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ABSTRACT  

KEYWORDS

Employee Value Proposition (EVP) is the balance of the rewards and benefits that are received 
by employees in return for their performance at the workplace. Organizations generally develop an 
EVP to provide a consistent platform for employer brand communication and experience 
management.

EBoss marking is the procedure of advancing an organization, or an association, as the business 
of decision to a sought target bunch, one which an organization needs and needs to enlist and hold 

The prime purpose behind this study was to look into whether managers use marking in their 
affiliations, and how business marking affects the interest and upkeep of workers in the keeping money  
segment in India.

The spellbinding review configuration was received for the study. Eighty-seven employees, 
including junior and ranking staff were helpfully examined for the study. Information was broke down 
utilizing both enlightening and inferential measurements. The aftereffects of the study recommend 
that organizations use employer branding forms in their business to pull in employees and clients.

It was likewise found that brand names of organizations may altogether impact the choice of 
employees to join and stay in the organization. It was subsequently recommended that employers 
need to make helpful workplace with conditions to empower employees feel great and stay in the 
organization.

 :Employee Value Proposition, Employer branding and Employee attraction.

Avinash Pawar
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1. INTRODUCTION
Today’s Businesses can no more afford to think only of existence, they need excellence for 

survival. When we look at what makes organizations great, is it the fixed assets, the plant and 
machinery, the technology? No, while all of these are important and contribute in their own way to an 
organizations success, there is more to it that makes great organizations great, it is the people.

Attracting, hiring and retaining people are the biggest challenges for the talent management of 
the day. For this to happen it is equally important to develop value propositions for jobs to attract talent 
sufficiently. Employee value proposition means creating a balance of rewards and recognition in return 
to an employee’s performance at workplace. It is a people centered approach that is directed to existing 
employees and integrated manpower planning strategies because it comes from existing employees 
themselves. It must be original, unique, compelling and strategically directed to a talent pool.

The biggest challenge to talent management is ensuring a supply of talent sufficient to match 
the estimated demand, especially when the demand is very hard to predict and when the supply of 
talent is not constant. Remember - the talent management of 1970’s that failed severely because of the 
demand supply match. In such a scenario it is the best to build an employer brand of the organization 
which can be achieved by developing an employee value proposition. The latter is also referred to as 
employer brand proposition.

Numerous specialists including Tandehill (2006) have prescribed associations to fabricate one 
of kind brands of themselves according to its forthcoming employees. This basically implies adding to 
an announcement of 'why the aggregate work involvement with their association is better than that at 
different associations. The worth recommendation ought to diagram the special representative 
strategies, projects, remunerates and advantages programs that demonstrate an associations 
responsibility to individuals and administration improvement. In nutshell it ought to characterize a 
worker's 'the reason would it be a good idea for me to join this association?'

The employee value proposition should be conveyed in all contracting endeavors of the 
association. It might be considered the organization's site, work ads and letters developing job 
opportunities. It is a known certainty now that there is a whole other world to employee fulfillment 
than just compensation (pay and advantages). Employee value proposition has been demonstrated 
critical to drawing in, enlisting and holding the best ability in the business. This goes far in organizing the 
HR approaches, makes a solid brand according to individuals, and helps in workforce engagement.

Organizations are utilizing branding as a key instrument in today's business surroundings with 
expanding consistency. In spite of the fact that brands and branding are not new thoughts, firms are 
applying them to more various settings where the part of branding is turning out to be progressively 
essential (Wentz and Suchard, 1993). Branding is "the procedure of building up a proposed brand 
personality" (Kotler& Lee, 2008, p. 215). Branding is frequently used to separate items and 
organizations to manufacture financial value for both the shopper and the company. It is worried with 
the fascination, engagement and maintenance activities focused at improving a company's employer 
brand.

Employer branding is a generally new approach toward selecting and holding the most ideal 
human ability inside of an enlisting situation that is turning out to be progressively aggressive. The term 
is frequently used to depict how organizations advertise their offerings to potential and existing 
employees speak with them and keep up their devotion "advancing both inside and outside the firm, a 
reasonable perspective of what makes a firm distinctive and attractive as an employer" (Backaus and 
Tikoo, 2004, p. 120). Employer branding can possibly be a significant idea for both directors and 
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researchers. Chiefs can utilize employer branding as a shade under which they can channel distinctive 
employee enrollment and maintenance exercises into an organized human asset procedure. In like 
manner, employers can control brand energy to draw in their employees in passionate approaches to 
accomplish change, extraordinary results or expand fascination and maintenance.

