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Abstract 

Purpose - This study aims to examine the antecedents of the Employee Value Proposition 

(EVP)  and Affective Commitment (AC).It also aims to propose a model which includes 

Work itself, Organizational culture, work environment, Reward and benefits and People in 

the organization ,to explain the  relationships between these five  antecedents and AC. 

Design/methodology/approach - A simple random sampling method was employed. Survey 

questionnaires were distributed to 250 employees of reputed private IT organizations of 

which 200 fully completed questionnaires were analyzed using SPSS 22. 

Findings - The findings revealed a significant effect (R
2
=40.4) between Employee Value 

Proposition and Affective Commitment. People in the organization as an antecedent of EVP 

have a relationship and significant effect on AC. This study deals with the prominent factors 

that contribute to Employee Value Proposition among software industry employees and also 

analyzed the influence of Employee Value Proposition (EVP) on affective commitment. 

Practical implications - This study provides insight to organizations how various factors 

influence Employee Value Proposition which is significant in creating employer branding in 

various organizational practices and empirically validate the enhanced affective commitment 

level. 

Originality/value - Previous studies have mainly focused on the antecedents of the 

Employee Value Proposition, whereas this study empirically validates the enhanced affective 

commitment level. 

Keywords: Affective Commitment, Employee Value proposition, Pattern analysis, 

Employees, organization, 

Paper type: Research paper 

 

1. INTRODUCTION 

Employee Value Proposition (EVP) is a set of relationship and association with an 

organization offered in return for the capabilities and experiences an employee brings to the 

organization ,Minchington (2005). This employee centered approach will be a strategic 

approach in various decisions like talent attraction, engagement, commitment  ,satisfaction  

and retention. 

Employee Value Proposition (EVP)is an important aspect in all organizations which explain 

the value or benefit derived by the employees and the organization in terms of  various 

affective commitment , employer branding, retention, and employee engagement, Heger, 

B.K. (2007). EVP plays a vital role in creating and aligning values and aligning between 

multiple stakeholders in organizations, PennieFrow, AdrianPayne, (2011). 
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Many studies of EVP concentrates on developmental value, inspirational value, work 

environment value and work life balance in organizations. Researchers suggest three types of 

value propositions cognitive, practical and discursive.(AkessonM;Skalen;Edwardson,2016). 

EVP fulfills the intention to stay and the relationships between EVP and business outcomes. 

EVP promotes   employee engagement and oneness in the organization (Heger. B.K., 2007). 

The EVP was considered as important because  its component structure, unwavering quality  

and legitimacy in enhancing the commitment and value through  workplace esteem, work  

esteem, and work life equalization.(PattnaikS.K;Misra R.K,2016.) 

The current study emphasizes on the factors influencing employee value proposition factors 

and its relationship towards  the affective commitment. This study  analyzes  the 

characteristics of EVP from the point of view of employees working in the information 

technology sector  in India 

Affective commitment is characterized as the employees passionate connection to the 

organization. Meyer and Allen (1996)defined it as the "longing" part of authoritative 

responsibility. An employee who has affective commitment and explicitly connected to the 

objectives of the organization. This employee focuses on the organization and this  

commitment can also be affected by a wide range of demographic attributes like age, place of 

living , gender, and experience . 

 

Organizational commitment has been analyzed in various ways. The affective component of 

organizational commitment refers to the employees' emotional attachment and involvement 

in the organization. Several studies have used the Affective Commitment Scales of (Allen & 

Meyer, 1990; 1996)and the current study also used the Allen&Meyer scale. 

A number of  studies investigated the usefulness of employees‟ affective commitments 

towards the influence organization‟s performance , performance of supervisor & the work 

group ,the effect on employee turnover and job performance . Vandenberghe, et al (2004). 

