employee turnover, such as employee replacement, training cost, efficiency 
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cost, and so on, the retention of employees is very important for almost every 

organization.  In addition to efficiency rival and continuously of building 

competencies, organizations will always need qualified employees in order to 

continue to do business.  Therefore, employee retention should be a top priority for 

all organizations (Andrade, 2010). 

 
 
This dissertation will examine the relationship between Employee Equity 

(EE) and Employee Retention (ER) based on the applications of talent retention 

developed by Andrade (Andrade, 2010), who integrated an employee-based model of 

retention with the EE model developed by Cardy, et al.(Cardy, Miller, & Ellis, 2007; 

Cardy, Miller, & Haynes, 2003; Cardy, Miller, & Nifadkar, 2005).  Based on Rust, 

Zeithaml, & Lemon’s (2000) Customer Equity framework, the EE model 

conceptualizes employees as internal customers of the organization.  Viewing 

employees as internal customers, the EE model incorporates customer-centered 

marketing literature, and provides a new vantage point from which to examine 

Human Resource Management (HRM) issues such as talent retention. 

 
 
This chapter of this dissertation will present the main points of the 

dissertation, which include: The research background, problem statement, research 

questions, research objectives, hypotheses, scope, research significance, research 

limitations, and research definitions.  

 
          
 
 

1.2  Research Background 

 
 
There are many organizations which believe that employee retention does not 

constitute a priority because of today’s bad economic and market conditions, 

especially with the global economic crisis gripping the United States which has 

greatly affected many countries, leaving an unpleasant reality of layoffs, lack of new 

jobs, and high unemployment rates.  In spite of these dismal view and expected 

scenarios, there are companies and organizations that are still hiring, and here the 

question arises about the feasibility of recruitment, especially for talent for those 
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organizations which face bad economic expectations and limited resources.  Some 

organizations believe that now is the time to recruit and hire top talent (McGregor, 

2008).  They believe that the market will ultimately recover,  and those organizations 

that have hired top talent and retained their employees will have a loyal and 

specialized workforce. Furthermore, during the economic downturn, the best staff 

and employees have the ability to move around and find work in other companies 

and organizations, and therefore retention is important for retaining key employees 

regardless of the economic conditions (Andrade, 2010). 

 
 
The organizations that have stopped the recruitment process and gone with 

layoffs in order to reduce the number of employees are creating a future risk of 

losing the valuable organizational capital and institutional memory which is so 

difficult to recover quickly when economic circumstances get better.  Research 

which has been done about layoffs shows that there are many negative results  for the 

organizations that choose to lay-off employees, such as decline in the stock 

performance and poor subsequent financial performance (De Meuse, Vanderheiden, 

& Bergmann, 1994; Lee, 1997; Hallock, 1998; Pouder, Cantrell, & Kulkarni, 1999; 

Worrell, Davidson, Sharman, 1999; Chen, Mehrotra, Sivakumar, & Yu, 2001), in 

addition to the bad reputation suffered by the organization (Flanagan & 

O’Shaughnessy, 2005).  Accordingly, and despite the gloomy expectations in the 

world market, organizations must not layoff their talent, even in the current poor 

economic situation.  In this context, there are many organizations which try to recruit 

highly-qualified employees and increase their supplying of these employees in the 

market, and this practice, which is known as countercyclical hiring (Greer & 

Stedham, 1989), will help these organizations in obtaining valuable and qualified 

talent (McGregor, 2008).  This is linked to human resource planning efforts to 

avoidance diminution in the manpower of the organization. This is largely similar the 

process of buying goods in a time of market depression, which is a good financial 

investment (Andrade, 2010), so hiring and retaining employees can be seen as an 

economic HRM investment. 

 
 
Research has determined many work and non-work factors which affect 

employees’ decision to stay with or leave the organization.  In this context, 
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Muchinsky & Morrow’s multidisciplinary model of turnover is one of the most 

important of these types of models. They propose three types of determinants of 

turnover: work-related factors, characteristics of the employee, and the states of 

particular economic variables.  They propose that economic factors govern  the 

relationship between the three determinants, so the individual and work-related 

factors will be more influential in employee turnover under good economic 

conditions than under bad ones (Muchinsky & Morrow, 1980).  The EE model, 

which studies retention by integrating marketing and management perspectives, was 

adopted as a multidisciplinary approach.  In this context, other human resource 

management fields have also tried to integrate the marketing approach in their 

studies to test the diversity of human resource issues such as recruitment. 

Recruitment research sheds light upon some related marketing concepts which have a 

significant impact on the tendency of job seekers to be attracted to a particular 

organization and apply for a employment there, such as brand equity (Collins & 

Stevens, 2002), branding activities (Greening & Turban, 2000), and employer brand 

image (Turban & Cable, 2003; Collins, 2007).  Hence, the question of whether a 

marketing approach which attract employees to an organization, will encourage them 

to stay there over time, because most of the retention and turnover research depends 

on management theories, and the EE model incorporates a multidisciplinary 

approach to investigate talent retention by integrating several marketing concepts 

such as brands, brand equity, and employee lifetime value (Andrade, 2010).  So, by 

integrating marketing and management perspectives to study talent retention, this 

research will try to provide a more thorough understanding about employee 

retention. 

 
 
By considering employees as internal customers in an organization, Cardy et 

al. converted customer-based marketing concepts to employee-based concepts 

convenient to human resource management discipline by depending on Rust’s model 

of customer equity in developing an employee equity model.  Rust, et al.’s (2000) 

model of customer equity defines customer equity as having three dimensions: value 

equity, brand equity, and retention equity.  From a marketing perspective, customer 

equity focuses on customer retention and profitability.  However, when applied to 

HRM, customer equity theory focuses on managing people in a way that emphasizes 
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employees’ lifetime value (Cardy, et al., 2007).  Like the customer equity model, the 

EE model also defines EE as consisting of three dimensions: value equity, brand 

equity, and retention equity. Value equity refers to employees’ assessment of the 

utility of an employer based on perceptions of what is given up for what is received. 