According to Dell & Ainspan (2001), associations have found that successful manager marking 
prompts upper hand offers representatives some assistance with internalizing organization values and 
helps with worker retention.Despite the developing prominence of the business marking hone, 
scholastic exploration on the idea is constrained to a couple articles in the advertising writing. 
Priyadarshi (2011), watched that regardless of boss brand increasing significant prominence in HR 
expert writing, observational exploration is still generally deficient (Cable and Turban, 2001; Backhaus 
&Tikoo, 2004; and Davies, 2007) reverberation the same conclusions and feel that the appearance of 
the business brand as an idea has been later in scholarly field and its hypothetical establishment is 
slowly being produced despite the fact that it is being considered and connected by specialists for quite 
a while. In spite of the fact that the investigation of authoritative fascination has uncovered a few bits of 
knowledge, there stays much to be learned (Barber, 1998) . 

One stream of surviving exploration researches authoritative qualities and their consequences 
for appreciation for the association. Basic traits, for example, decentralized choice making and 
remunerate framework (Bretzet al., 1989), are appeared to impact view of engaging quality. The fame 
of manager marking among HR professionals and the absence of scholastic examination on the subject 
raises fascinating inquiries for administration researchers. This concentrate along these lines looks to 
expand the extent of research around there in the Indian connection. 

Compelling manager marking is the mix of statistical surveying, consultative administrations, 
interchanges and advertising to accomplish both a sound and alluring brand position. Being a repeating 
process, always measuring execution and altering exercises and techniques to persistently enhance, it 
starts with comprehension novel manager qualities and proceeds into maintaining the boss brand as a 
living, dynamic and appealing substance. The distinct option for manager marking, and maybe even 
cataclysmic situation, is to be considered as a non specific business, unspecific in offerings 
furthermore, unnoticeable to promising profession seekers. At last, through ability obtaining and 
maintenance, the end reason for boss marking is to fortify business development and accomplish vital 
business objectives.

Employer branding has captured considerable attention in recent times. Academicians and
practitioners have reported evidence of organizations expending considerable resources on
development of employer brand program indicating its value (Backhaus &Tikoo, 2004). Employer
branding as a concept is an extension of relationship marketing principles (Christopher, Payne
&Ballantyne, 1991; Kotler, 1992; Morgan & Hunt, 1994) which identify the need to build acquisition and
retention strategies across a number of critical stakeholder markets through closer relationships. One
of the most basic understandings about brand comes from the definition providedby the American
Marketing Association which defines a brand as "a name, term sign, symbol, or design, or combination
of them which is intended to identify the goods and services of one seller group or group of sellers and
to differentiate them from those of competitors" (Backhaus &Tikoo, 2004). The term employer
branding is used for the application of branding principles to human resource management. The

2. LITERATURE REVIEW
2.1 Understanding Employer Branding
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concept is being increasingly used for attracting prospective employees while engaging the present
employees to the organization.

There is nobody definition for boss marking. Different endeavors have been made by a few 
people to characterize business marking. By Gilliver (2009) business brand distinguishes an association 
in the commercial center and makes it one of a kind. It gives everybody in the association a handle on 
what we are, and everybody keen on joining the association a reasonable picture of what's in store. It 
imbues the association's enlistment process and the cooperation among individuals in the association. 
Brands are among a company's most significant resources. In spite of the fact that organizations usually 
center their marking endeavors toward creating item and corporate brands,branding can likewise be 
utilized as a part of the zone of human asset administration. The use of marking standards to human 
asset administration has been termed "business marking." Increasingly, firms are utilizing boss marking 
to pull in enlisted people and 
guarantee that present workers are occupied with the way of life and the system of the firm. Ambler 
and Dump cart (1996) initially connected the idea of brand to HRM, seeing the business as the brand 
and representatives as clients. They characterize the business brand as "the bundle of utilitarian, 
monetary and mental advantages gave by occupation, and related to the utilizing organization". 
Manager brand along these lines gives both monetary andpsychological advantages to representatives.

According to the CIPD (2008) employer branding is a set of attributes and qualities – often 
intangible – that makes an organisation distinctive, promises a  articular kind of employment 
experience, and appeals to those people who will thrive and perform to their best in its culture. Sullivan 
(2004) defines employer branding as a targeted, long-term strategy to manage the awareness and 
perceptions of employees, potential employees, and related stakeholders with regards to a particular 
firm. Armstrong (2006), also contends that, employer branding is the creation of a brand image of the 
organization for prospective employees. It will be influenced  by the reputation ofthe organization as a 
business or provider of services as well as its reputation as an employer.