Affective commitment is the primary motivators of citizenship behaviors of employees and 

value enhancer, Bergami, M., &Bagozzi, R.P. (2000). Meyer and Herscovitch (2001, p. 301) 

suggest that commitment is “a force that tie up individual towards a act of relevance and 

more performance oriented  targets. 

 

2. RESEARCH OBJECTIVES AND HYPOTHESIS 

The rationale of the current study is to ascertain the consequence of EVP factors determining 

affective commitment of the employees in Bangalore. The basic intention of the current study 

is to analyze the commitment of IT employees can be significantly impacted by the 

Employee Value Proposition. The study has the following objectives 

• To study the influence of various EVP factors (people in the organization, career 

Opportunity, Work environment, Rewards and benefits, organization culture) towards 

affective commitment of the employees. 

Based on the above objective the following the hypothesis are formulated. 

H1. Factors determining EVP influence and relate to the level of employee affective 

commitment. Employees with higher EVP level will score high on affective commitment. 

H1a: EVP factors and affective commitment are interrelated correlated with each other. 

Employees with higher EVP level will score high on affective commitment 
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Figure:1 Conceptual Model 

 

 

The current study was in IT sector, a purposive random sampling technique. Accordingly a 

survey questionnaire was to 250 employees of IT organizations of which 200 fully completed 

questionnaires were collected and  analyzed using SPSS 22. 

 

3. METHODOLOGY 
The research methodology followed for the present   study was based research tool developed 

by the researcher based on the past review and a questionnaireto assessemployees‟ 

perceptions, towards Employee Value Proposition and their level of affective commitment. In 

particular, the sample of employees in the study was employees working in an IT industry. 

The factors determining EVP and AC construct or scale items used in the current study 

wereLikertscale had a good reliability and validity. The Affective Commitment scales were 

taken from the previous study Allen, N.J., &Meyer, J.P. (1990) and Employee Value 

propositions scales were taken from the previous study Parreira, J. (2007). The previous 

literature was the basis for the current survey. The Cronbach alpha value of the factors 

determining EVP and AC is 0.893 which high and acceptable values for social science 

research. The objective of this study is to find out the repercussion of Employee Value 

propositions factors, namely work itself, Organizational Culture, Work Environment, 

Rewards and benefits, people in the organization on the affective commitment of employees 

from Information Technology Sector. The major hypothesis of the study is that affective 

commitment can be improved by Employee Value Proposition factors. IT industry is now 

focusing on retention of employees and commitment towards work. For all the items of the 

construct five -point Likert scale with the weights (1-strongly disagree, 2-disagree, 3-neither 

agree nor disagree, 4-agree, 5-strongly agree) and the conceptual model was formulated and 

given in figure:1  

4. RESULT AND DISCUSSIONS 

RESPONDENT’S  PROFILE 

.The sample size for the study is 200 and they are designated based on their demographic 

status on the of age, educational qualification, gender, monthly income and place of living . 

Among 200 respondents, 62% are between 20 and 30, 26% comprises between the age of 31 

to 40 years of age.62% of the sample respondents are possessing Under Graduation, 28% of 

the respondents are possessing Post Graduation. 55% of the respondents are male and 45% 

are female. 33% of the sample respondents have monthly income between  25,000 to 30,000 

and 22% of the samples respondents have income above 45000. 21% of the sample 
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respondents are in rural 57% of the employee are in urban and 22%  of the sample 

respondents are from   semi urban. 

 

Research Question 1: Whether there is a significant association between the employee 

value proposition factors (people in the organization, career Opportunity, Work 

environment, Rewards and benefits, organization culture) and affective commitment? 