Brand equity refers to employees’ subjective and emotional beliefs regarding an 

organization and its image. Lastly, retention equity refers to the tendency of 

employees to feel connected to the organization and its members, and their tendency 

to stay with the organization (Andrade, 2010).  As Cardy et al. (2007) note, the EE 

model shifts the traditional task-based focus of HRM to a person-based focus by 

putting the employee at the center of attention 

 
 
 
 

1.3 Problem Statement 

 
 
ER is a distinct issue for organizations today.  When retention is low and 

turnover is high, organizations face a number of costs.  Some costs associated with 

turnover include recruitment, selection, and training costs of new hires (Cascio, 

2000), as well as the costs associated with the inefficiencies that result from 

employee turnover (Kacmar et al., 2006).  Moreover, when employees leave the 

organization, they take with them experience gained from on-the-job assignments, 

training and development exercises, as well as firm-specific knowledge (Mitchell, 

Holtom, & Lee, 2001; Fisher & White, 2000).  While some amount of turnover is 

healthy for organizations (Gupta, & Delery, 2005), the tangible and intangible costs 

associated with turnover leave most managers and organizations seeking to minimize 

it. 

 
 
In addition, ER is a very important issue for organizations even if the 

economic conditions are bad.  The short-term effect of layoffs and decrease in the 

number of employees, which seems to be positive in savings is coupled with the 

long-term effect, which seems to be negative in costs. So when organizations decide 

to lay off workers, they must be aware of the consequences of their choices and 

how this will affect  the future of the organization.  Research has found a relation 
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between downsizing/layoffs and subsequent turnover (Trevor & Nyberg, 2008). 

Thus, when an organization decides to lay-off some of their human resources, they 

must expect that some of the remaining employees will leave the organization 

willingly, and that will create negative long-term results for the organization. In 

summary, retention must remain a priority for an organization, whether it is hiring or 

laying-off employees. 

 
 
EE and its three components: value equity, brand equity, and retention equity, 

provides both researchers and practitioners with a tool for examining how different 

perceptions of EE components affect various work-related outcomes, such as 

retention.  Since turnover rate is a lag indicator of an organization’s ability to retain 

(or fail to retain) employees, practitioners will be better served with some means for 

anticipating and responding to potential turnover risk (Andrade, 2010).  In Syria, 

unfortunately, there are no statistics about the exact rate of turnover in the private 

sector, but the United Nations Development Programme (UNDP) mentioned in its 

report about assessment of development results in Syria that the Syrian business 

sector suffers a generally high turnover rate (UNDP, 2005), which means a low rate 

of retention, thus, possibilities of organizations facing a lot of problems in the long-

term.  By using the EE framework, practitioners should be able to identify employees 

that are at risk for turnover, determine the underlying causes, and take preventative 

measures to minimize turnover.  

 
 
Turnover and retention are distinct yet related concepts, and may be thought 

of as two sides of the same coin.  Until recently, there has been a limited amount of 

effort made to extend our knowledge of ER using a multidisciplinary framework.  

The integration of marketing and management perspectives to study ER could 

potentially provide several valuable insights.  For example, how does brand equity, a 

central concept in marketing research, affect an employee’s decision to stay with an 

organization?   

 
 
Value equity as a first dimension of EE is established by Homans’s social 

exchange theory in the 1960’s.  From a social exchange perspective, individuals 

evaluate their relationships with others based on their perceptions of what is given up 
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in exchange for what is received.  Moreover, determinants of value equity include 

equitable pay practices, flexible schedules, and convenient workplace amenities. 

(Cardy et al., 2007).  Brand equity is the second dimension, and is based on large 

body of marketing research (e.g. Olins, 2000; Rust et al., 2000) that seeks to examine 

how brands are built and how they help attract and retain consumers.  Based on a 

growing body of research on recruitment, brands are an effective means to 

differentiate an organization from its competitors and attract job seekers to the 

organization (Turban, 2001; Cable & Graham, 2000; Highhouse et al., 1999; 

Gatewood et al, 1993).  If a company’s brand image is able to attract new employees 

to the organization, then it should also contribute to the retention of those employees. 

Lastly, retention equity proposes that connections to the organization and its 

members, as well as costs associated with leaving the organization, affect retention.  

Retention equity seeks to explain how ties to the organization help keep employees 

with the organization (Mitchell et al., 2001).  A social network perspective (Burt, 

1997; Coleman, 1988) also supports this idea; employees with stronger and a greater 

number of connections to the organization will be more “tied” to or “embedded” 

within the organization.  

 
 
In sum, understanding what keeps employees in organizations is just as 

important as understanding what makes them leave.  Employees make ongoing 

decisions to remain at an organization based upon three factors: the value they 

receive for the efforts they supply, their emotional connection to the organization, 

and the quality of the relationship they have with the organization (Andrade, 2010). 

An organization may have a desirable brand image (e.g., Microsoft) that leads to 

brand equity, but if employees perceive the value equity to be imbalanced (e.g., they 

believe they can get more or better outcomes at another organization), then they may 

be more difficult to retain in the long run.  Additionally, if the organization does not 

establish a relationship with its employees, it may lose the battle of retention. 
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1.4 Research Questions 

 
 

The research questions in this study are: 

1. What is the level of EE among employees in the Syrian industrial private 

sector? 

2. What is the relationship between EE and ER? 

3. What is the relationship between each factor of EE (value equity, brand 

equity, and retention equity) and ER? 

4. What is the relationship between EE and each factor of ER (intention to stay, 

and dependable continuance)? 

5. What is the impact of EE on ER? 

 
 
 
 

1.5       Research Objectives  

 
 

Based on the research questions, the objectives of this study are: 

1. To analyze the level of EE among employees in the Syrian industrial private 

sector.  