Ambler and Barrow (1996) characterized business brand regarding advantages, calling it 'the 
bundle of practical, financial and mental advantages gave by business and related to the utilizing 
organization. Further, boss marking or manager brand administration includes inside furthermore, 
remotely advancing a reasonable perspective of what makes a firm diverse and attractive as a business. 
By &Tikoo (2004) business marking is basically a three stage process.Initial, a firm builds up an idea of 
the specific worth it offers to imminent and current workers

This quality recommendation gives the focal message that is passed on by the business brand. It 
is of key significance this quality recommendation gets from a careful review of the attributes that make 
the firm an extraordinary work environment. The second step in business marking process bargains 
withexternally showcasing this quality suggestion to pull in the focused on occupation candidates. The 
third step includes conveying the brand "guarantee" made to selects into the firm and joining it as a 
feature of the hierarchical society. In addition, HR specialists likewise propose five stages to adding to a 
solid business brand: (1) comprehend your association, (2) make a 'convincing brand guarantee' for 
workers that mirrors the brand guarantee for clients, (3) create models to quantify the satisfaction of 
brand guarantee, (4) savagely adjust all individuals practices to supportand fortify brand guarantee, 
and (5) execute the measure (Berthon et al, 2005).

By (2002) organizations with solid manager brands can conceivably diminish the expense of 
worker procurement, enhance representative relations, build representative maintenance and even 
offer lower pay rates for practically identical staff to firms with weaker business brands. Gatewood et al. 
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(1993) found that impression of an association's picture is a huge indicator of choices to seek after job 
with that organization utilizing brand as a part of the connection of business, boss brandloyalty was 
observed by numerous to be a helpful idea to be connected. Brand faithfulness is the connection that a 
shopper hasto a brand (Aaker, 1991).

 Applied in the setting of job, boss brand reliability is formed by behavioral component 
identifying with hierarchical society and attitudinal component identifying with authoritative character 
(Backhaus &Tikoo, 2004). In any case, not at all like on account of an item, in work brand devotion 
changing over to another brand is impossible so as often as possible and comes at higher cost (Davies, 
2008). Without a doubt, business brand dedication manufactures more noteworthy responsibility level 
bringing about expanded maintenance of abilities. Among the advantages, a solid boss brand pulls in 
better candidates (Collins and Stevens, 2002; Slaughter et al, 2004) and shapes their assumptions 
about their occupation (Livens &Highhouse, 2003). One part of brand is to make and upgrade 
fulfillment and fulfillment predicts futurebehavior towards the brand (Mittal and Kamakura, 2001). 
Work fulfillment assumes a critical part in making consumer loyalty (Heskett et al, 1997) and 
comprehension of the different qualities of manager brand picture can encourage consumer loyalty. 

In the monetary and administration industry or in some other area, workers assume a basic part 
being developed of brand picture. In this way, selecting right kind of ability gets to be basic, as does the 
business brand picture in the enrollment market (Ewing et. al., 2002). What is significantly more basic is 
whether this picture they conveyed as a candidate is maintained with their stay in the association (Knox 
and Freeman, 2006). Firms have all the earmarks of being consuming impressive assets on manager 
marking effort, demonstrating that they are discovering esteem in the practice. 

According to the Conference Board report on employer branding (Conference Board, 2001) 
organizations have found that effective employer branding leads to competitive advantage, helps 
employees internalize company values and assists in employee retention. Davis (2008) explores the 
role of the employer brand in influencing employee’s perceived differentiation, affinity, satisfaction 
and loyalty. The findings emphasized the importance of an employer brand with the results highlighting 
the complexity in its management, as no one aspect has a dominant influence on outcomes relevant to 
the employer. An issue which sprang up was which function within an organization should be tasked 
with managing the employer brand.

Ambler and Barrow (1996), put forth a defense for the handiness of manager marking. They 
infer that marking has significance inside of the setting of job. Be that as it may, Ewing et al, (2002) 
accentuate the convenience of manager marking in an inexorably learning based economy where 
talented workers are regularly hard to find. While associations progressively perceive that the 
reinforcing of the business worker relationship and their engaging quality, future benefit and "permit to 
work" rely on upon their readiness and capacity to perceive representatives and potential workers as 
vital partners and patrons to the corporate brand, research shows that they don't yet approach the 
issue deliberately, and that manageability or social obligation in human asset administration (HRM) is 
overlooked (Preuss et al, 2009). This likewise is by all accounts the case in the field of business marking. 

