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Abstract - In this cutthroat era of competition for acquiring and managing talented employees, it is
essential for the organization to create a space for itself by conveying strong brand message. It is
noteworthy that an organization’s success lies on the familiarity of it, among the
consumers/employees. This brings out the relevancy of creating a strong employer branding. This
study is intended to analyze the various factors which are essential to create an employer branding
which in turn will help the organization to balance the entire aspect of talent management. The
research conducted here is based on examining the literature review and it is based on building a
conceptual model by linking factors like artificial intelligence, social media and employee value
proposition to employer branding. The study will help the managers to revitalize the concept of
employer branding by inculcating few elements in the value proposition. The elements identified
are: equal opportunity, transparency, job profile and strong leadership.

This study will pave way to do an empirical research for the future researchers.
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l. INTRODUCTION 1996).The term suggests that a firm benefits from employer
branding when it is perceived as a great place to work in the
minds of current employees and key stakeholders in the
external market (Minchington, 2010).

“A brand is a reason to choose.”- Cheryl Burgess. A brand
is not just a name, it is that element which connects a
customer (potential employee) to an organization.

Researches done in the recent years shows that 90% of Employer branding literally combines both the aspect of
employees pick the organization; it is not the organization internal and external marketing. It is well said that if the
which picks the employees. (Zojceska, 2019). This means organization is able to manage the internal branding in an
that the more you are familiar among the employees, the appropriate way then it will automatically be able to catch
more is the chance of you getting selected by the hold the external branding process (Maheshkar, 2019). The
employees. Now the overall judgement of an organization more you satisfy your employees the more they spread a
typically depends on a concept called employer branding. positive word of mouth and thereby makes employer
Even though the concept was initialized in the year of 1996, branding process easy. The concept of employer branding
it is gaining momentum in the recent years. The reason starts with the process of attracting the employees towards
behind this popularization could be the add-on, done by the the firm by inculcating various employee value propositions
companies in their employee value proposition, which is activities, which will also help the organization to retaining
considered as one of the most important factor of employer the talented employees in their firm in this cut throat
branding to face the competition. competitive business world. Thus employer branding can

be proved as one of the finest tool of talent management,
which actually acts like a link between the pre-employment
stage and actual employment stage (Mathew, 2015). It will
also change the perspective of an organization in the way
how it should operate and the way it should showcase itself

Employer branding can be defined as the entire functional,
economic and psychological elements which constitutes an
organization as a whole and through which an organization
is intended to attract the talented employees (Barrow,
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to the potential candidate (Ahmad & Daud, 2016).Thus the
current paper is intended to reconnect the elements like
artificial intelligence, EVP and social media to employer
branding concept and how all these elements will create a
strong employer brand, which directly influence the entire
process of talent management.

Significance of the study:

e REBR study reveals that 19% of the employees had
switched off from their current employer to another in
2018. 1t is also noticed that 91% of the employees
check the reputation and popularity of the employer
and the organization where they are going to apply for
the job. This shows the relevancy of working towards a
strong employer branding process and to understand
how it will help in managing the talented employees in
the long run.

e So far only few studies have been done by connecting
altogether the factors like artificial intelligence, social
media, employee value proposition to employer
branding and the process of talent management.

1. LITERATURE REVIEW

2.1Employer branding and Artificial Intelligence

Artificial intelligence are intended to replicate the human
actions. Since Al can well be coordinated with the activities
of a human, its proper utilization in the field of HR will
give more productive meaning for the organization. Al will
initiate to replace most of the work which is being
traditionally done by humans and is capable of making it
more efficient so that the strategy being formulated will
exactly match with organization’s objectives. Al enabled
Chatbot has made it easier for the organization to identify
the right candidate for the right job. According to the
Harvard Business Review, 96% of the high profile HR
people believes that Al has the caliber not only to acquire
talented employees but it also help in retaining the
employees in long term. It will not only help in the
preliminary process of recruitment, but also help
organizations judge the candidates based on various
parameters like psychoanalytical, emotional and technical
backgrounds (Pandita, 2019). One such example of Al
based recruitment is ‘Alt recruit” which basically helps the
organization to identify the right candidate by collecting
and sharing the information available across the database
and social media platforms. Being tech-savvy in this era,
will help even the employees to have a direct and feasible
interaction with the employer through Chatbots. Chatbots
will help to eliminate the unwanted information and help in
filtering the right data about the candidate based on the
requirement and the skill set expected (Nawaz & Gomes,
2019). It will also help the organization to select the right
candidate without any bias.

Al will help the organization’s branding effort by
converting the candidate data into patterns and trends, in
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the way they have engaged with the particular brand. The
success of Al depends on the first impression being created
in the minds of the potential candidates. The experience
what Al influenced software creates while interacting with
the candidate will actually help them to decide to have a
further interaction or not with the organization.