 

Table 2: Reliability Analysis and Chi-square Test  
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   0.895 

    

The level of association representatives have in choice that 

influence the employment and bearer 3.85 0.936 0.894 

    

The organization Level of commitment to environmental health and 

sustainability 3.99 0.927 0.892 112.2 

 

0.000 

The organizational commitment to ethics and integrity 4.01 0.847 0.892     

the organization reputation as an employer  3.89 0.723 0.894     

The desirability of the organization‟s interest to me 3.81 0.706 0.893     

State the workforce environment is formal or informal  3.95 0.936 0.893     

The competitive position of the organization holds in their market 4.13 0.812 0.894     

The level of mindfulness in the commercial center for the 

association brands 4.11 0.777 0.894 

    

The organizational product or services quality reputation  3.92 0.849 0.893     

The level of appreciation that the association indicates workers 3.85 0.957 0.892     

The measure of risk that the association urges representatives to 

take 3.92 0.837 0.893 

    

The size of the organization workforce environment 3.94 0.802 0.893     

The organizational level of commitment to social responsibility 4.00 0.91 0.892     

The degree to which the association to put resources into cutting 

edge innovation and gear. 3.92 0.918 0.89 

    

The notoriety of the customer and client served in playing out the 

occupation 3.94 0.952 0.892 

    

CAREER OPPORTUNITY           

The formative/instructive open doors gave by the employment and 

association 4.06 0.941 0.892 

    

The future carrier opportunity provided by organization 3.86 0.995 0.892 47.68 0.00 

The growth rate of the organization‟s business is high  3.81 1.002 0.891     

State  or not employees are rewarded and promoted based on their 

achievements 3.88 0.946 0.893 

    

The level of stability of the organization and their job is high 3.49 0.87 0.864 
    

THE WORK           

The level of steadiness of the association and their employment  3.42 0.755 0.895     

The measure of out - of-town business travel required by the 

occupation 3.49 0.99 0.896 

    

The open door gave by the occupation to chip away at creative, 

'driving edge' ventures 3.45 0.857 0.892 

    

The level of effect the occupation has on business results your 3.51 0.882 0.892 4.975 0.00 
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effect on organization comes about  

The area of the occupations the association offer  3.54 0.892 0.893 

    

State or not the association notorieties as a business hosts been 

appraised by a third get-together association  3.52 0.99 0.892 

    

The degree to which the employment permits you to adjust your 

work and your other interest 3.44 0.925 0.892 

    

State the job responsibility match your interest 3.42 0.755 0.891     

The competitiveness of the job's financial compensation package 3.49 0.99 0.895 

    

The comprehensiveness of the organization's retirement benefit 3.45 0.857 0.893 

    

The comprehensiveness of the organization health benefit 3.51 0.882 0.895 

    

PEOPLE IN THE ORGANISATION           

State the working for association gives chances to mingle different 

representatives.  3.85 0.821 0.895 

    

State the workplace is group situated and collective. 3.98 0.778 0.894 3.195 0.00 

The quality of the co-worker in the organization 3.84 0.849 0.895     

The quality of organization managers 3.92 0.825 0.893     

The organization reputation for managing people 3.8 0.921 0.894     

The quality of organization senior leadership 3.83 0.975 0.893     

Rewards           

the intensity of the occupation's money related pay bundle 3.46 0.881 0.895 

    

The comprehensiveness of the organization's retirement benefit 3.73 0.839 0.893 

    

The comprehensiveness of the organization health benefit 3.79 0.957 0.895 

18.78 0.00 

The measure of occasion/get-away time that workers win every 

year 3.74 1.041 0.895 

    

Overall Cronbach’s alpha     0.893     

 

 

The alpha‟s coefficient is more prominent than (0.6) which demonstrates that the information 

taken for the research has ideal inner consistency and unwavering quality. The corresponding 

information states that the mean scores for the organization‟s level of commitment to hire a 

diverse work force (4.34) has been ranked one followed by the competitive position of the 

organization holds in the market(4.13) and the level of awareness in the market place for the 

organization brands(4.11) holds the third among the various employee value proposition 

factors. 