The motivation behind marking is basically to manufacture the item's picture (Cleary, 1981). 
This picture will impact the apparent worth of the item and will expand the brand's quality to the client, 
prompting brand dependability (The Economist, 1988). A business brand can be utilized to help 
associations compete effectively in the labor market and drive employee loyalty through effective 

2.2 The Impact of Employer Branding on Employee Retention and Attraction
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recruitment, engagement and retention practices. All organizations have an employer brand, 
regardless of whether they have consciously sought to develop one. Their brand will be based on the 
way they are perceived as a ‘place to work’, for example by would-be recruits, current employees and 
those leaving the organization. To be effective, the brand should not only be evident to candidates at 
the recruitmentstage, but should inform the approach to people management in the organization. For 
example, the brand can inform how the business tackles: induction, performance management and 
reward.

Adding to a business brand is not a little undertaking. Top administration backing is basic, similar 
to an organized methodology. What are the following steps? Assemble a Brand Team Developing and 
keeping up a business brand is a sweeping and continuous procedure that advantages from a group 
approach. The group ought to incorporate staff individuals in charge of affirming vital course and 
inventive inside of HR. What are your qualities and shortcomings? What makes your organization one 
of a kind? Recognize the stand-out attributes, for example, workplace, organization history and 
qualities that draw in, propel and hold amazing representatives. Know your objective competitors 
through center gatherings, studies or top to bottom meetings; discover what is critical to forthcoming 
applicants while selecting an business, how they consider themselves to be individuals and how they 
need to be seen. This will demonstrate which portion of the group of onlookers best fits your 
organization and whom your image ought to target (Keller, 1993). 

As far as manager marking, brand value applies to the impact of brand information on 
potentialand existing workers of the firm. Manager brand value moves potential candidates to apply. 
Further, business brand value urges existing representatives to stay with, and support the organization. 
Business brand value is the fancied result of manager marking exercises. As such, potential or existing 
workers will respond diversely to comparative enrollment, choice, and maintenance endeavors from 
various firms on account of the basic business brand value connected with these organizations. Collins 
(2006) demonstrated that the convictions of occupation seekers about the organization as a potential 
boss, "boss learning (counting commonality, notoriety and picture) unequivocally anticipated both 
enthusiasm for applying for a vocation and real application practices. Correspondingly, Chapman et al. 
(2005) recommends a solid relationship between authoritative engaging quality discernments and 
candidate choices, for example, work interest, acknowledgment and decision goals (Jiang and Iles, 
2011).

Collins (2006) showed that the beliefs of job seekers about the company as a potential 
employer, “employer knowledge (including familiarity, reputation and image) strongly predicted both 
interest in applying for a job and actual application behaviors. Similarly, Chapman et al. (2005) suggests 
a strong relationship between organizational attractiveness perceptions and applicant decisions such 
as job pursuit, acceptance and choice intentions (Jiang and Iles, 2011).

By and Tikoo (2004), in their study on conceptualizing and exploring business marking, the 
hypothesis of the mental contract and its impact on the representative hierarchical relationship gives a 
second establishment to manager marking. In the conventional idea of the mental contract in the 
middle of specialists and managers, laborers guaranteed unwaveringness to the firm in return for 
employer stability, Hendry and Jenkins (1997). 

However, the late pattern toward cutting back, outsourcing, and adaptability with respect to 
the business has forced another type of mental contract, in which managers give laborers attractive 

2.3 Branding and Psychological Contract
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aptitudes through preparing and advancement in return for exertion and adaptability (Baruch, 
2004). Even with pessimistic impression of thisne w vocation reality, firms use boss marking to publicize 
the advantages regardless they offer, including preparing, profession opportunities, self-awareness 
and advancement. When all is said in done, firms have been seen to neglect to convey some of these 
offerings (Newell &Dopson, 1996; Hendry and Jenkins, 1997) so boss marking effort can be intended to 
change view of the firm.

Armstrong (2006) found that, the point of manager marking is to wind up a 'business of 
decision', a spot where individuals want to work. This implies creating what Sears (2003) calls 'a quality 
recommendation', which imparts what the association can offer its representatives as an 'incredible 
work environment'. The variables that add to being a business of decision are the procurement of a 
sensible level of security; improved future employability due to the notoriety of the association as one 
that utilizes and grows brilliant individuals, and additionally the learning opportunities it gives; 
business conditions that fulfill work-life adjust needs; a prize framework thatrecognizes and values 
commitments and gives focused pay and advantages; intriguing and compensating work and open 
doors for learning, advancement and profession movement.

