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Abstract

With the rapid development of economical globalization and science and
technology and the prosperity of knowledge economy, competition environment which
enterprises face is more complex and more uncertain, which requires that structure of
the organization should be more flexible. Under such condition, the stable employment
relationship faces extreme challenge, and employees are under no boundary (or prote-
an) career background, hence, frequent job—hopping becomes a typical character of
the contemporary young employees. From the perspective of needs satisfaction theory,
the unsatisfied needs of the employees are the motivation to employees’ actions, and
employees will pursue organization environment which can satisfy their autonomy,
competence , and relationship need. Therefore, most enterprises face actual challenges
like how to create environment which can satisfy basic psychological needs of employ-
ees, how to improve employees’ commitment to the organization, and how to promote
employee retention.

The key point to solve employee retention problem is to create unique employer
brand that can satisfy basic psychological needs of employees. To explore employee re-
tention problem , it has become a hot topic in international academia and an important
area in which developed country formulates public policy. Employer brand construction
is one of the main ways to promote employee retention, and that whether it can satisfy
basic psychological needs of employees is the first standard for employees to choose
service organization. This paper mainly studies how employer brand promotes employee
retention and what is the boundary condition.

In order to explore the practical problem mentioned above, this paper will further
transform the problem into; study the relationship among employer brand, basic psy-
chological need and employee retention. This study builds the model based on self—de-
termination theory, social exchange theory, psychological contract theory in psychology
theory, and tries to answer: (DWill employer brand significantly promote employee

. o N ) ¢ § . .
retention? 2)Will basic psychological need play an intermediary role between employer
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brand and employee retention? (3)How will employer brand construction promote em-
ployee retention in the future? Suppose that basic psychological need has played an in-
termediary role, this study will bring in destructive leadership and work —family sup-
port, and examine whether destructive leadership and work=family support have mod-
erating effect among employer brand | basic psychological need and employee retention.
This will build a model which has moderation effect with mediation role and mediation
role with moderation effect, and will further study the mechanism among variables.

This paper uses literature analyzing method, depth interview and questionnaire
investigation comprehensively 1o do theoretical research and empirical test. Using liter-
ature analyzing method, the author clears up the theoretical basis of this paper system-
atically, and summarizes the existing research results on employer brand, basic psy-
chological need, employee retention, destructive leadership and work —family support
to look for theoretical support for the possible link among variables; Using depth inter-
view, the author interviewed various kinds of staff and triedto understand their percep-
tion of employer brand and their self=perception of the three basic psychological needs
so that we can consider the main factors affecting employee retention and examine in-
termediary effect among variables and explore moderating variables from the
perspective of practice; Based on literature analyzing method and depth interview, the
author summarizes and analyzes employer brand, basic psychological need, employee
retention, destructive leadership, and work —family supporting scope, then concludes
the dimensions of the variables and analyzes the relationship among the variables, fi-
nally comes up with theoretical model of this study and deducts the relationship among
the variables. Using questionnaire investigation, we handed out questionnaires on a
large scale, collected 500 valid questionnaires, and then tested the reliability and va-
lidity of the questionnaires using relevant statistical analysis method , afterwards exam-
ined main effect, intermediary effect and moderating effect among variables using
SPSS21. 0 and LISRELS. 7 software. ‘

Based on self —determination theory, this paper studies the impact of employer
brand on employee retention, and deeply explains their relationship, their mechanism
and their boundary conditions. We concluded that employer brand is one of the most
important factors which affect employee retention during boundary less career era
(whether work ). This paper preliminary explains that employer brand has internal
effect on employee retention ( how to work ), then reveals situation variables when
employees make different choices (when work). To some extent, these results enrich
the research contents of employer brand and employee retention, and it contributes to

the following related research.

2 | RE AKX RIEEHPBIHFR



The researching conclusions are as follows: (1) The employer brand is an
important antecedent of employee retention. Analyzing through main effect, we found
that the employer brand has positive prediction effect on employee retention. Analyzing
further from each dimension, we found the employer brand has positive effect on or-
ganizational loyalty, and has negative effect on turnover intention and job burnout. The
research deals with turnover intention and job burnout as reverse construct, therefore,
the correlation coefficient which gets from the assumption of the fifth parts positive;
(2)The employer brand is an important antecedent of basic psychological needs, and
the employer brand significantly has positive prediction effect on independent demand
of the employee, competent demand and relationship demand; (3)The basic psycho-
logical has intermediary effect on employer brand and employee retention, and media-
tion effect accounts for 21. 7% in total effect; (4)The basic psychological needs is an
important antecedent of employee retention. From the regression results, we found the
basic psychological needs impact employee retention significantly. Analyzing further
from each dimension, we found that independent demand , competent demand , and re-
lationship demand have positive effect on job burnout, turnover intention and organiza-
tional loyalty significantly. On the whole, the satisfaction of basic psychological needs
has significant positive prediction effect on employee retention; (5)The conclusion of
this research based on the above result that the basic psychological needs have media-
tion effect, then, we verified that destructive leadership plays moderating role when
employer brand effects employee retention through basic psychological needs; (6)We
verified that work—family support plays a moderating role between basic psychological
needs and employee retention.