The chi square value is significant for all the employee value proposition factors 

namely work itself(4.975),people in the organization(3.195),career 

opportunity(47.68),organization culture and work environment(112.19)and 

Rewards(18.78),as the p-value (p = 0.000) is less than 0.001 we conclude that Null 

hypothesis is rejected  and alternate hypothesis is accepted. It is inferred that there exists 

relationship between all the Employee Value Proposition factors and affective commitment 

level of IT employees. 
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Research Question 2:What are themost critical factors of Employee Value proposition that 

influence IT employees affective commitment? 

 

Table 3:KMO and Bartlett’s Test 

 

KMO and Bartlett's Test 

Kaiser-Meyer-Olkin(KMO)Measure of Sampling Adequacy. 0.768 

Bartlett's Test of Sphericity Approximate. Value of 

 Chi-Square 
929.719 

df 253 

Significance 0.000 

 

Table 4: Promax Matrix 

 
Pattern Matrix

a
 

    

1 2 3 4 5 C
o

m
m

u
n

a

li
ti

es
 

Work it self The open door gave by the employment to 

take a shot at creative, 'driving edge' ventures 0.783         0
.4

0
2
 

  The degree to which the employment permits 

you to adjust your work and your other 

interest 0.737         0.532 

  State or not the association notorieties as a 

business hosts been evaluated by a third get-

together association 0.723         0.458 

  The area of the employments the association 

offer  0.705         0.619 

  The level of effect the employment has on 

business results your effect on organization 

comes about  0.696         0.594 

  The measure of out - of-town business travel 

required by the employment 0.656         0.577 

  State the employment duty coordinate your 

advantage 0.610         0.514 

 The future bearer opportunity gave by 

association   0.995       0.599 

  The development rate of the association's 

business   0.688       0.487 

 Organizationa

l culture  

The notoriety of the customer and client 

served in playing out the employment  

   0.623       0.644 

  The authoritative responsibility to morals and 

trustworthiness  

   0.598       0.542 

  The level of admiration that the association 

demonstrates representatives   0.586       0.511 

  The degree to which the association to put 

resources into present day innovation and 

hardware   0.546       0.751 

  The formative/instructive open doors gave by 

the occupation and association   0.541       0.562 
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  The attractive quality of the association's 

business to me      0.845     0.424 

 work 

environment 

The level of mindfulness in the commercial 

center for the association brands     0.798     0.627 

  The organizational level of commitment to 

social responsibility     0.661     0.500 

  The organizational product or services 

quality reputation     0.639     0.551 

  State the workforce environment is formal or 

informal     0.509     0.712 

  The organization commitment to 

environmental sustainability     0.481     0.621 

Reward and 

benefits 

The comprehensiveness of the organization 

health benefit       0.89   0.498 

  The comprehensiveness of the organization's 

retirement benefit       0.809   0.723 

  The amount of holiday/vacation time that 

employees earn annually       0.795   0.791 

People in the 

organization 

The quality of organization managers 

        0.785 0.769 

  The quality of organization senior leadership         0.782 0.426 

  The quality of the co-worker in the 

organization         0.618 0.603 

  The  commitment levelof employees which 

reflects in carrier          0.523 0.696 

 Eigen Value 6.460 3.227 2.553 1.835 1.658 

   % of variance 23.925 11.95 9.456 6.795 6.14 58.27 

  Cronbach’s Alpha 0.846 0.849 0.776 0.817 0.687 
  

 Number of elements 7 7 6 3 4  

 

 

Table:3 &4 shows the results of KMO and Bartlett‟s Test and Pattern matrix which suggests 

whether  the sample is well adequate and also determine the Key EVP factors influencing 

employee affective commitment.The researcher scrutinized EVP factors with the tool factor 

analysis to determine the key factors . Factor analysis reduced the 38 variables which 

determine the Employee Value Proposition  into smaller number of factors and justify those 

factors in influencing factors towards employee Affective Commitment.  

