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Available online: intention to recommend the employer through the med_latlon of j_ob satisfaction and Wllllngnes_s to stay w!th

April 13, 2023 the employer. Basec_j on th_e purpose, the present study is an applied resea}rch. To collect data, I|brfary studies

' were done along with a field study on hotel employees in Mashhad City. Using the conservative rule of

sampling method in structural equation modeling, the minimum sample size was equal to 220 and the limit
was between 110 and 330. Therefore, 330 questionnaires were distributed among the statistical population,
of which 285 questionnaires were completely filled and delivered for analysis. The questionnaires included
22 questions designed on a 5-point Likert scale. The validity of the questionnaire was evaluated using
convergent validity (average variance extracted) and divergent validity (Fornell's and Locker's criterion
techniques, cross-sectional load test and heterotrait - monotrait ratio). Its reliability was also confirmed by
Cronbach's alpha, homogenous reliability, and composite reliability, so that the reliability of the variables
and the reliability of the variables of the questionnaire were obtained to be higher than (0.7). Finally, the
data obtained from the questionnaire were analyzed using statistical tests. Hypotheses were tested by
structural equation modeling (path analysis) in SmartPLS3 Software. The results showed that the
attractiveness of the employer affects the employees’ intention to recommend him. The employees’ job
satisfaction and willingness to stay in the organization were effective as well. Also, the mediating role of
job satisfaction and willingness to stay with the employer in the relationship between the employer brand
attractiveness and the employees’ intention to recommend the employer was confirmed.
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Extended abstract Carrubi et al, 2021), job satisfaction, and
organizational citizenship behaviors. This is based on

1. Introduction social exchange theory and the idea that when an

The purpose of employer branding is to attract new
employees and retain them (Styvén et al., 2022;
Charbonnier- Voirin et al., 2017). We focus on
employee’s intention to stay as the dependent variable.
Employer branding practices have a positive effect on
aspects such as organizational commitment (Botella-
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employee feels cared for by the employer, they are
willing to reciprocate this behavior (Kaur, Malhotra &
Sharma, 2020). In addition, it has been found that the
degree of employees’ recruitment by the employer's
organization has a positive relationship with their
intention to recommend the employer (Styvén et al.,
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2022). Inarecent study, Debiran et al. (2019) analyzed
IT company reviews on the Glass Door website and
concluded that attentional value, along with social
value, are the most important employer brand
attractiveness factors associated with employer’s
positive comments. We hypothesize that similar
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relationships hold for the employer brand
attractiveness and retention and recommendation, and
speculate that current employees' psychological,
functional, and economic benefits from their
employment may translate into a greater likelihood of
the employees’ recommendation.
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Figure 1. Conceptual model of research; Source: Researchers

Therefore, it can be stated that there is a lack of
research on the employer attraction and the
employees’ recommendation of the employer (positive
word-of-mouth advertising for the employer), as well
as their intention to stay with the employer as a
mediator of the employee’s participation and job
satisfaction. Hence, to fill the research gap, the
purpose of this study to contribute to the existing
literature on employer branding by evaluating how
current employees perceive their employers,
especially in relation to other dimensions of employer
attractiveness. In this research, we seek to answer the
question of whether employer brand attractiveness
affects word-of-mouth advertising for the employer
through the mediation of components such as job
satisfaction and the intention to stay with the
employer?

2. Research Methods

The current research is applied in terms of purpose,
descriptive (non-experimental) in nature, and is
considered a branch of field studies. The relationship
between research variables is correlational and the
research method is survey. The statistical population
of the current research includes the employees of
hotels in the holy city of Mashhad in the summer of
1401. 330 questionnaires were distributed among the
statistical population, of which 285 questionnaires
were completely filled and handed over to the
researchers for statistical analysis. Table 1 shows the
structure of the questionnaires. To determine the
reliability of the questionnaire, three criteria of
Cronbach's alpha coefficient, composite reliability
coefficient, and homogenous reliability were used.
Moreover, for convergent validity, the average
variance was extracted.

Table 1. Questionnaire structure (variables, questions) and source

Variable Number of questions

The source of the questionnaire

Hossein Balouchi, Mohammad ali Siahsarani kojuri. The Effect of Employer Brand Attractiveness on Employees’ Intention to
Recommend the Employer: An Examination of the Mediating Role of Job Satisfaction and Willingness to Stay with the Employer



Journal of Sustainable Human Resource Management Volume 5. Issue 8. Spring and Summer 2023. Pages 121 to 143.

employer atractiveness

12 (2005) Berthon et al
The intention to recommend 3 Styvén et al (2022): Jeong et al (2016): Highhouse et al (2003).
The intention to stay 2 Styvén et al (2022): Milliman et al (2018)
Job Satisfaction 5 Seyed Javadin et al. (2015)

Table 2. Internal consistency indices of measurement models

Cronbach's Alpha ' rho_A ' Composite Reliability = AVE

The intention to recommend 0.86 0.86 0.91 0.78
employer atractiveness 095 095 095 0.63
Job Satisfaction 0.87 0.87 0.90 0.65

The intention to stay 0.82 0.89 0.92 0.84

3. Results
This value shows that the model generally confirms
and supports the data of the assumed model.

Table 3. General fit indices of the model

| Estimated Mode | Saturated Model

SRMR 0.06 10,06
d_ULs L 098 N 1} 0.87
d_G 0.62 Jd 0.62
K-Square r 955.47 ~ 955.98
NFI 0.79 0.79
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Figure 2. Tested research model (T-statistics)
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Figure 3. Tested research model (standard coefficients)

4. Conclusion

The first assumption of the research was to investigate
the effect of the attractiveness of the employer on the
desire to stay with the employer. The results indicate
the confirmation of this hypothesis. The second
hypothesis investigated the effect of the intention to
stay with the employer on the intention to recommend
him. The path coefficient value of this assumption was
equal to 0.16, indicating the confirmation of this
hypothesis. Also, the third assumption examined the
mediation of the intention to stay in the relationship
between the attractiveness of the employer and the
intention to recommend the employer, which was
confirmed. The fourth assumption confirmed
examined the attractiveness of the employer on job
satisfaction. The fifth hypothesis assumed that job
satisfaction affects employer recommendation, and it
was confirmed as well. The sixth hypothesis also
investigated the mediation of job satisfaction in the
relationship between the attractiveness = of - the
employer and the recommendation of the employer.
The seventh assumption was that the attractiveness of
the employer influences the recommendation of the
employer. This hypothesis was confirmed as well and
it can be said that the employer's attractiveness has an
effect on the positive word of mouth advertising. The

word of mouth of the employees is effective for the
employer and it can be said that if the attractiveness of
the employer is improved in terms of social, economic,
developmental, functional, and innovative
dimensions, it will cause the employees to show
themselves with this employer in the society and use
this employer and its brand to introduce themselves.
Moreover, it will cause them to start advertising
positively about the employer. Given the role of the
employer attractiveness in job satisfaction and the
employees’ retention, it should be noted that the issue
of employer attractiveness should be taken into
consideration in the discussion of hotel management.
This means that attention should be paid to the
different dimensions of employer attractiveness.
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2rho_A

3 Composite Reliability

4 Structural Equation Modeling (SEM)

5 Covariance-Based Structural Equation Modeling (CBSEM)
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¢ Partial Least Squares Structural Equation Modeling (PLS-SEM)

7 Bootstrap re-sampling procedure
8 Shapiro-Wilk
° Kolmogorov-Smirnov
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