2.2 Employer branding and Social media

With only the limited availability of talented employees, it
is hard to acquire the right talent in the organization
(Pandita, 2019). Existing employees take social media as a
messenger to carry forward their thinking about the
organization. Social media has become that platform where
the employees are free to share their ideas and views about
their employer. It is also a place for the organization to
communicate about their branding efforts and thereby
attract the potential candidates. Through social media,
companies can create and manage a good long term
relationship with both existing and the potential employees.
It has become the cheapest source of sharing the
information about the organization (Kissel & Buttgen,
2015). One such initiative was started by Glassdoor, where
employees are asked to give points based on their
organizations culture, values and overall satisfaction.
Through such survey the potential employees can foresee
the image of a prospective employer.

But there are cases when this sharing has went wrong when
the employee intentionally create a bad image for the
company out of frustration. Thus, WOM plays a crucial
role for creating an employer brand by either taking the
organization so high or letting it down (Kietzmann &
Canhoto, 2013).

2.3 Employer branding , EVP and Talent Management

An employee frames his perception towards the
employment offer based on the preliminary expectation
what he has towards the organization (Maxwell & Knox,
2009). Conceding the efforts of employees as a part of EVP
will ensure the employees to get connected with the
organization and thereby the organization can use this
element to create a strong employer brand (Ahmad & Daud,
2016). Strong employee value proposition will be able to
fetch 60% of the talented employees towards the
organization. Building a strong image of the brands will
help the organization to boost up the talent management
perspectives and it helps in positioning existing employees
as the brand ambassador for the organization.

The Seven value proposition of employer branding by
Dabrian et.al

The current study has added few value proposition elements
along with the value proposition model of Dabrian. So it is
important to give a shapshot of Dabrian et.al, (2016)
employer value proposition model which can be classified
into seven major areas such as social value, interest value,

© 2019, IIREAM All Rights Reserved.



application value, development value, economic value,
management value and work life balance. Social value is
the concept where the employees gain a positivity from the
working environment through the coworkers who craft
entertainment and dynamism by holding equal values at the
same time. Interest value can be bent if you provide the
employee with an innovative work space and make the
chore easier to undertake. Application value on other hand
provides a platform enough for the employees to employ
their skill sets without any obstruction. When an employer
make out the contribution done by each individual and
henceforth give him career progression will lead to a
concept called development value. Economic value include

Source: Dabrian et.al (2016)

Summary of the Predictive Model based on the current study:

1. RECONNECTING THE FACTORS TO EMPLOYER
BRANDING AND TALENT MANAGEMENT BASED ON
CURRENT STUDY

Artificial intelligence is considered to be a trajectory for
employee advancement and improvement and offer tailored
career management pathways. It helps the organization to
understand the knowledge fissures within an organization
and offer acquisition recommendations which will foresee
the possibility of selecting talented employees and
possibility of retaining them for a longer period (Sharma,
2018). A survey done by Deshpande (2018) respondents
opined that Al is utmost supportive when tracking
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all the benefits like compensation, pension, health care
benefits and so on which an employee presumes from the
employer. Management value concept is considered to be
the upshot of how well your employer treats you. It means
that every individual expects a strong and rational
leadership from the employer. Work life balance is
considered as one of the most appreciated employee value
proposition which virtually every employee expect from his
organization. The work profile which has been assigned
should give an appropriate autonomy for the employees so
that they can balance both their work and the personal
space.

candidates (58%), selecting the candidates (56%) and
fostering candidates (55%).

The image what the organization creates through social
media doesn’t come in a fine morning. It will be the
outcome of lots of reviews being given by the existing
employees and through the branding efforts being taken
care by the organization. Selecting an appropriate channel
for communicating the information about the organization
is very much relevant for building employer brand. More
emphasizes has to be given for internal marketing so that
the employees themselves will serve as a channel for
communicating the information about the organization
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through various social media platforms (Aggarwal, 2015).
Among the various social media platforms available
Facebook ranks in the top followed by Instagram and
LinkedIn. REBR survey suggest that 69% of the candidates
switch the job through channels like job portal and personal
referrals.

Apart from the Dabrian et.al elements of value proposition,
the current study has added four more factors which is
considered to be crucial. The factors added are
transparency, equal opportunity, strong leadership and job
profile. Employees expect their employer to be transparent
throughout the operations. A transparent employer brand
will give the potential employee a good knowledge about
what actually the company is all about and the culture what
it follows (Tegze, 2018). Being transparent will help the
employees to get engaged with the work. A survey report
says that58% of the employees are willing to work under an
employer who is reliable and transparent (Creighton, 2019).
Providing equal opportunity for all will give the employees
a feel of getting the chance of job without any bias. There
are lots of organizations who claim to adopt equal
opportunity concept but failed many a times to provide the
concept.