A capable strategy for maintenance is just to guarantee that individuals feel they are esteemed. 
Therefore,all the above components signifies a representative worth suggestion which, as a method for 
drawing in and holding high potential workers, perceives that they will be searching for solid values and 
hoping to be very much overseen, to have flexibility and self-rule, high occupation test and vocation 
opportunities.Many firms have created formal business marking or are keen on growing such a project 
(Conference Board, 2001).

Ambler and Barrow (1996) characterize the business brand as far as advantages, calling it "the 
bundle of practical, financial and mental advantages gave by vocation, and related to the utilizing 
organization." Thus business marking depicts associations as a decent work environment. The term 
boss marking recommends the separation of an organizations' attributes as a business from those of its 
rivals. The business brand highlights the one of a kind parts of the company's occupation offerings or 
environment. 

The Conference Board (2001) suggests that "the business brand builds up the character of the 
firm as a business. It incorporates the association's worth framework, strategies and practices toward 
the targets of drawing in, rousing, and holding the association's present and potential 
employees".These definitions show that business marking includes advancing, both with and outside 
the firm, an unmistakable perspective of what makes a firm diverse and alluring as a business. 

Also Backhaus and Tikoo (2004), characterize boss marking as the procedure of building an 
identifiable and extraordinary business character, and the business brand as an idea of the firm that 
separates it from its rivals. Business brands are created to be reliable with the company's item and 
corporate brand. There are a few similitudes between the business brand and the productand 
corporate brand, yet there are likewise two key contrasts. One, the business brand is vocation 
particular, portraying the company's way of life as a business. Two, it is coordinated at both interior and 
outer gatherings of people while item and corporate marking endeavors are essentially coordinated at 
an outside group of onlookers. At times, the business marking procedure can be moved together with 
the item and corporate brand crusade.

 Barney (1991) places that the act of business marking is predicated on the suspicion that 

2.4 Employer branding as employer of choice
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human capital conveys worth to the firm, and through able interest in human capital, firm execution 
can be improved. Asset based perspective (RBV) bolsters this, recommending attributes of an 
association's assets can add to economical upper hand. Disputably, the ownership of assets that are 
uncommon, important, non-substitutable and hard to mirror permit a firm to push forward of its rivals 
(Barney, 1991).  

Priem& Butler (2001) sets that human capital has likewise been appeared to work as an 
imperative asset making upper hand other than plant, gear and capital as assets that make upper hand. 
Outer promoting of the business brand sets up the firm as a business of decision and accordingly 
empowers it to pull in the most ideal laborers. The suspicion is that the peculiarity of the brand permits 
the firm to obtain unmistakable human capital. 

Further,once initiates have been pulled in by the brand, they build up an arrangement of 
presumptions about job with the firm that they will convey into the future, in this manner supporting 
the association's qualities and upgrading their dedication to the firm. 

Internal showcasing makes a workforce that is hard for different firms to emulate. By efficiently 
presenting laborers to the quality recommendation of the business mark, the working environment 
society is shaped around the corporate objectives, empowering the firm to accomplish a one of a kind 
society concentrated on working together the association's way. Other than making a workforce that is 
difficult to copy, inner showcasing additionally adds to worker maintenance (Ambler and Barrow, 1996) 
by utilizing the brand to strengthen the idea of value livelihood and in this manner adding to 
representative readiness to stay with the association.

A clear and defined employer brand can offer significant benefits to your organization. It can 
significantly improve application rates and put your company in the enviable position of having a wide 
pool of talent to choose from. In tight recruitment markets, where competition for the best talent is 
fierce, it can also help keep the organization top of mind, make your company stand out in a crowded 
market and provide compelling reasons to join your company rather than going elsewhere.

In companies where values, personality and desired behaviors have been deeply embedded 
across the organization employers are also likely to benefit from increased engagement from 
employees. Greater employee engagement and motivation has been shown to result in greater 
productivity and higher retention rates – all of which contribute to retaining skills and knowledge, and 
ultimately improving your bottom line. Increased engagement with the brand will also help build 
employee loyalty reducing the risk of losing your best people to competitors, and therefore avoiding 
the financial implications of recruiting and on-boarding their replacements.