2. To identify the relationship between EE and ER. 

3. To identify the relationship between each factor of EE (value equity, brand 

equity, and retention equity) and ER. 

4. To identify the relationship between EE and each factor of ER (intention to 

stay, and dependable continuance). 

5. To identify the impact of EE on ER. 

 
 
 
 

1.6 Research Hypotheses 

 
 

For this study, seven hypotheses are proposed as shown below:    

H1: There is a significant relationship between EE and ER.  

H2: There is a significant relationship between value equity and ER.  



9 
 

H3: There is a significant relationship between brand equity and ER. 

H4: There is a significant relationship between retention equity and ER. 

H5: There is a significant relationship between EE and intention to stay. 

H6: There is a significant relationship between EE and dependable continuance. 

H7: There is a significant impact of EE on ER.    

   
 
 
 
1.7       Scope 

 
 
This study was conducted in the private industrial sector in Syria. The 

respondents were comprised of 260 employees of many private industrial companies 

in Aleppo, located in the north of Syria.  Data collection was held in the spring of 

2012.  Employees were selected from four well-known and large organizations 

obtained from each category of industry listed in The Guide of Syrian Industries in 

Aleppo (GSI/Alep, 2011): Textile, food, chemical, and engineering.  These four 

companies are respectively:  DalilTex for Spinning and Weaving, Elegance Group 

for Food Industries, Alsa'ad Co. for Pharmaceutical Industries, and Sabbagh 

Foundation for Engineering Industries. 

 
 
This study examined the relationship between EE and ER based on the 

applications of talent retention developed by Andrade (Andrade, 2010), who 

integrated an employee-based model of retention with the EE model developed by 

Cardy et al. (Cardy et al., 2003; Cardy et al., 2005; Cardy et al., 2007).  Depending 

on the customer equity framework (Rust et al., 2000), the EE model considers 

employees in the organization as internal customers. The EE model integrates 

customer-centered marketing literature and provides a new vantage point from which 

to examine human resource management issues such as talent retention.  The biggest 

portion of this research, which concentrates on talent retention, emerges from many 

research studies and theories which discuss the intended turnover in the 

organizations.  The general supposition is that turnover and retention are 

conceptually related to each other, but the type of relationship between these two 

constructs has not yet been explored.  The investigation of differences and 
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similarities between these two constructs is very important (Muchinsky & Morrow, 

1980).  Because most research considers retention simply as the reversal of turnover, 

most of research on retention depends on the traditional models of turnover.  So this 

study of retention was held using the large body of turnover studies. 

 
 
 
  

1.8 Significance of The Research 

 
 
This study contributes to the body of knowledge by increasing understanding 

of factors contributing to ER.  Studies regarding employee retention/turnover focused 

primarily on the on-the-job attachment variables of job satisfaction and 

organizational commitment, and the off-the-job ease of movement variable of job 

alternatives.  Research findings indicate that many employees stayed with their 

employers because they became deeply-rooted in their jobs and in their communities, 

producing living constraints that prevented them from leaving their organizations. 

 
 
By studying the interrelationships of EE with its three factors of value equity, 

brand equity, and retention equity, on employee intention to stay with an 

organization, this study will increase the understanding of the factors that contribute 

to employees’ decisions to stay with their employers. 

 
 
Upon searching for existing research and studies related to EE or ER in the 

Syrian business sector, the researcher couldn't find any search or study about this 

subject, so this study of the relationship between EE and ER is a very important one 

because it will enrich the scientific and managerial background of the Syrian 

business sector.  This study can be categorized under the Human Resource Planning 

(HRP) discipline, which is a very important issue for the body of human resource 

management systems, especially in Syria, which still suffers from a lack of human 

resources mentality.  The findings of this study constitute an essential source of 

information for further research, as well as for top management.  Specifically, the 

results of the study should provide an understanding of employee retention along the 



11 
 

initiating structure dimension and the consideration dimension among the private 

sector, as well as its related factors.  

  
 
 
 

1.9 Limitation of the Research 

 
 
The results of this study were influenced by the honesty of the respondents in 

answering the questionnaires.  The respondents have the potential to be biased in 

revealing their true perceptions for the reason that it will have an effect on their 

organizations image.  Also, the data and information for the study was based solely 

on the responses of employees from industrial companies in the Syrian private sector.  

Though the findings might be necessary for an understanding of the EE and ER, this 

study cannot be generalized to cover the whole private sector in Syria. 

 
 
This study seeks to examine the relationship between EE and ER, so for the 

correlation analysis which performed, retention was operationalized in two ways: 

employees’ assessment of their intentions to stay, and employees’ assessment of their 

dependable continuance.  So this study did not incorporate actual retention data, but 

instead the data was about intentions. 

 
 
 
 

1.10 Conceptual Definitions  

 
 
 
 

1.10.1 Employee Equity 

 
 
The concept of EE can be understood through the EE model which is derived 

from a large body of marketing and management theory and research.  However, to 

facilitate a discussion of the EE model and its components, the term “equity” needs 

to be discussed and clarified. From a management perspective, the term “equity”, 

which is often associated with equity theory which was developed in 1960’s by John 
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Adams, denotes fairness, or justice.  Adams emphasized that employees seek to keep 

equity between the inputs which they bring to a job and the outcomes which they 

receive from it, against the perceived inputs and outcomes of others.  The belief is 

that people value fair treatment, which causes them to be motivated to maintain the 

fairness within the relationships of their co-workers and the organization. The 

structure of equity in the workplace is based on the ratio of inputs to outcomes. 

Equity theory acknowledges that subtle and variable individual factors affect each 

person’s assessment and perception of their relationship with their relational partners 

(Guerrero & Afifi, 2007).   

 
 
From a marketing perspective, “equity” takes on an entirely different 

meaning.  Equity is used to describe an intangible asset or “goodwill”.  Rust et al. 