PromaxMatrix provides a unique solution and the results generated will prove the criteria for 

retention of the variable determining Employee Value Proposition. It also  study the 

relationship among the variables that determine Employee Value Proposition and to decide 

whether factor analysis is appropriate to proceed with. The KMO measure of sampling 

adequacy (0.768) and Bartlett‟s test (929.719) has been used to examine the strength of the 

sample and it is concluded that that factor analysis is more appropriate tools used in the 

current study. The communalities of 27 items ranged from 0.402 to 0.791 indicating that a 

large amount of variance has been extracted by the factor solution. 

 

The 38 variables for determining the Employee Value Proposition has been chosen by the 

researcher and the opinion of the employees has been collected by using Likert scales. Likert 

scaling techniques has been used by the researcher to explore the perception of IT employees 

in  determining the Employee Value Proposition .To  the ensure the  reliability the Cronbach 

Alpha which is one of the best and popular methods has been used to check  the internal 

consistency Santos(1999) . The overall Cronbach Alpha Coefficient for the 38 key factors 

determining the attributes for Employee Value Proposition is (0.889) stating that the items 
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have an acceptable level of   internal consistency. The reliability score of 70 or higher is 

considered as „acceptable‟ in the discipline of social science research . 

 

The Cumulative Variance percentage  accounted by the 27 key EVP factors Work itself 

factors are 58.27% and the variables  have been grouped in five  factors viz 

Work itself(23.925%) which includes driving edge ventures, location of employment,level 

of effect the organisation has on business results.The second factor   Organizational 

culture(11.95%) comprises authoritative responsibility of moral and trustworthy,the level of 

respect they have on their employees,formative/instructive open doors.The third factor 

work environment(9.456%) organisational level of commitment to social 

responsibility,workforce environment is formal/informal.The fourth factor Reward and 

benefits(6.795%) includes comprehensiveness of organisation health benefits,vacation time 

the employees  earn annually, and fifth final factor People in the 

organization(6.14%).Thus the EVP in IT companies create so much of advantages like 

developing better engaged workforce community.The Cronbach‟s alpha coefficient ranges 

from 0.846 to 0.687 for all the five factors which is higher than the given value of 0.6 which 

gives the high internal consistency and the reliability is also good with the value of 0.893. 

Research Question #3 What is the relationship between EVP factors and IT employees 

affective commitment. 

 

Correlation analysis was carried out to study the relationship between the factors determining 

EVP and affective commitment at the 0.05 level of significance. 

 

Table 5: The Pearson Correlation analysis between  EVP factors and affective 

commitment (N=200) 

 
Factors 

1 2 3 4 5 6 

1.Work it self 1 .321
**

 .218
**

 0.117 .289
**

 .370
**

 

 2.Organizational culture .321
**

 1 .593
**

 0.131 .309
**

 0.126 

3.work environment .218
**

 .593
**

 1 0.104 .272
**

 .184
**

 

4.Reward and benefits 0.117 0.131 0.104 1 .264
**

 .336
**

 

5. People in the organization .289
**

 .309
**

 .272
**

 .264
**

 1 .549
**

 

6.Affective  commitment .370
**

 0.126 .184
**

 .336
**

 .549
**

 1 

**. Correlation is significant at the 0.01 level (2-tailed). 

From the Table 5, it can be inferred that there exists a statistically significant relationship 

between factors determining EVP  and Affective  commitment ranging from 0.117to 0. 593. 

Among the EVP factors , People in the organization(r=.549) has been the most influential, 

with statistically significant relationship with the Affective  commitment. The results also 

revealed that Work itself(r=.370)variable , is second highly impactingvariable among the 

variables of employee value proposition in enhancing the Affective  commitment. From the 

results of correlation analysis, it can be interestingly concluded that Reward and 

benefits(r=336), is also significantly related with Affective  commitment .  

