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ABSTRACT

The aim of this study is to explore the impact of self disclosure on turnover intention from
the viewpoint of employees in the telecommunication industry in Jordan. A quantitative
study (a questionnaire with 298 employees) was conducted in order to achieve the study
objectives. The results showed that both overall self-disclosure and breadth self-disclosure
do not have an impact on turnover intention while depth self-disclosure has a negative
impact on turnover intention. In other words, if depth self-disclosure increases the
turnover intention is likely to decrease. Several recommendations were suggested to
reduce the turnover intention in the telecommunication industry in Jordan from the
perspective of self-disclosure approach.
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INTRODUCTION:

In our rapidly developing world we have accelerating changes in the scientific, social, economic and
political fields. This has called for freedom of thought in the Middle East, convinced that the restrained
thought becomes unusable after a period of time.
The above has resulted into, how can we liberate our thoughts, our feelings and desires, and to
exchange and share information and ideas with those around us to become mutual, overlapping
network of information to reach a high level of transparency. Imposing self-disclosure in such
situations to illustrates itself as a concept not limited only to the transfer of information and facts, but
including the feelings and desires and needs as well, which is called self-disclosure.
Self-disclosure creates opportunities for the exchange of ideas, experiences, feelings , desires and needs
as well, and a way out that individuals resort to when attending the urgent need to vent pressure,
frustration, and dissatisfaction. Thus self disclosure creates an exit for employees to self express their
stress, pressure and frustration, which may result on improving the organization performance in terms
of efficiency and effectiveness, decreasing turnover intention (Steele, 1975).
Harris et al. (2002) found that high turnover intention is caused by low self-disclosure, and concluded
that it might lead to lowering the companies’ incentive to provide training programs, and therefore
reduce productivity. Self disclosure also plays a key role in the field of Human Recourses, which
contributes largely to the goals and profit of an organization, through the focus on employee
performance (Omarzu, 2000).
To the best of our knowledge, examining the impact of self disclosure on employees’ turnover in
general and in telecommunication industry in particular has largely been overlooked in previous
literature. Therefore this study represent a humble contribution to the field in general and to the
telecommunication industry in particular.
Furthermore the telecommunication industry contributes to the state treasury and supporting the
national economy, the percentage contribution of this sector to GDP in 2008 accounted for 14.3%
(9.5% directly and 4.8% indirectly), and estimated employment opportunities provided by the sector
equals 82 thousand job opportunity cumulatively (Oxfordbusinessgroup, 2012).
Moreover, the average turnover rate was 2.8% in 2011 in Jordan and still rising due to the world
economic crisis (Directorate of Labor Statistics, 2011) therefore it is important to find new approaches
to reduce the turnover among employees (Ministry of Planning, 2012).
This study therefore aims to address the following question:
Does Self disclosure impact on turnover intention, from the perception of employees in
telecommunication Companies in Jordan?
The following sub-questions will be addressed as well:

1. Does breadth self-disclosure impact on employee turnover intention?

2. Does depth self-disclosure impact on employee turnover intention?

LITERATURE REVIEW:

Self-disclosure is when a individual reveals parts of his characteristics, abilities, and features during his
social interaction, and how it would be reflected in the minds of others, whether this presentation was
planned or automatically happen without deliberate planning (Chelune, 1979).

There are many Self Discloser definitions and concepts cited by scholars in the field of psychology and
management. For Example, Cozby (1973, p. 79) defined self disclosure as “Personal information orally
transmitted to other people, as every behaviour by an individual is shared with others”. As the time
passed, the concept of self-disclosure has been evolved as a communication skill. However, the
definition that has been adopted for this research defined self-disclosure as “the one of the Hall-marks
of intimate relationships. Revealing your motives, intentions, goals, values, and emotions' (Offermann
and Rosh, 2012). This definition was adopted due to its collectiveness and close association with the
Management Administration field rather than the psychological field.
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There are a few studies that explored self —disclosure in Jordan. For example, Al-sabhan ( 2001) has
investigated the factors influencing self - revealing among High- school students in Mafraq
Governorate. The results of the study shown that, the person most targeted in concern to self -
disclosure was a friend of the same sex, then mother and father and finally a counsellor.