With such significant benefits associated to creating a compelling employer brand it comes as 
no surprise that research from the EBI has shown that despite the economic downturn and unstable 
recruitment market, over a third of all businesses plan to increase their spend on developing their 
employer brand in the next 12 months

The outline utilized for this study is expressive review. An unmistakable study is a methodical, 
non-test, illustrative examination strategy for get-together data from (a specimen of) people for the 
reasons of depicting the traits of the bigger populace of which the people are individuals. Studies can 
be valuable when an analyst needs to gather information on marvels that can't be straightforwardly 
watched. A formal rundown of poll is readied. For the most part a non-masked methodology is utilized. 
The respondents are made inquiries on their demographics, hobbies and assessments (Wayne, 2005). 

3. RESEARCH METHODOLOGY
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The objective populace for the study comprised of all representatives in the keeping money division 
particularly those working in the Bank of Baroda and Cosmos Bank. 

Respondents were requested that show their understanding or difference to the 
announcement: "The organization's incitement process characterized what I have to know not 
compelling". The outcomes demonstrate that 93.1% of the respondents concurred that their 
organizations utilized affectation procedures to offer the organization to them. Through the impelling, 
they were acquainted with the organizations center values, reward frameworks, working conditions 
and different open doors. The outcomes showed further that the prompting process helped 93.1% of 
the respondents to change in accordance with their workplace, which gave them a positive picture of 
their organizations. This recommends organizations use employer branding forms in their 
organizations to pull in employees and clients. As relevantly saw by Armstrong (2006), employer 
branding includes the production of a brand picture of the organization for prospective employees. 
Employers deliberately do this through different means. The impelling procedure is one of the methods 
utilized by present day organizations to tell employees more about the business. 

Priyadarshi (2011) watched that the idea of Employer Branding is turning out to be particularly 
basic as new innovation; globalization and the rising force of universal brands are changing the way we 
work and fuelling the opposition for ability. This opposition, for instance, is particularly intense in the 
quest for IT abilities. So as to survive, vast managers need to make a radical move far from conventional 
contemplating business and work to assemble more assorted profession organizations with various 
people and gatherings. 

In the present work business sector, more representatives are including such perspectives as 
work/life equalization and an organization's dedication to the group among the qualities they look for 
in their boss.Rivalry among businesses is extreme in this business sector, with manyjob seekers ready to 
be more observing in their decision of a business. People and partnerships are re-assessing their needs 

These banks were chosen since they have vast number of representatives and they were 
additionally among the main banks in India as at the season of the study. This proposed they will 
probably have every one of the traits that alternate banks had and would be great representation of 
banks in the money related area. The members for the study were arbitrarily chosen from their 
associations utilizing the straightforward arbitrary inspecting method. In each of the 87 members, 
comprising of 48 ranking staff and 39 junior staff, partook in thestudy out of 115 staff. The age scope of 
the members was from 20 to 60 years with the vast majority of them having their ages extending 
between 31-40 years (36%) and 29% between 41-50 years. 

An arrangement of survey planned by the analysts were utilized for the study. The instrument 
comprised of 14 shut finished things went for acquiring data on the marking procedures, fascination 
and degrees of consistency of representatives. Two things were intended to acquired demographic 
data important to the study, 7 things for manager marking and the remaining 5 things inspired data on 
representatives' fascination and degree of consistency. The reactions for a percentage of the things 
were yes or no, whiles others were scored on a 5-Likert kind of point from 1 (emphatically concur) to 5 
(unequivocally oppose this idea). The SPSS "Investigate" engaging measurements system was utilized 
to catch the methods, mode, and standard deviation to answer the exploration questions. Frequencies 
and rates were likewise processed forthe all out information. The point by point results and 
investigations were introduced in the following segment.

4. RESULTS AND FINDINGS
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in this new environment, and the outcome is another meaning of an effective association - an 
association that incorporates the social measurement of their workforce as a property of their 
prosperity.

Employer Branding needs to do with the notoriety of the employer and the truth of the 
notoriety when employees bring up work with the employer. The second research question looked to 
discover the degree to which employer branding draws in and hold abilities in organizations in the 
banking segment. To answer this inquiry, the respondents were inquired as to why they chose to work 
with their organizations.

This presents the positioning of the reasons given by the respondents. The outcome 
demonstrated that employees are pulled in by great states of administration offered byemployers in 
the banking division. Greater part of the respondents (78.2%) positioned great states of administration 
first among the reasons why they chose to join the organization. Accessibility of professional success 
opportunities was positioned second (71.3%). The center values of the organizations (69.0%) and in 
addition the prize frameworks gave by organizations (60.9%) likewise served as method for drawing in 
employees in the banking division. Comparative results were gotten by the Copenhagen Business 
School (2009) study.