(2000) describe customer equity as the value derived from the customer 

relationships. From a management perspective, EE is considered as the value derived 

from employee relationships.  According to the EE model, employee equity is built 

through value, brand, and retention equity (Andrade, 2010).  As value, brand, and 

retention equity increase, so does employee equity.  

 
 
The EE model places employees at the center of focus and emphasizes the 

importance of viewing them as internal customers of the organization (Cardy et al., 

2007, 2005, 2003).  Viewing employees as internal customers of the organization 

broadens our perspective in terms of the traditional employee-organization 

relationship, and provides the context for integrating a marketing perspective to 

examine organizational behaviors.  Based on that, Cardy defined employee equity as: 

"The total of the discounted lifetime value of all of employees to a firm" (Cardy et 

al., 2007: p. 143).  

  
 
 
 

1.10.2 Employee Retention  

 
 

Philips and Connell defined ER as “the fraction of employees staying in an 

organization in a given period of time.”  They also state that the retention rate must 
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be adequate in all important job categories (Philips & Connell, 2003: p. 2).  ER is 

simply the ability of organization to keep its employees at all levels.  ER refers to a 

collection of practices and policies to retain employees for a longer time so as to 

ensure minimizing the cost of hiring, training, and other costs associated with hiring 

new employees.  According to Bohl, ER “refers to the likelihood for an individual to 

stay with an organization for an extended period of time.  Due to the high costs of 

recruiting qualified applicants, organizations that have low employee retention tend 

to lose more money” (in Cardiello, 2002: p. 2).   

 
 
Recently, rather than continuing to build upon other researchers' models, 

investigators of ER have focused on exploring the factors contributing to ER.  These 

investigators applied the learning from ER models and conducted studies of ER on 

employee groups with specific characteristics in specific environments. 

Customization of studies to individual populations brought unique results, limiting 

development of new generalizable principles and theories of employee retention 

(Slugoski, 2008).  Carsen states “the number of existing employees who keep or stay 

with their jobs over a fix period of time is known as employee retention.  It further 

suggests that the retention policy should also focus on retaining the high performers 

and talented employees or losing the losers and keeping the keepers” (Carsen, 2005: 

P.2).   

 
 
 
 

1.11 Operational Definitions 

 
 
 
 
1.11.1 Employee Equity 

 
 
EE in this study is operationalized according to three dimensions: Value 

equity, brand equity, and retention equity (Cardy, et al. 2007; Andrade, 2010). 
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1.11.1.1 Value Equity 

 
 

  Value equity refers to employees’ assessment of the utility of an employer 

based on perceptions of what is given up for what is received.  The value equity 

component is based on social exchange theory established by Homans in the 1960’s, 

and emphasizes the importance of fairness or norms of reciprocity. From a social 

exchange perspective, individuals develop and continuously evaluate relationships 

over 12 times.  If individuals perceive that they have given up too much for what 

they have received, they may choose to discontinue the relationship (Cardy, et al. 

2007). 

 
 

1.11.1.2 Brand Equity 

 
 
 Brand equity refers to employees’ subjective and emotional beliefs regarding 

an organization and its image.  Brand equity concentrates on the feeling toward the 

organization’s image among people and society, the pride related to being member of 

the organization, and positive attitudes toward the organization. 

 
 

1.11.1.3 Retention Equity 

 
 

 Retention equity refers to the tendency of employees to feel connected to the 

organization and its members, and their tendency to stay with the organization.  

Retention equity examines organizational factors that are likely to influence an 

individual’s decision to remain in the organization, such as ties to the organization or 

its members (Andrade, 2010). 

 
 
 
 

1.11.2 Employee Retention 

 
 

In this study, ER is operationalized according to two dimensions: Intention to 

stay, and dependable continuance. 
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1.11.2.1 Intention to Stay 

 
 
 Intention to stay refers to the level of employee engagement in the 

organization and the tendency to remain employed (Hewitt, 2004).  It is referred to as 

level of feeling of staying in the organization within specific period of time even if 

there is an alternative job.  

 
 

1.11.2.2 Dependable Continuance 

 
 
 Dependable continuance of employment by employees will be measured by 

three items that correspond to the intent-to-stay idea.  Employee intentions to 

continue employment are not assumed by the employer under the quasi-spot-contract 

employee-organization relationship.  Under this approach, an employee usually has 

the understanding that the employment relationship entails no promise of future 

employment, so there is an expectation of a low level of intent to continue 

employment, and the employee is very likely to leave the firm as soon as alternative 

employment options are available (Tsui, 1997). 

  



86 
 

 
 
 
 
 

REFERENCES 

 
 
 
 

Aleppo Chamber of Industry (2011). The Guide of Syrian Industries in Aleppo. 

Aleppo, Syria. 

Allen, D.G. (2006). Do organizational socialization tactics influence newcomer 

embeddedness and turnover? Journal of Management, 32: 237-256. 

Allen, D.G., Shore, L.M., & Griffeth, R.W. (2003). The role of perceived 

organizational support and supportive human resource practices in the turnover 

process. Journal of Management, 29: 99-118. 

Andrade,  Leticia Salinas, (2010). Validation and Initial Test of The Employee Equity 

Model For Predicting Employee Retention. PH.D. The University of Texas at 

San Antonio. USA.  

Ashforth, B.E., & Mael, F. (1989). Social identity theory and the organization. 

Academy of Management Journal, 14: 20-39. 

Backhaus, K.B., Stone, B.A., & Heiner, K. (2002). Exploring the relationship 

between corporate social performance and employer attractiveness. Business & 

Society, 41: 292-318.  

Barney, J. (1991). Firm resources and sustained competitive advantage. Journal of 

Management, 17: 99-129. 

Barney, J. B., & Wright, P.M. (1998). On becoming a strategic partner: The role of 

human resources in gaining competitive advantage. Human Resource 

Management, 37: 31-46. 