It is worth noting that there is a difference between the concept of self-disclosure and self-description,
as self-description includes the discovery of non-hazardous or basic information that can be obtained
from other people, such as age, workplace, and favourite food. On the contrary, self-disclosure contains
dangerous information which reveals his private and personal information that others cannot obtain via
other individuals , such as sense of the individual to be part of a minority, etc. (Reece, 1999). Brenner
(2011) found that cultural differences has an impact on self-disclosure, for example what is normal for
a group of people may not be normal for others, and this has high influence in any business aspect.
Therefore Self-disclosure can be implemented either online or offline (Nguyen et al., 2012). For
example, it could be implemented through social media, such as Facebook because Facebook offers
users the ability to disclose different categories of information on their Facebook page (Special and Li-
Barber, 2012).

Self-disclosure is identified by three dimensions (i.e. breadth, depth, and duration) that are used in the
process of self-disclosure. The first dimension (breadth) is measured by the number of topics that are
discussed during the conversation. The more a person share with others varies topics the more it
generates a desire to disclose their subjects in return.

As for the second dimension, which is depth information is converted from general to more private
individual information. Taylor and Altman (1987) suggested that the type of relationship is determined
based on the breadth and depth of information disclosed. After determined the relationship we can
classify the relation as a casual or solid relationship. Therefore, in any organization workers are more
likely disclose to their co-workers, because co-workers support is related to fewer job disruptions and
also help with work tasks (Gignac and Cao, 2009), on the other hand Madaus (2008) found that
workers may not disclose to their managers because they have concerns or fears of job security.

The third dimension is the duration dimension, where the duration is the period in which the person
discloses it also reflects the desire and determination to practice the behavior of self-disclosure, taking
into account the predisposing conditions of the person who wishes to disclose (Rubin, 1975).

Therefore, the first two dimensions (breadth, depth) were only explored in this study, because of its
significant impact on the degree of self-disclosure. The third dimension was not explored in this study
due to lack of accurate measurements, limited time with employees specified by the company, and
company policies.

Before discussing the impact of self-disclosure on labour turnover, we must address the importance of
self —disclosure and what are the needs that drive human to self-disclose with others in general. We
can’t talk about human needs without reference to Maslow's hierarchy of needs (Hall and Raffo, 2004),
where the order of human needs explain the nature of the motives or needs that drive human behaviour.
Where the base of the pyramid represents the physical and basic biological needs, and those rang
increasing upwards until it reaches the top of the pyramid, where self-realization need is located.
Maslow noted that employees can’t move to a higher level, without at least satisfying the need prior.

It should be noted here that Maslow Theory is exposed to many criticism, such as the theory assumes a
gradual arrangement for the needs, but some people may differ in satisfying these needs. The theory
also did not care about the size of fulfilment necessary for the transition to the Top level need, but it is
assumed that there is satisfaction only without specifying the amount or scale (Globe 2004). Despite
the criticism directed at Maslow’s theory, the main concerns is that communication (e.g. self-
disclosure) generally is considered a core need, as it satisfies needs mentioned in Maslow's hierarchy,
therefore its considered a social needs, which is an initiating point for the following top —level needs.
With regards to labor turnover, people leaves their work from time to time for several reasons they may
retire, be fired, join other businesses, which led to employee turnover. Employee turnover therefore, is
the number of people that leave a business over a period of time as a percentage of people employed
(Hall and Raffo, 2004). The telecommunication industry has one of the highest turnover percentage
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11.9% among the industries (Directorate of Labor Statistics, 2011).

Numerous research studies have been conducted to explain the reasons behind employees’ turnover.
Work environment (open-door policy) is the most important factor that affects the employees’ tendency
to disclose in a workplace. McKnight et al. (2009) studied the factors that reduce IT turnover intention
and found that workplace factors and psychological incentives are the most factors that induce them to
stay.

Various studies suggest that peer relationships influences employee turnover. For example, Scott et al.
(1999) found that strength peer relationships are negatively associated with employees’ turnover.
Comparably, Sias and Cahill (1998) found that employees with close relationships often choose to stay
in their work because they don’t want to leave their co-workers.

Also when employees reveal in breadth (share general information) and then in depth ( share detailed
information),so this will increase employees commitment, engagement and cohesion among the
organization and co-workers (Sias, 2009). Individual’s worry after disclosing to be evaluated
negatively; they might lose the respect of peers or job security, hence if evaluated negatively it will
impact their future work opportunities and self-disclosure (Steele, 1975). Thus workforces that are
accepting of others opinions and ideas will encourage self disclose and lower employee turnover. Knox
et al. (2011) found that many supervisors disclosed primarily to normalize and also to build relationship
with supervisees and to instruct them.