The study observed that, in order of priority, working environment, challenging work 
responsibilities, competence development and work flexibility were most important variables 
thatattract prospective employees. 

Consequently, the discoveries in the present study were reliable with that of the Copenhagen 
Business School. The present results were further upheld by the perspective of the Economist (2008). 
As indicated by the Economist, an employer brand can be utilized to offer organizations some 
assistance with competing adequately in the work advertise and drive employee devotion through 
powerful enlistment, engagement and maintenance hones.

This recommends great working conditions and open doors for professional success in a given 
organization put it in front of others as far as ability fascination and maintenance. Further investigations 
found that 89.7% of the respondents demonstrated that the brand name of the organization impacted 
their choice to join the organization they work for, and 86.2% would decide on their organizations as 
employers of decision on account of the positive attitude.

This was further supported by the Copenhagen Business School (2009) research findings. 
General studies show that 65% of candidates are attracted to an employer because of the brand image, 
while the same study shows that 62% of employees leave an organization because of the inconsistency 
of the brand image and the reality experienced once employed (Copenhagen Business School, 2009).

It is not astounding that an awesome rate of the respondents shows that the brand name and 
image of their organizations were vital in their choice to work with them.

4.1 Reasons Why Respondents Decided to Work with Their Organizations

Table 1: Reasons Why Respondents Decided to Work with their Organizations
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4.2 Reasons Why Respondents Decided to Stay with their Organizations

Table 2: Reasons Why Respondents Decided to Stay with their Organizations

Concerning employer branding and maintenance of employees in the banking area, the 
outcomes demonstrated that a fundamentally high number (97.7%) of the respondents trusted that 
their organizations were great work environment and 83.9% of them feel extremely glad working with 
their organizations as a result of the notoriety of their organizations according to the general 
population. Once more, 80.5% of the respondents acknowledged that their organization's brand 
picture had positive values which made them feel great working with them.

Furthermore, 82.8% of the respondents who feel the organization’s brand image had positive 
values could see themselves working with their organizations in the next 5 years (at least). 

The reasons why they might want to stay with their organizations were investigated further. The 
outcomes are introduced in table 2. The outcomes recommend that employers who make workplaces 
that make their employees feel secured in their occupations will probably hold their employees. Open 
doors for development were positioned top-most (74.7%) among different reasons why employees 
might want to stay with their organizations. The following after open doors for development was 
accessibility of Job security (71.3%), trailed by the picture of the company (70.1%). A crosstab 
investigation showed that 88.9% of the respondents, who attested that the brand picture of their 
organizations affected their choice to work for the organization, saw themselves working for their 
organizations for the following five years.

Once more, 95.8% of the respondents who might pick their organizations as employers of 
decision additionally saw themselves working for the organizations in the following five years. A Chi-
square test of importance demonstrated that there was a critical relationship between saw positivity of 
organization picture and employees maintenance (÷2 = 32.545, p< .001). This suggests, the more ideal 
employees see an organization to be, the more probable it is that they will to work with that 
organization
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Ranking Reason Percent (%) 

1 Good conditions of service 78.20 

2 Means of career development 71.30 

3 Core values of the organization 69.00 

4 Rewards and opportunities 60.90 

5 Ethical behavior 48.30 

6 Quality products and services 48.30 

7 Confidentiality of information 26.40 

8 Undertakes CRS activities 16.10 

 



4.3 Chi-Square Test Result

4.4 Conclusion

StrategiCom (2010) watched again that when it went to the main five properties in the 
maintenance of ability, respondents positioned "alluring general remuneration and advantage 
bundle", "open door for long haul vocation movement", "acknowledgment and energy about 
employees' work", "employer stability" and "give work life equalization" all together of significance. 
The present study discovered open doors for development, employer stability, acknowledgment and 
thankfulness, company picture and to be the main five imperative considers that are critical 
maintenance of employees. This is to a great extent reliable with the discoveries of StrategiCom (2010).

The suggestion here is that employees in India and in addition those in different economies are 
pulled in by comparable qualities of employers. This is not astonishing in light of the fact that the world 
is currently a worldwide town and innovation has made it workable for capable employees to 
comprehend what is going on in different economies. At long last, the outcomes showed that 93.1% of 
the respondents expressed that they would support their loved ones to work with their organizations. 
This recommends they saw their organizations to be trustworthy organizations deserving of connecting 
with.