Every employee expect the monetary benefits, but at the
same time they value the job content (Browne, 2012).
Employees look forward to work in a job profile which
actually help them to explore more on their career
development. Last but not the least, employees expect to
work under a strong leader. Robust, skillful leadership that
works collaboratively to occupy managers and employees
across the tasks, is significant to a successful employer
brand strategy (Minchington, 2012).Working under a strong
leadership, will help the employees to enhance their career
while taking care of the organization objectives. The more
effective the leader is, the more effective the employee will
be. If the employees are happy enough with the current
leadership, the satisfaction will lead to spreading of positive
word of mouth and thereby will boost up employer
branding. Adding appropriate elements in the value
proposition will help the organization to attract both the
existing talents, improves their productivity and can be able
build an organization culture so that it will help the
organization to retain the talented employees in the long run
(Nagpal & Nagpal, 2019).

V. DISCUSSION & SUGGESTION

e Build a culture, where the employees get automatically
attached with the organization and bring out their best
productivity.

e Now the trend has changed in such a way that rather
than just looking into the organizations, potential
employees have started to look and admire the ‘best
boss’ concept. They are more focused on to work under
such leadership where they can see themselves
growing along with the organization. Most of the
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employees expect the leader to be supportive. For
example the recent case of vistara airlines.

e Employer should concentrate on the brand building
aspect by taking care of the entire society. When an
employer says that they are contributing towards the
upliftment of transgender or giving the equal
rights/opportunity for the LBGTQ community, it has to
be shown in the organizations policy. For example the
recent policy of Tata Group.

e ‘Show what you actually do’. A strong employer
branding/brand should give a clear shot picture of what
a company is all about and how does they work
(Tiwari, 2018).

e The major problem with the employer branding is
many a times, organization forgets the core idea or
concept behind employer branding. It gets detached
from the brand itself (Banta &Watras, 2019). In most
of the cases, inconsistency exist between the branding
and the reality. This happens especially with the
branding  activities done  through  websites.
Organization should inculcate employer branding
concept in corporate branding process and vice versa.

e Most of the employees leave the organization since
they find that they don’t have the opportunity for
career development. Organizations need to take care of
this aspect by defining an appropriate and vibrant
career path which will integrate with the organization’s
objective too.

V. LIMITATIONS

e The study has concentrated mostly on the positive
aspect of artificial intelligence and social media. It
doesn’t focus on the privacy related issues associated
with the usage of such tools and media.

e The study has focused just on the conceptualization of
factors which affect employer branding and thereby the
process of talent management.

VI. CONCLUSION AND RECOMMENDATION
FOR FUTURE STUDIES

This study is intended to connect the factors like artificial
intelligence, social media, employee value proposition to
employer branding and talent management. Employer
branding has become a crucial part of organization to
manage the talented employees in this cutthroat competitive
era. Findings from the review shows that employer
branding concept starts from the recruitment process (where
artificial intelligence plays a vital role) and continues on
how the organization manages the talent. Satisfied
employees will act as a messenger for the organization to
carry forward the activities involved in employer branding
process. The findings from the literature review also shows
that employer branding has to be inculcated with the culture
and the leadership aspects of the organization. The study
also suggest to include equal employment opportunity in
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every organization and build a culture where every actions
of the organization is transparent.

The study has only focused on the conceptual aspect of the
factors associated with employer branding and talent
management. Empirical research can be done by taking
these factors into consideration. Future study can focus on
the difference in perception of generation Y and generation
Z towards the concept of employer branding. Employer
branding should be done in such a way that it could able to
fulfill the expectation of different generation of employees.
Further studies can be done to understand the impact of
negative word of mouth employer branding. The future
studies can also focus on the relationship between artificial
intelligence and sentimental analysis to employer branding.

REFERENCES

[1] Zojceska, A. (2019). 15 New Recruiting Trends You Should
Implement in  2020. [Online] Blog. Available at:
https://www.talentlyft.com/en/blog/article/87/15-new-
recruiting-trends-you-should-implement-in-2020.