Illustrating what motivate employees to stay in their jobs lead us to mention the two-factor theory by
the psychologist Frederick Herzberg. Herzberg created a two-dimensional factors affecting people's
attitudes toward work; which are hygiene and motivational factors (Hall and Raffo, 2004). He
determined that such elements as company’s policy, supervision, interpersonal relations, working
conditions, and salary are hygiene (maintenance) factors. Based on the theory, the non-existence of
hygiene factors can make job dissatisfaction, but their existence does not motivate or make satisfaction
(Hall and Raffo, 2004). In contrast, he determined that motivational factors were factors that enriched a
worker’s job; he discovered five aspects in particular that were tough determiners of job satisfaction
which are achievement, recognition, the work itself, responsibility, and advancement (Hall and Raffo,
2004).

According to theory motivational inspire more than hygiene (maintenance) factors. Motivation contains
stimulating profession, accountability, and fulfilment. In comparison, the hygiene (maintenance) factor
do not bring positive satisfaction, however dissatisfaction happens from their deficiency (Hall and
Raffo, 2004).

Employees who are satisfied and saturated are in a pleasant and comfort (maintenance factor) work
environment and have achieved personal development (motivational factor), therefore commitment,
belongingness and involvement to the organization will increase and consequently increase their desire
to stay in their work which will reduce employees turnover in organizations (Hall and Raffo, 2004).

In the literature, there is some evidences of self —disclosure activities contributing to lowering
employee turnover. For example, when comparing two companies of Fortune 500, Amazon and Nike it
was found that self —disclosure has an impact on employee turnover.

Amazon.com one of the growing Fortune 100 companies in the world (Amazon.com) has been
criticized for its business practices towards its employees that didn’t encourage the practice of self
disclosure (Mahaparta 2013). According to Mahaparta (2013) Amazon.com has the second highest
employee turnover of all the Fortune 500 companies.

On the other hand, Nike Inc. has a similar problem, but the world’s largest sporting-goods maker (Nike
Inc.) took an initial approach “persuade contract manufacturers that better labour practices can sustain
improving productivity with lower worker turnover and reduced costs” (Townsend, 2012). And inviting
“openness and innovation, where new perceptions and thoughts are requested, understood and
considered” through “group trainings and brainstorming sessions” (Townsend, 2012).

Comparing the two companies in terms of approach Amazon.com has a high turnover, which might be
caused by low self —disclosure of its employees. It might be also caused by many other factors.
Although Nike Inc. has a similar problem but it is initiating a new approach towards lowing its labour
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turnover, though allowing employees to self —disclosure as part of its corporate police.

RESEARCH MODEL AND HYPOTHESES:

Based on the literature review and to fill the gap in the literature, we have developed a research model
to guide us in this study. This model uses a combination of two self disclosure variables that might
impact on turnover intention. The model is presented in Figure 1. A short discussion on each factor is
presented below.

Self -Disclosure
Breadth Self —Disclosure Ha
H R -
» Turnover Intention
Depth Self —Disclosure
Hb

Figure 1: illustrates the research model

Self-disclosure refers to the exchanging of ideas , experiences, feelings , desires and needs as well, and
a way out that individuals resort to when attending the urgent need to vent pressure, frustration, and
dissatisfaction. From a relational perspective, the worker’s disclosures promote the working alliance
and a positive attachment between the client and worker (Knight 2012). Therefore, the more a person
discloses to others the more he/she is likely to stay in his/her current position. Based on the discussion
in literature review section, we hypothesize that self disclosure does have an impact on employee
turnover intention (H).

Breadth self-disclosure is the number of topics that are discussed during the conversation. Vera (1990)
found that the frequency of self-disclosure was the strongest predictor of relationship satisfaction.
Therefore, the more a person share with others various topics the more it generates a desire to disclose
their subjects in return and the more he/she is likely to stay in his/her current position. Based on the
discussion in literature review section, we hypothesize that breadth self-disclosure does have an impact
on employee turnover intention (Ha).