During an era while looking for ability in the continually contracting worldwide ability pool has 
turned into a universal campaign (Armstrong,2007), the journey to win the ability war has extended to 
HR best practice, employer brand, prize, acknowledgment and advantages, which are all issues 
identified with the fascination and maintenance of gifted staff (Crous, 2007). The race for an employer 
to be seen distinctively has just escalated as of late for the most part because of the accessibility of 

Available online at www.lsrj.in
12

SUSTAINING EMPLOYEE VALUE PROPOSITIONS: LINKAGES OF EMPLOYER BRANDING AND EMPLOYEE ATTRACTION

Ranking Reason Percent (%) 

1 Opportunities for growth 74.70 

2 Job security 71.30 

3 Company image 70.10 

4 Performance recognition 57.50 

5 Quality of Management 55.20 

6 Equal opportunities and fairness 50.60 

 

Chi-Square Tests Value df 
Asymp. Sig. 

(2-sided) 

Exact Sig. 

(2-sided) 

Exact Sig. 

(1-sided) 

Pearson Chi-Square 32.545a 1 .000   

Continuity Correctionb 28.019 1 .000   

Likelihood Ratio 24.675 1 .000   

Fisher's Exact Test    .000 .000 

N of Valid Casesb 87     

 



various open doors and shortage of good quality ability in the developing markets. Employer branding 
is quick rising a potential apparatus to impart to the potential employees as well as to the current 
employees that the valueproposition of the present employer supersedes their rivals. It is realized that 
65% of working expenses originate from human asset costs, so dealing with these down make you 
instantly more productive. Thus, comprehend that edge upgrade really begins with your human asset 
fascination and maintenance methodology, which is definitely, your employer branding (Priyadarshi, 
2011).

Organizations everywhere throughout the world work in an extremely focused environment, 
and this calls for down to business methodologies to be ahead in any segment. As showed by the 
significant discoveries of the study, branding has turned into a noteworthy device for organizations to 
pull in quality employees in their organizations. It is crucial to make workplaces that make employees 
feel secure mentally. Work environments that offer open doors for development additionally make it 
simpler for employers to draw in and hold employee. It is critical for cutting edge organizations to have 
the capacity to hold gifts to empower them get to be proficient and compelling. Workplace that is 
socially rich and mentally enabling is likewise required for organizations to be in front of rivalry.

Employees today are working for respectable organizations. They consider employers who 
value their employees and treat them decently. The employee is sensible about the company's 
employee experience approaches and asks hard about the truth of this experience. Critical to an 
employee is the organization's employee/employer relationship. Essential to the employer, on the 
other hand, is the period of time it takes before the new employee is giving back the open door and 
execution value back to the business.

For a few occupations, it can take months to return value, and for those employees who 
turnover inside of one year, the employer value yield for circumstance and execution is little, zero or 
conceivably in shortfall. So ensuring that your employer brand is pulling in and holding the right 
employees who will perform, submit and stay faithful is financially savvy to your business. 
Organizations must mean to be employers where potential employees are pulled in to work and 
existing staff stay faithful and perform for the benefit of the whole business. There is the requirement 
for employers to quantify examinations and position their employer brand to the occupation market 
where they will draw in the right individuals with the right abilities in the most limited timeframe.

An employer brand will continue to grow and develop over time and requires ongoing 
attention. The best employer brands recognize the changing needs of their workforce and shifts in 
perceptions, and adapt accordingly. Tools such as employee satisfaction surveys, employee workshops 
and exit interviews can all provide invaluable insight.

Organizations that fail to recognize the importance of their employer brand and monitor it 
accordingly are likely to find themselves at a disadvantage over the long-term. Whilst increased spend 
on recruitment campaigns may aid short-term attraction of new talent, employers may well find 
themselves losing out on the best talent to firms with stronger employer brands. Even if you manage to 
attract a high level of talent the reality of how your employer brand is reflected across the organization 
will ultimately determine the ability of the organization to retain this talent.

The EVP development and delivery does involve an investment in time and engagement from 
across the business. However, a well formed EVP provides many benefits including better attraction 
and retention of key talent, helps focus the HR agenda, creates a strong employee brand and can re-
engage a disenchanted workforce.

An Employee Value Proposition (EVP) must be unique, relevant and compelling if it is to act as a 
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key driver of talent attraction, engagement and retention – which is ultimately what your Employer 
Brand aims to do.
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