Beach, L.R (1990). Image theory: Decision making in personal and organizational 

contexts. Chichester, England: Wiley. 



87 
 

Beach, L.R. (1993)a. Four revolutions in behavioral decision theory. Leadership 

Theory and Research: Perspectives and Directions: 271-292. 

Beach, L.R. (1993)b. Making the right decision. Englewood Cliffs, NJ: Prentice-

Hall. 

Berg, T.R. (1991). The Importance of Equity Perception and Job Satisfaction in 

Predicting Employee Intent to Stay at Television Stations. Group and 

Organization Studies, 16(3): 268-284. 

Berger, P.D., Bolton, R.N., Bowman, D., Briggs, E., Kumar, V., Parasuraman, A., et 

al. (2002). Marketing actions and the value of customer assets: A framework 

for customer asset management. Journal of Service Research, 5: 39-54. 

Bryman, A., and Bell, E. (2007). Business Research Methods. 2nd Ed. Oxford 

University Press, Oxford. 

Burt, R.S. (1997). The contingent value of social capital. Administrative Science 

Quarterly, 42: 339-365. 

Business Editors (2001). Expanded Executive Cash Packages and Equity 

Participation Enhance Employee Retention in the Wake of Dotcom Downturn. 

Business Wire, New York, USA. 

Cable, D.M., & Graham, M.E. (2000). The determinants of job seekers’ reputation 

perceptions. Journal of Organizational Behavior, 21: 929-947. 

Cable, D.M., & Turban, D.B. (2003). The value of organizational reputation in the 

recruitment context: A brand-equity perspective. Journal of Applied Social 

Psychology, 33: 2244- 2266. 

Cardiello, Michele G. (2002). The relationship between recruiting, job satisfaction, 

and employee retention. Master of Art. Kean University of New Jersey. USA.  

Cardy, R.L., Gove, S., & DeMatteo, J. (2000). Dynamic and customer oriented 

workplaces: Implications for HRM practice and research. Journal of Quality 

Management, 5: 159- 186. 

http://search.proquest.com/indexinglinkhandler/sng/author/Business+Editors/$N?accountid=41678
http://search.proquest.com/pubidlinkhandler/sng/pubtitle/Business+Wire/$N/29818?accountid=41678


88 
 

Cardy, R.L., & Lengnick-Hall, M.L. (2008). Employee retention: An exploratory 

field investigation of the employee equity model.  

Cardy, R.L., & Lengnick-Hall, M.L. (2011). Will They Stay or Will They Go? 

Exploring a Customer-Oriented Approach To Employee Retention. J Bus 

Psychol, 26:213–217 

Cardy, R.L., & Miller, J.S., & Haynes, K. (2003). Customer equity: A new 

framework for managing people. Paper presented at the Western Academy of 

Management, Palm Springs, CA. 

Cardy, R.L., Miller, J.S., & Ellis, A.D. (2007). Employee equity: Toward a person-

based approach to HRM. Human Resource Management Review, 17: 140-151. 

Cardy, R.L., Miller, J.S., & Nifadkar, S. (2005). Customer Driven HRM: A 

consideration of criteria. Paper presented at the Society for Industrial and 

Organizational Psychologists, Los Angeles, CA. 

Carsten, J.M., & Spector, P.E. (1987). Unemployment, job satisfaction, and 

employee turnover: A test of the Muchinsky model. Journal of Applied 

Psychology, 72: 374-381. 

Carsen, Jennifer A. (2005). HR How to: Employee Retention. CCH Incorporated. 

Carr, J.C., Pearson, A.W., Vest, M.J., & Boyar, S.L. (2006). Prior occupational 

experience, anticipatory socialization, and employee retention. Journal of 

Management, 32: 343- 359. 

Cascio, W.F. (2000). Costing human resources: The financial impact of behavior in 

organizations. 4th Ed. Boston: Kent. 

Chia, Lim Sze. (2010). The effects of participative decision making on the 

relationship between leadership and organizational commitment. Master HRD. 

UTM. Malaysia. 

Christensen, Larry B. & Stoup, Charles M. (1991). Introduction to statistics for the 

social and behavioral sciences. 2nd Ed. California: Brooks/Cole Puplishing 

Company. 



89 
 

Collins, C.J. (2007). Recruitment practices and product brand strength: An 

examination of when different recruitment strategies affect employment brand 

equity. Journal of Applied Psychology, 92: 180-190. 

Collins, C.J., & Stevens, C.K. (2002). The relationship between early recruitment-

related activities and the applicant decisions of new labor-market entrants: A 

brand equity approach to recruitment. Journal of Applied Psychology, 87: 

1121-1133. 

Creswell, J. W. (2003). Research design: Qualitative, quantitative, and mixed 

methods approaches. 2nd Ed. Thousand Oaks, CA: Sage Publications. 

Dailey, R.C. and Kirk, D.J. (1992), Distributive and Procedural Justice as 

Antecedents of Job Dissatisfaction and Intent to Turnover. Human Relations. 

45(3): 305-317. 

Dawes, J. (2008). Do data characteristics change according to the number of scale 

points used? An experimental using 5-point, 7-point and 10-point scales. 

International Journal of Market Research. 50(1): 61-77. 

De Meuse, K.P., Vanderheiden, P.A., & Bergmann, T.J. (1994). Announced layoffs: 

Their effect on corporate financial performance. Human Resource 

Management, 33: 509-530. 

Donnelly, D.P., & Quirin, J.J. (2006). An extension of Lee and Mitchell’s unfolding 

model of voluntary turnover. Journal of Organizational Behavior, 27: 59-77. 

Eisenberger, R., Stinglhamber, F., Vandenberghe, C., Sucharski, I.L., & Rhoades, L. 

(2002). Perceived supervisor support: Contributions to perceived 

organizational support and employee retention. Journal of Applied Psychology, 

87: 565-573. 