Depth self-disclosure is the in-depth information that is shared and disclosed. Here is the transition
from general information to information that is more private for the individual. According to Van Horns
(1997), intimate self-disclosure mattered more than descriptive self-disclosure in relationships staying
together. Therefore, the more a person share with others depth topics the more he/she is likely to stay in
his/her current position. Based on the discussion in literature review section, we hypothesize that depth
self-disclosure does have an impact on employee turnover intention (Hb).

METHODS:

For the purpose of this study, a survey of the telecommunication companies in Jordan was conducted.
The main method of data collection was a questionnaire which was distributed to a sample of
employees in three telecommunication companies in Jordan. The target population for this study is all
employees in the three telecommunications companies in Jordan. The numbers of employees in these
three companies are as follows:

o Orange Jordan Company, the number of employees approximately 2000 employees (Orange Annual
Report, 2013).
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e Zain Jordan Company, the number of employees approximately 1000 employees (Zain Annual
Report, 2013).

o Umniah Telecommunication Company, as the number of employees approximately less than 1000
employees (Umniah Annual Report, 2013).

The study sample consists of wvarious kinds of employees (e.g. technicians, engineers, and
administration management level).We used a random sampling method. The survey items were adopted
from Jourard and Lasakow (1958), Billeter (2002), and Jacobs (2005) with some modifications to suit
the context of this study. Section A in the survey relates to the employees profile such as (Gender, Age,
Social statues, educational level, Job title, years of service, and monthly salary) and Section B includes
the items used to measure two factors (Breadth and depth self disclosure) that influence turnover
intention. Section C relates to the obstacles of self-disclosure. A three-point response scale (1 = rarely
to 3 = highly) was used. The questionnaire was tested by three experts from the telecommunication
industry and necessary alterations were made.

The survey was distributed through a personal visit by the first three authors. The participants were
explained the purposes of the study and asked to complete the surveys. In all, 450 surveys were
administered to employees in the telecommunications companies in Jordan (150 surveys in each
company) while only 298 surveys were returned and usable for this study. A summary of the
demographic characteristics of the respondents is presented in Table 2.

Table 2: Demographic characteristics of the respondents

Demographic characteristic Categories n=298 %
Gender Male 164 55.0
Female 134 45.0

From 21 to 30 161 54.0

Age From 31 to 40 89 29.9
From 41 to 51 33 11.1

From 51 and more 15 5.0

Single 141 47.3

Marital Status Married 151 50.7
Other 6 2.0

. Undergraduate 65 21.8
Education Postgraduate 233 78.2
Less than 3 years 122 40.9

Years of service From 4 to 8 years 92 30.9
More than 9 years 84 28.2

DATAANALYSIS AND FINDINGS:

This study aimed to explore the impact of self disclosure on turnover intention, from the perception of
employees in telecommunication Companies in Jordan. The data obtained from the study are analyzed
through various techniques in SPSS 15.0 program. Data analysis involves three processes. First, the
reliability of the measurement model were evaluated by computing the Cronbach's alpha. Second, the
descriptive statistics (mean and standard deviation) were used to identify the current state of self
disclosure of employees. Finally, simple linear and multiple regression and Pearson corelation were
used to assess the impact of each factor on turnover intention considered in this study.

The measurement model was evaluated for reliability, convergent validity and discriminant validity.
Construct reliability or internal consistency was assessed by computing Cronbach's alpha. Table 4
shows the reliability results of the constructs. The alpha values range from 0.806 to 0.880. Construct
reliability is achieved if the alpha values are above the acceptable value of 0.7 (Nunnally, 1978).
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Therefore, construct reliabilities of all the three factors used in the study are demonstrated.

Table 4 . Results of construct reliability assessment

Factor No. of items | Valid numbers | Cronbach's Alfa
Breadth of self disclosure 11 298 0.806
Depth of self disclosure 16 298 0.865
Overall self disclosure 27 298 0.880

Table 5 illustrates the mean and standard deviations of employees’ current state of self-disclosure in
telecommunication companies in Jordan. The following scale is used; to facilitate reporting the
participants' results:

1.High self-disclosure: Calculated mean for estimations greater than 2.33.
2.0ften self-disclosure: Calculated mean for estimation is between 1.67 and 2.33.
3.Rare self-disclosure: Calculated mean for estimation less than 1.67

The table clearly illustrates that both dimensions of self-disclosure (Breadth and Depth) are extremely
close to one another, however Depth show a (m=1.78) higher than Breadth (m=1.75), which means
employees in both dimensions are often self-disclosed. The table also shows the mean of self disclosure
in general at a value of (m=1.77), indicating that employees at telecommunication industry in Jordan is
often self-disclosed.