[2] Ambler, T., & Barrow, S. (1996). The employer
brand. Journal of Brand Management, 4(3), 185-206. doi:
10.1057/bm.1996.42

[3] Banta, K & Watras, Why We Need to Rethink “Employer
Brand”. (2019). https://hbr.org/2019/06/why-we-need-to-
rethink-employer-brand

[4] Mathew, C. (2015). Employer Branding and Talent
Management - An Overview.
http://www.taskstaffing.com/blog/employer-branding-and-
talent-management-an-overview

[5] Ghosh, P. (2019). Brand (Al) d: 3 Ways Al Can Support
Employer Branding Strategies. Retrieved 20 December 2019,
from  https://www.hrtechnologist.com/articles/recruitment-
onboarding/5-ways-ai-can-support-employer-branding-
strategies/

[6] Nawaz, N., & Mary, A. (2019). Artificial Intelligence
Chatbots are New Recruiters. International Journal of
Advanced Computer Science and Applications, 10(9), 1-5.
doi: 10.14569/ijacsa.2019.0100901

[71 Ahmad, N., & Daud, S. (2016). Engaging People with
Employer Branding. Procedia Economics and Finance, 35,
690-698. doi: 10.1016/s2212-5671(16)00086-1

[8] Sundberg, J. (2019). A Guide to Employer Branding on

Social Media - Link Humans.
https://linkhumans.com/employer-branding-social-
universum/

[9] Employer Branding in Regard to Career Aspirations of Males
and Females. (2019).
https://www.managementstudyguide.com/employer-
branding-in-regard-to-career-aspirations-of-males-and-
females.htm

[10] Pandita, D. (2019). Talent acquisition: analysis of digital
hiring in organizations. Sibm Pune Research Journal, Xuviii,
66-72.

[11] How will artificial intelligence affect your talent acquisition
strategy? | Randstad. (2019).
https://www.randstad.com/workforce-insights/hr-tech/how-

231 | IIREAMV0510957066

DOI : 10.35291/2454-9150.2019.0567

International Journal for Research in Engineering Application & Management (IJREAM)

ISSN : 2454-9150 Mol-05, Issue-09, Dec 2019

will-artificial-intelligence-affect-your-talent-acquisition-
strategy/

[12] Browne, R. (2019).
https://www.sibm.edu/assets/pdf/beacon3.pdf

[13] Kissel, P., & Biittgen, M. (2015). Using social media to
communicate employer brand identity: The impact on
corporate image and employer attractiveness. Journal of
Brand Management, 22(9), 755-777. doi:
10.1057/bm.2015.42

[14] Maheshkar, S (2019). Employer branding and organizational
culture key ingredients for organizational effectiveness
curry. Journal of management research and review, 1-7.

[15] Simon, T., & Ferhatovic, A. (2016). The Process of Adapting
the Employer Brand to Attract the Right Employees : A Case
Study of How SEB Uses Employer Branding to Go Digital.
Retrieved from  DIVA  website:  http://www.diva-
portal.org/smash/record.jsf?pid=diva2:944379

[16] Maxwell, R. and Knox, S. (2009). Motivating employees to
‘live the brand’: a comparative case study of employer brand
attractiveness within the firm. Journal of Marketing
Management, 25, pp. 893-907

[17] Aggarwal, S. (2015). Factors Determining Employer
Branding in India: An Empirical of Fresh Management
Students. International Journal of Applied Sciences and
Management, 1(1), 79-90.

[18] Tewari, S. (2018). Effect of Social Media on Employer
Branding. International Journal of Scientific Engineering and
Research , 6(1), 53-63.

[19] Nagpal, A.D., & Nagpal, G. (2019). Influence of Employee
value Proposition on Employer Brand. International Journal
of Innovative Technology and Exploring Engineering, 8(12),
673-676.

[20] (2019,). REBR%20Global%20report%202019.pdf. Employer
brand research.

[21] Sharma, S (2018). Impact of artificial intelligence on the
future of work and hrm (Unpublished master's thesis)

[22] Deshpande,A(2018)Talent Acquisition through Technology
http://www.iosrjournals.org/iosr-
jbm/papers/Conf. ADMIFMS1808-2018/Volume-
2/10.%2072-79.pdf

[23] Creighton, K. (2019), 4 Reasons You Need a Transparent
Company Culture,
https://hrdailyadvisor.blr.com/2019/03/29/4-reasons-you-
need-a-transparent-company-culture/

[24] Tegze, J. (2018), The Importance of Transparency in
Employer branding https://www.sourcecon.com/the-
importance-of-transparency-in-employer-branding/

[25]26. Minchington,B.(2012), Employer branding requires
strong leadership,
https://www.personneltoday.com/hr/employer-branding-
requires-strong-leadership/

© 2019, IIREAM All Rights Reserved.


https://www.sourcecon.com/the-importance-of-transparency-in-employer-branding/
https://www.sourcecon.com/the-importance-of-transparency-in-employer-branding/
https://www.personneltoday.com/hr/employer-branding-requires-strong-leadership/
https://www.personneltoday.com/hr/employer-branding-requires-strong-leadership/