Fisher, S.R., & White, M.A. (2000). Downsizing in a learning organization: Are 

there hidden costs? Academy of Management Review, 25: 244-251. 

Flanagan, D.J., & O’Shaughnessy, K.C. (2005). The effect of layoffs on firm 

reputation. Journal of Management, 31: 445-463. 



90 
 

Frank, F. D., Finnegan, R. P., & Taylor, C. R. (2004). The Race for talent: Retaining 

and engaging workers in the 21st Century. HR. Human Resource Planning, 

27(3), 12- 26.  

Gatewood, R.D., Gowan, M.A., & Lautenschlager, G.J. (1993). Corporate image, 

recruitment image, and initial job choice decisions. Academy of Management 

Journal, 36:414-427. 

Gay, L.R and Diehl (1992). Research methods for business and management. New 

York. Prentic Hall. 

Golparvar, Mohesn & Javadian, Zahra (2012). The Relationship between Perceived 

Organizational Justice and OCBs with Consider Moderating Role of Equity 

Sensitivity: Some Cultural Implications. International Journal of 

Psychological Studies, 4(2): 28-41. 

Griffeth, R.W., Hom, P.W., & Gaertner, S. (2000). A Meta-Analysis of antecedents 

and correlates of employee turnover: Update, moderator tests and research 

implications for the next millennium. Journal of Management, 26: 463-488. 

Greening, D.W., & Turban, D.B. (2000). Corporate social performance as a 

competitive advantage in attracting a quality workforce. Business & Society, 

39: 254-280. 

Greer, C.R., & Ireland, T.C. (1992). Organizational and financial correlates of a 

“contrarian” human resource investment strategy. Academy of Management 

Journal, 35: 956-984. 

Greer, C.R., & Stedham, Y. (1989). Countercyclical hiring as a staffing strategy for 

managerial and professional personnel: an empirical investigation. Journal of 

Management, 15: 425-440. 

Gould-Williams, J., & Davies, F. (2005). Using social exchange theory to predict the 

effects of HRM practices on employee outcomes. Public Management Review, 

7: 1-24. 

Guerrero, Andersen, & Afifi. (2007). Close Encounters: Communication in 

Relationships, 2nd edition. Sage Publications, Inc. 



91 
 

Hallock, K.F. (1998). Layoffs, top executive pay, and firm performance. American 

Economic Review, 88: 711-724. 

Han, J., & Collins, C.J. (2002). The effects of company recruitment practices on job 

seekers’ perceived employment brand equity and intentions to pursue job 

opportunities. Academy of Management Conference Proceedings. 

Hewitt Associates. (2004). Strategies for Cost Management of the HR Function. 

Timely Topics Survey Results. 

Heydarian, Mehrasa, & Abhar, Soroosh (2011). Factors Contributing To Employee 

Turnover Intention. SEGi Review ISSN, 4(2): 31-41 

Highhouse, S., Zickar, M.J., Thornsteinson, T.J., Stierwalt, S.L., & Slaughter, J.E. 

(1999). Assessing company employment image: An example in the fast food 

industry. Personnel Psychology, 52: 151-172. 

Holtom, B.C., & O’Neill, B.S. (2004). Job embeddedness: A theoretical foundation 

for developing a comprehensive nurse retention plan. Journal of Nursing 

Administration, 34: 216-227. 

Hom, P.W., & Griffeth, R.W. (1995). Employee turnover. Cincinnati, OH: South-

Western.  

Hom, P.W., Caranikas-Walker, F., Prussia, & G.E., & Griffeth, R.W. (1992). A 

meta-analytical structural equations analysis of a model of employee turnover. 

Journal of Applied Psychology, 77: 890-909. 

Hu, L., & Bentler, P.M. (1999). Cutoff criteria for fit indexes in covariance structure 

analysis: conventional criteria versus new alternatives. Structural Equation 

Modeling, 6: 1-55. 

Ilgen, D.R., Major, D.A., & Tower, S.L. (1994). The cognitive revolution in 

organizational behavior. In J. Greenberg (Ed.), Organizational behavior: The 

state of the science (pp. 1-22), Erlbaum: Hillsdale. 

Judge, T.A., & Watanabe, S. (1995). Is the past prologue? A test of Ghiselli’s hobo 

syndrome. Journal of Management, 21: 211-229. 



92 
 

Kacmar, K.M., Andrews, M.C., Van Rooy, D.L., Steilberg, R.C., & Cerrone, S. 

(2006). Sure everyone can be replace…But at what cost? Turnover as a 

predictor of unit-level performance. Academy of Management Journal, 49:133-

144. 

Kamakura, W.A., & Russell, G.J. (1993). Measuring brand value with scanner data. 

International Journal of Research in Marketing, 10: 9-21. 

Kattaa, Maha & Hussein, Sattouf Al-Cheikh (2008). Informal Economy Employment 

in Syria : A Gender Equality and Workers’ Rights Perspective. ILO-CAWTAR 

Regional Initiative on Gender Equality and Workers’ Rights in the Informal 

Economies of Arab States, Beyrouth, 82p. 

Keller, K.L. (1993). Conceptualizing, measuring, and managing customer-based 

brand equity. Journal of Marketing, 57: 1-22. 

Kumar, V., Ramani, G., & Bohling, T. (2004). Customer lifetime value approaches 

and best practice applications. Journal of Interactive Marketing, 18: 60-72. 

Kumar, Ranjit. (2005). Research methodology: A step-by-step guiding for beginners. 

2nd Ed. London: SAGE Publication. 

Lee, P.M. (1997). A comparative analysis of layoff announcements and stock price 

reactions in the United States and Japan. Strategic Management Journal, 18: 

879-894. 