Table 5.Mean and Standard Deviation of Self-Disclosure dimensions

Dimension Mean SD
Breadth 1.75 0.445
Depth 1.78 0.423
Self-Disclosure 1.77 0.382

To test the impact of overall self disclosure and self-disclosure dimensions (breadth and depth) on
turnover intention simple linear and multiple regression and Pearson corelation were used. Table 6
shows a summary of the influence of the three factors on turnover intention in the telecommunication
industry in Jordan.

Table 6: Asummary of the influence of the three factors on turnover intention

The factor B Beta t-test p value
Self-disclosure 0.147 0.112 1.940 0.053
Breadth 0.08- 0.073- 1.049- 0.295
Depth 0.222 0.188 2.721 0.007

As shown in the table, there is a significant impact of depth self-disclosure on turnover intention at
p=0.007. Also Pearson correlation = -0.148 at p = 0.011 (see Table 7) reflects a significant moderate
and negative relationship between the two variables.This means that when depth self-disclosure
increases, turnover intention is likely to decrease. For overall self disclosure and breadth self
disclosure, there is no impact of these two variables on turnover intention from the employees'
perception. This is also supported by Pearson correlations between these two variables and turnover
intention as shown in Table 7.
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Table 7: Pearson Correlation between self disclosure dimensions and turnover intention

Self-disclosure Dimensions Corre.la.t|on P value
Coefficient
Breadth -0.032 0.582
Depth -0.148 0.011
Overall Self-disclosure -0.112 0.053

Summary of the results:
o Overall self-disclosure has no impact on employee turnover intention.
o Breadth self disclosure has no impact on employee turnover intention.
o Depth self disclosure has an impact on employee turnover intention.

DISCUSSION:

According to the findings of the study, the employees in the telecommunication industry in Jordan
reported that they often self-disclosed (m=1.77).Therefore, the telecommunication employees have an
initiative to self disclose. However, the depth dimension of self-disclosure is found to be higher
(m=1.78) than the breadth dimension.

On the other hand, the employees in the telecommunication industry are likely to stay in their jobs
(m=1.97) because they think that disclosing their selves help reducing the possibility to leave the work.
Various statistical analyses have been employed to examine if self-disclosure (and depth and breadth)
has an impact on turnover intention. As presented in the results section, the overall self—disclosure has
no impact on employee turnover from employees’ perception (H Rejected).This could be explained
using Maslow Hierarchy of Needs, where self-disclosure is located on the top of the pyramid noted
that employees can’t move to a higher need level, without at least satisfying the need prior.

Moreover, the results shown that self—disclosure in terms of breadth doesn’t have an impact on turnover
intention (Ha Rejected). This shows that employees in the telecommunication companies in Jordan did
not perceive that they are likely to stay in their jobs if they self-disclosed in breadth.

In contrast, self-discloser in terms of depth has an impact on employee turnover intention from employees’
perspective (Hb Accepted), accordingly when self-disclosure in terms of depth increase this leads to
reducing the possibility of employee’s turnover, this shows that employees in telecommunication companies
in Jordan, who reveal in depth are less likely to leave their position at work.

We could clarify these results through the use of Herzberg Hygiene Theory of motivation, where
breadth is a hygiene factor, and the absence of it will cause dissatisfaction but won’t motivate
employees or have an impact on turnover intention .On the other hand, depth is a motivational factor
and will increase employee satisfaction leading to reducing turnover intention.

CONCLUSION AND RECOMMENDATIONS:

The dilemma of the study that there was a high turnover 11.9% in the telecommunication industry, through
reviewing previous literature; self-disclosure was the least tackled variable by human resource management
that could explain these high rates of turnover intention.

The study importance is derived from the importance of the telecommunication industry and its contributes
to the state treasury and supporting the national economy, the percentage contribution of this sector to GDP
in 2008 accounted for 14.3% (9.5% directly and 4.8% indirectly), and estimated employment opportunities
provided by the sector equals 82 thousand job opportunity cumulatively (Oxfordbussinessgroup.com).