In theory, the significance of this study is as follows: (D About researching ob-
ject, we chose enterprise staff as the researching object, thus, broadening the research
field of the employer brand and extend the theory tentacles of employer brand;
(2)About researching method, subject knowledge, such as: sociology, psychology and-
Maketing, and methods were used on human resource management issues. Thus, em-
ployer brand is studied from micro—level from a fresh perspective; (3)About research
content, we built a model on employer brand and employee retention, and found out
mechanism and functional path between employer brand and employee retention from
the perspective of the basic psychological needs, thereby, unfolding the confusing re-
lationship between them.

In practice, the significance of this study is as follows; (DThis paper eases pres-
sure of firms that turnover of enterprise employee increased under boundaryless career

background. (2)Decision foundation is provided when enterprise leadership styles and
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management model to enterprise staff should be transformed and upgraded. (3) This
study verifies the importance of work—family support to enterprise employee retention.
(M)We understand present situation of the enterprise employees’ basic psychological
needs more scientific and comprehensively. Through investigation and analysis about
independent demand of enterprise staff, competent demand and relationship demand,
we understand basic psychological needs of employees under the new situation better,
and provide evidence for the firm to retain good enterprise employees.

The innovation points of this paper are as follows

(1) Itconstructs theeffect mechanism model between employer brand and em-
ployee retention, providing a new perspective for studying employee retention. In pre-
vious research on employee retentionat home and abroad , scholarsmainlyfocused on the
organization”  sefforts to retain employees, while ignoring the actual retention behavior
subject of employees. In fact, employees, as the main part of self—determination, can
only make retention decision after when they feel their basic psychological needs are
met ( Carver & Scheier, 1999). Therefore, we can seeemployees’ subjective percep-
tion of whether their basic needs are satisfied is the core of the retention behavior,
while the employers” efforts are only environmental stimuli. Based on self —determina-
tion theory and from perspective of employees’ subjective perception of basic psycho-
logical need satisfaction, this study explores and validates the relationship between
employer brand and employee retention, further enriching the research on employ-
eeretention.

(2) This paper uses basic psychological needs as mediating variable to open the
“black box™ of complex mechanism between employer brand and employee retention.
Existing literature focuses on  causal relationship between employer brand and
employee retention. However, the study still lacks the mediation mechanism that ex-
plains how employer brand affects employee retention, and how employer brand affects
employee retention still stays “black box” state. Reference to related theoryabout hu-
man resource management and psychology and researching result about customer repeat
purchase in corporate employer brand and marketing research, this paper empirically
tests the mediation effect of basic psychological needs of enterprise employee between
employer brand and employee retention. And this result will provide constructive refer-
ences for employer brand building and corporate management practice. Combined with
several characteristics of employee——diversify psychological demand , high autonomy,
high risk preferences and innovation, this paper introduces self=determination theory ,
uses three basic psychological needs—autonomy needs, competence needs and relat-

edness demand as mediating variable to explain the effect mechanism of employer
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brand to employee retention. Finally, we get the “key” to open the “black box™ of
employer brand and employee retention, and provide reference for further research.
(3) This paper validatesmoderating effect of destructive leadership style and
work=family support by “yin—yang” type. This study chooses dark side representative
of leadership style——destructive leadership style and positive work—family support as
two moderating variables. On the one hand, previous researcheson leadership style
mainly focused on positive leadership styles, such as public servant leadership, integ-
rity leadership, charismatic leadership, and less research on dark side leadership
styles, such as destructive leadership, humiliating and abusing leadership. Through
reverse thinking method, this study explores whether destructive leadership style will
adjust the impact of employer brand to the meet of basic psychological needs, and ex-
tracts reversely negative list about leadership style from empirical analyzing result and
put forward scientific and reasonable suggestions, thus can retain the core staff effec-
tively. On the other hand, work—family support is one aspect of work—family relations,
corresponding 1o work —family conflict, and reflects the positive effect between work
and family relation. Contrary to research on destructive leadership style, this study ex-
plores whether work — family support adjusts the effect of employee’ s basic
psychological needs to employee retention. From positive thinking aspect, this study
gives suggestions on how to implement work —family support from empirical analyzing

results positively, thus enterprises can retain the core staff effectively.
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