Lee, T.H., Gerhart, B., Weller, I., & Trevor, C.O. (2008). Understanding voluntary 

turnover: Pathspecific job satisfaction effects and the importance of unsolicited 

job offers. Academy of Management Journal, 51: 651-671. 

Lee, T.W., & Mitchell, T.R. (1994). An alternative approach: The unfolding model 

of voluntary employee turnover. Academy of Management Review, 19: 51-89. 

Lee, T.W., Mitchell, T.R., Holtom, B.C., McDaniel, L., & Hill, J.W. (1999). 

Theoretical development and extension of the unfolding model of voluntary 

turnover. Academy of Management Journal, 42: 450-462. 

Lee, T.W., Mitchell, T.R., Wise, L., & Fireman, S. (1996). A folding model of 

voluntary employee turnover. Academy of Management Journal, 39: 5-36. 



93 
 

Lepak, D.P., & Snell, S. A. (1999). The human resource architecture: Toward a 

theory of human capital allocation and development. Academy of Management 

Review, 24: 31-48. 

Lepak, D.P., & Snell, S.A. (2002). Examining the human resource architecture: The 

relationships among human capital, employment, and human resource 

configurations. Journal of Management, 28: 517-543. 

Lucas, M.D., Atwood, J.R., and Hagaman, R. (1993). Replication and Validation of 

Anticipated Turnover Model for Urban Registered Nurses. Nursing Research, 

42: 29-35. 

Maertz, C.P., & Campion, M.A. (1998). 25 years of voluntary turnover research: A 

review and critique. In C.L. Cooper & I.T. Robertson, International Review of 

Industrial and Organizational Psychology, vol.13, (pp. 49-81). New York: 

Wiley. 

Matusik, S.F., & Hill, C.W.L. (1998). The utilization of contingent work, knowledge 

creation, and competitive advantage. Academy of Management Review, 23: 

680-697. 

McGregor. (2008). Keeping talent in the fold. Business Week, 3: 51-52. 

McKay, P.F., Avery, D.R., Tonidandel, S., Morris, M.A., Hernandez, M., & Hebl, 

M.R. (2007). Racial differences in employee retention: Are diversity climate 

perceptions the key? Personnel Psychology, 60: 35-62. 

Meyer, J. P., & Allen, N. J. (1997). Commitment in the Workplace: Theory, research, 

and Application. Thousand Oaks, CA: Sage Publications.  

Mitchell, T.R., Holtom, B.C., & Lee, T.W. (2001). How to keep your best 

employees: Developing an effective retention policy. Academy of Management 

Executive, 15: 96-108. 

Mitchell, T.R., Holtom, B.C., Lee, T.W., Sablynski, C.J., & Erez, M. (2001). Why 

people stay: Using job embeddedness to predict voluntary turnover. Academy 

of Management Journal, 44: 1102-1121. 



94 
 

Mitchell, T. R., & Lee, T. W. (2001). The unfolding model of voluntary turnover and 

job embeddedness: Foundations for a comprehensive theory of attachment. 

Research in Organizational Behavior, 23, 189-246.  

Morrell, K., Loan-Clarke, J., Arnold, J., & Wilkinson, A. (2008). Mapping the 

decision to quit: A refinement and test of the unfolding model of voluntary 

turnover. Applied Psychology: An International Review, 57: 128-150. 

Mossholder, K.W., Settoon, R.P., & Henagan, S.C. (2005). A relational perspective 

on turnover: Examining structural, attitudinal, and behavioral predictors. 

Academy of Management Journal, 48: 607-618. 

Mueller, C.W., & Price, J.L. (1989). Some consequences of turnover: A work unit 

analysis. Human Relations, 42: 389-402. 

Muijs, D. (2004). Doing quantitative research in education with SPSS. London: Sage 

Publications. 

Nahapiet, J., & Ghoshal, S. (1998). Social capital, intellectual capital, and the 

organizational advantage. Academy of Management Review, 23: 242-266. 

Olins, W. (2000). How brands are taking over corporations. In Schultz, M. Hatch, 

M., and Larsen, M. (Eds.), The Expressive Organization (pp. 51-65). Oxford: 

Oxford University Press.  

Ostroff, C., & Bowen, D.E. (2000). Moving HR to a higher level: HR practices and 

organizational effectiveness. In K.J. Klein & S.W.J. Kozlowski (Eds.), 

Multilevel theory, research and methods in organizations: foundations, 

extensions, and new directions (pp. 211-266). San Francisco: Jossey-Bass. 

Park, C.S., & Srinivasan, V. (1994). A survey-based method for measuring and 

understanding brand equity and its extendability. Journal of Marketing 

Research, 31: 271-288. 

Phillips .J.J., Connell .O.A. (2003). Managing Employee Retention. Botterworth -  

Heinemann. 



95 
 

Podsakoff, P.M., & Organ, D.W. (1986.) Self-reports in organizational research: 

Problems and prospects. Journal of Management, 12: 531- 544. 

Polit, D., and Beck. C. (2004). Nursing research: Principles and methods. 

Philadelphia, PA: Lippincott Williams and Wilkins. 

Pouder, R., Cantrell, R.S., & Kulkarni, S.P. (1999). The influence of corporate 

governance or investor reactions to layoff announcements. Journal of 

Managerial Issues, 11: 475-492. 

Ramesh, Anuradha (2007). Replicating And Extending Job Embeddedness Across 

Cultures: Employee Turnover In India And The United States. PH.D. 

University of Maryland. USA. 

Ramlall, Sunil (2003). Managing Employee Retention as a Strategy for Increasing 

Organizational Competitiveness. Applied H.R.M. Research, 8(2): 63-72. 

Rangaswamy, A., Burke, R., & Oliva, T.A. (1993). Brand equity and the 

extendability of brand names. International Journal of Research in Marketing, 

10: 61-75. 

Reinartz, W.J., & Kumar, V. (2003). The impact of customer relationship 

characteristics on profitable lifetime duration. Journal of Marketing, 67: 77-99.  