The aim of the study was therefore to provide possible solutions to reduce the turnover percentage
in the telecommunication sector, through shedding light on the importance of self-disclosure and
its practice. A quantitative (a questionnaire with 298 employees) study was conducted in order to
achieve the study objectives.
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The questionnaire results showed that both breadth self-disclosure and overall self-disclosure did not have
an impact on turnover intention, while depth self-disclosure has an impact on turnover intention. In other
words, if depth self-disclosure increases the turnover intention is likely to decrease.

Like any other research this study has limitations; this study is limited to two dimensions of self-
disclosure, future research could explore other dimensions that may impact on turnover intention such as
the duration of self-disclosure. This study also explored self disclosure in the telecommunication industry,
the applicability of these results on other sectors deserves further study.

In light of the above results, several recommendations can be suggested to reduce the turnover intention in
the telecommunication industry in Jordan from the perspective of self-disclosure approach. These
recommendations include conducting training sessions and workshops to encourage self-disclosure,
especially in the depth dimension. Managers in the telecommunication sectors need to work on expansion of
knowledge and awareness of self-disclosure, by conducting training sessions and workshops to improve the
communication skills among employees with one another and also with their managers. Throughout these
sessions employees will be able to disclose their opinions, values and goals, and managers will accept
employees thoughts and ideas even if it conflict with their own ones. Self-disclosure will provide relaxed
work environment furthermore accepting and respecting all kinds of cultures regardless of the differences,
which will reduce turnover intention. Managers could understand the basic needs and wants of their
employees and know how to satisfy those needs such as love and belonging needs, by practicing and
encouraging self-disclosure employees will explicit their knowledge, objectives and motives. Nevertheless
some managers may empower their employees so employees will feel that they are an important part of this
organization and consequently will increase their commitment, therefore satisfying their belonging needs.

REFERENCES:

[1] Al-sabhan, A. S. (2001)."Factors influencing self-disclosure in high school students in Mafrag
Governorate". Master Thesis, Yarmouk University, Irbid.

[2] Billeter, C. B. (2002). An exploration of eight dimensions of self-disclosure with relationship
satisfaction. Master Thesis. Faculty of the Virginia Polytechnic Institute and State University Virginia.

[3] Chelune, G. J. (1979). Self-disclosure: Origins, patterns and implications of openness in
interpersonal relationships, 1st edition, Jossey-Bass, San Francisco.

[4] Cozby, P. C. (1973). Self-Disclosure. (Psychological Bulletin), 79: 73-91.

[5] Directorate of Labor Statistics (2011). Labor Statistics in Jordan, Annual Report.

[6] Gignac, M. A. and Cao, X (2009). “Should I tell my employer and co-workers I have arthritis?” A
longitudinal examination of self-disclosure in the work place. Arthritis Rheum, 61, pp. 1753-1761.

[7] Globe, F. (2004). The Third Force: The Psychology of Abraham Maslow. Maurise Bassett
Publishsing (Newyork).

[8] Hall, R.J. and Raffo, C. (2004). Businees Studies (3rd ed.). Ormskirk: Causeway.

[9] Harris, M., Tang, K. and Tseng, Y. (2002). Optimal Employee Turnover Rate: Theory and
Evidence. Melbourne Institute of Applied Economic and Social Research Working Paper No.
19/02. ISBN 0 7340 1543 7.
http://www.melbourneinstitute.com/downloads/working_paper_series/wp2002n19.pdf.

[10] Jacabs, E.J. (2005). The development of a predictive model of turnover intentions of professional
nurses. Unpublished doctoral thesis, University of Johannesburg, South Africa.

[11] Jourard, S. M. and Lasakow, P. (1958) Some factors in self-disclosure. The Journal of Abnormal
and Social Psychology, 56(1), pp. 91-98.

[12] Knight, C. (2012). Social Workers’ Attitudes Towards and Engagement in Self Disclosure.
Clinncal Social Work Journal, 40, pp. 297-306.

[13] Knox, S., Edwards, L. M., Hill, C. E. and Hess, Sh. A. (2011). "Supervisor Self-disclosure:
Supervisees' Experience and Perspectives”. American Psychological Association. University of
Maryland 336-341.

[14] Madaus, J. (2008). Employment self-disclosure rates and rationals of University graduates with
learning disabilities. Journal of Learning Disabilities, 41(4), 291-299.

International Refereed Research Journal mwww.researchersworld.commVol.-V, Issue — 2, April 2014 [18]



Researchers\\World-Journal of Arts, Science & Commerce  mE-1SSN2229-4686m1SSN2231-4172

[15] Mahapatra, L. (2013), Amazon.com Has Second Highest Employee Turnover of All Fortune 500
Companies. International Business Times. Retrieved from http://www.ibtimes.com/amazoncom-
has-second-highest-employee-turnover-all-fortune-500-companies-1361257

[16] McKnight, D. H., Phillips, B., & Hardgrave, B. C. (2009). Which reduces IT turnover intention the
most: Workplace characteristics or job characteristics?. Information & Management, 46, 167-174.

[17] Ministry of Planning and International Cooperation United Nations Development Programme
(2011). Jordan Human Development Report: Jordan Small Businesses and Human Development.
Funded by: The United States Agency for International Development (USAID),
planipolis.iiep.unesco.org/upload/Jordan/Jordan_NHDR_2011.pdf

[18] Nguyen, M., Bin, Y. S., & Campbell, A. (2012). Comparing online and offline selfdisclosure: A
systematic review. CyberPsychology, Behavior and Social Networking, 15(2), 103-111.

[19] Nunnally, J.C., Psychometric Theory, 2nd ed., McGraw-Hill, New York, 1978

[20] Offermann, L. and Rosh, L. (2012). Building Trust Through Skillful Self-Disclosure . Harvard
Business Review,
http://www.jacobsadvisors.com/refresh/templates/blog_entry.php?blog_id=5948853.

[21] Omarzu, J. (2000). A Dislcosure Decision Model: Determining How Men And Women
Individuals Will Self-Disclose. Personality & Social Psychology Review, 4 (2),pp. 174-185.

[22] Orange Telecommunication Company. tele.company, O. (2013). Annual report (2013).

[23] Oxfordbusinessgroup (2012). Jordan Report.
http://www.oxfordbusinessgroup.com/country/Jordan.

[24] Reece, R. B. B. (1999). Effective Human Relations In Organizations. Boston: Houghton Mifflin
Company.

[25] Rubin, Z. (1975). Disclosing oneself to a stranger: Reciprocity and its limits. Journal
Experimental Social Psychology, 11.

[26] Scott, C., Connaughton, S., Diaz-Saenz, H., Maguire, K., Ramirez, R., Richardson, B., et al.
(1999). The impacts of communication and multiple indentifications on intent to leave.
Management Communication Quarterly, 12(3), 400-435.

[27] Sias, P. M., & Cahill, D. J. (1998). From coworkers to friends: The development of peer
friendships in the workplace. Western Journal of Communication, 62, 273-299.

[28] Sias, P.M. (2009). Organizing Relationships: Traditional and emerging perspectives on
workplace relationships. Thousand Oaks, CA: Sage Publications.

[29] Special, W. P. & Li-Barber, K. T. (2012), Self-disclosure and Student Satisfaction with
Facebook. Computers in Human Behavior, 28: 624-630..

[30] Steele, F. (1975). The Open Organization: The impact of secrecy and disclosure on people and
organizations. Mishawaka (Better World Books).

[31] Steffen Brenner (2011). Self-disclosure at International Cartles. Journal of International Business
Studies 2011. 42, 221-234.

[32] Taylor, D. A.,, & Altman, I. (1987). Communication in interpersonal relationships:
Socialpenetration processes. In M. E. Roloff & G. R. Miller (Eds.), Interpersonal processes: New
directions in communication research (pp. 257-277). Newbury Park, CA: Sage.

[33] Townsend, M. (2012). Nike Raises Factory Labor and Sustainability Standrads,
(Bloomberg.com)

[34] Umniah Company. tele.company, U. (2013). Umniah annual report.

[35] Van Horns (1997): Van Horn, K. Roger, Angela Arnone, Kelly Nesbitt, Laura Desilets, Tanya
Sears, Michelle Giffin, and Rebecca Brudi. 1997. "Physical Distance and Interpersonal
Characteristics in College Students Romantic Relationships.” Personal Relationships 4:25-34.

[36] Vera (1990) : Vera, Elizabeth Marie. 1990. Self-Esteem, Self-Disclosure, and Relationship
Satisfaction: How Feelings Toward the Self Affect Intimate Relationships. Ph.D. dissertation,
Department of Psychology, Ohio State University, Columbus, Ohio.

[37] Zain Company. tele.company, Z. (2013). Zain Annual Report .

International Refereed Research Journal mwww.researchersworld.commVol.-V, Issue — 2, April 2014 [19]