Rust, R.T., Zeithaml, V.A., and Lemon, K.N. (2000). 

Rust, R.T., Zeithaml, V.A., & Lemon, K.N. (2004). Return on marketing: Using 

customer equity to focus marketing strategy. Journal of Marketing, 68: 23-53. 

Sagie, A., Birati, A., & Tziner, A. (2002). Assessing the costs of behavioral and 

psychological withdrawal: A new model and an empirical illustration. Applied 

Psychology: An International Review, 51: 67-89. 

Saniewski, Linda Lea (2011). The Impact of Leadership on Employee Retention. 

PH.D. The University of Phoenix. USA.  

Settoon, R.P., Bennett, N., & Liden, R.C. (1996). Social exchange in organizations: 

perceived organizational support, leader-member exchange, and employee 

reciprocity. Journal of Applied Psychology, 81: 219-227. 



96 
 

Shadish, W.R., Cook, T.D., & Campbell, D.T. )2002). Experimental and Quasi-

Experimental Designs for Generalized Causal Inference. Boston, MA: 

Houghton Mifflin. 

Shaw, J.D., Gupta, N., & Delery, J.E. (2005). Alternative conceptualizations of the 

relationship between voluntary turnover and organizational performance. 

Academy of Management Journal, 48: 50-68. 

Sheridan, J.E. (1992). Organizational culture and employee retention. Academy of 

Management Journal, 35: 1036-1056. 

Sirkin, R. Mark. (2006). Statistics for the social sciences. 3rd Ed. Thousand Oaks, 

CA: Sage Publications.  

Slugoski, Edie V. (2008). Employee Retention: Demographic Comparisons Of Job 

Embeddedness, Job Alternative, Job Satisfaction, And Organizational 

Commitment. PH.D. University of Phoenix. USA 

Spencer, D.G. (1986). Employee voice and employee retention. Academy of 

Management Journal, 29: 488-502. 

Steel, R.P. (2002). Turnover theory at the empirical interface: Problems of fit and 

function. Academy of Management Review, 27: 346-360. 

Steel, R.P., & Griffeth, R.W. (1989). The elusive relationship between perceived 

employment opportunity and turnover behavior: A methodological or 

conceptual artifact? Journal of Applied Psychology, 74: 846-854. 

Steel, R.P., Griffeth, R.W., & Hom, P.W. (2002). Practical retention policy of the 

practical manager. Academy of Management Executive, 16: 149-162. 

Taylor, M.S., & Collins, C.J. (2000). Organizational recruitment: Enhancing the 

intersection of theory and practice. In C.L. Cooper & E.A. Locke (Eds.), 

Industrial and Organizational Psychology: Linking Theory and Practice: 303-

334. Oxford, UK: Basil Blackwell. 



97 
 

Tett, R.P. & Meyer, J.P. (1993). Job Satisfaction, Organizational Commitment, 

Turnover Intention, and Turnover: Path Analyses Based on Meta-analytic 

Findings. Personnel Psychology, 46: 259-293. 

Turban, D.B. (2001). Organizational attractiveness as an employer on college 

campuses: An examination of the applicant population. Journal of Vocational 

Behavior, 58: 293-312. 

Turban, D.B., & Cable, D.M. (2003). Firm reputation and applicant pool 

characteristics. Journal of Organizational Behavior, 24: 733-751. 

Turban, D.B., & Greening, D.W. (1996). Corporate social performance and 

organizational attractiveness to prospective employees. Academy of 

Management Journal, 40: 658- 672. 

Turban, D.B., Campion, J.E., & Eyring, A.R. (1995). Factors related to job 

acceptance decisions of college recruits. Journal of Vocational Behavior, 47: 

192-213. 

Trevor, C.O. (2001). Interactions among actual ease-of-movement determinants and 

job satisfaction in the prediction of voluntary turnover. Academy of 

Management Journal, 44: 621-638. 

Trevor, C.O., & Nyberg, A.J. (2008). Keeping your headcount when all about you 

are losing theirs: Downsizing, voluntary turnover rates, and the moderating role 

of HR practices. Academy of Management Journal, 51: 259-276. 

Tsui, A.S., Pearce, J.L., Porter, L.W., & Tripoli, A.M. (1997). Alternative 

approaches to the employee-organization relationship: Does investment in 

employees pay off? Academy of Management Journal, 40: 1089-1121. 

United Nations Development Programme UNDP (2005). Country Evaluation: 

Assessment of Development Results in Syria. New York, USA: Evaluation 

office. 

Venkatesan, R. & Kumar, V. (2004). A customer lifetime value framework for 

customer selection and resource allocation strategy. Journal of Marketing, 68, 

106-125. 



98 
 

Wayne, S.J., Shore, M., & Liden, R.C. (1997). Perceived organizational support and 

leadermember exchange: a social exchange perspective. Academy of 

Management Journal, 40: 82-111. 

Whitehead, P. & Whitehead, G. (1992). Statistics for business: An Introduction. 2nd 

Ed. London: Pitman Publishing. 

Whitener, E.M. (2001). Do “high commitment” human resource practices affect 

employee commitment?: A cross-level analysis using hierarchical linear 

modeling. Journal of Management, 27: 515-535. 

Worrell, D.L., Davidson, W.N., Sharma, V. (1999). Layoff announcements and 

stockholder wealth. Academy of Management Journal, 34: 662-678. 

Wright, P.M., McMahan, G., & McWilliams, A. (1994). Human resources and 

sustained competitive advantage: A resource-based perspective. International 

Journal of Human Resource Management, 5: 301-326. 

Yoo, B., Donthu, N., & Lee, S. (2000). An examination of selected marketing mix 

elements and brand equity. Academy of Marketing Science, 28: 195-211. 

Zikmund, W. (2003). Business research methods. 7th Ed. Mason, OH: Thomson 

South-Western. 

  