To examine the sub Hypothesis 1a, EVP factors and affective commitment are interrelated by 

the factors inter correlation analysis was done and the results was given in table 5.The inter 

relationship between Organizational culture and work environment are highly interrelated  it 

was found out through correlation analysis and the results conclude Organizational culture 

and work environment is highly influencing EVP factor. 
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Research question #4:  What is the impact of EVP factors on employee’s affective 

commitment? 

 

To answer the research question 4, regression analysis has been carried out to find the impact 

of independent variables factors determining EVP and dependent variable employee‟s 

affective commitment. All the hypothesized relationship was found to be significant which is 

presented in table.6. The multi-collinearity was not a problem in the current study because no 

correlation value between prediction variables in table.5 was above 0.6 (Farrar, and  Glauber, 

1967, Mansfield & Helms, 1982). In the regression analysis all the factors of Employee 

Value Propositionare significantly influencing work commitment of employees. 

 

Table 6: Model Summary for regression analysis 

Dependent 

Variable 

Independent variables 

(Employee Value Proposition) 
R R

2
 

Std. 

Error of 

estimate 

F Sig. 

Affective  

commitment 

F1-  Work it self .370
a
 .137 4.3296 31.48 .000 

F2- Organizational culture .126
a
 .106 4.6238 13.21 .001 

F3- work environment .184
a
 .084 4.5815 16.94 .009 

F4- Reward and benefits .336
a
 .113 4.3900 25.224 .002 

F5-People in the organization .549
a
 .301 3.9156 42.29 .004 

Employee Value Proposition .635
a
 .404 3.6934 12.73 .000 

In the above table, R value represents simple correlation and determines the relationship 

between Employee Value Proposition and Affective commitment. The correlation value 

indicates quite high degree of correlation   between Employee Value Proposition and 

Affective commitment(r= 0.635). The R
2 

value indicates the total variation level  in the 

dependent factor (Affective commitment) can be elucidated by the independent variable 

(Employee Value Propositionfactors) and here it is (R
2
= 40.4%) can be explained by 

Employee Value Propositionfactors which is quite good influence. 

 

Table 7: Regression coefficients 

 

 

Dependent Regressors 

Unstandardize

d  Coefficients 

Stand 

Coff 

T Sig. B 

Std. 

Error Beta 

Affective  

commitment 

(Constant)           

F1-  Work it self    0.379 0.068 0.37 5.612 .000 

F2- Organisational culture 

0.123 0.069 0.126 1.792 
.001 

F3- work environment 0.244 0.092 0.184 2.636 .009 

F4- Reward and benefits 

0.643 0.128 0.336 5.022 
.002 

F5- People in the organisation 

0.230 0.189 0.549 6.503 
.004 

 

Five Factors of EVP are  work itself, Organizational Culture, Work environment, Rewards 

and benefits and people in the organization  towards affective  commitment, have been 

explained in the model with much more statistical significance.These factors influence the 

affective commitment by 40.4percent  
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Beta coefficients for the regression model provide necessary information to predict the level 

of affective commitment from various EVP factors.  In the regression model in table.7, 

Rewards and benefits (B = 0.643, Sig. < .001) and work itself (B = 0.379, Sig.<.001) are 

contributing maximum to predict affective commitment of employees. 

So the study confirms that the regression model is statistically, significantly predicting  the 

outcome of affective commitment through EVP factors which conclude a good fit for the data 

too.  

The regression model fit is, 

 Affective Commitment(Y)= 14.67+Work itself ( 0.379 )+Organisationalcultue 

(0.123) +work environment(0.244)+ Reward and benefits(0.643)+ People in the 

organisation(0.230) 

 

CONCLUSION 

This study has  discussed  how the  employee value proposition factors influence the level of 

affective commitment. Exploratory factor  analysis was done to frame out the major factors 

such as work itself, organizational culture, rewards and benefits. Organization culture  and  

work environment has the high level of influence in affective commitment. 

The determination of employee value proposition factors and their impact on work 

affectivecommitment plays a vital role .In this research study, thePromaxMatrix was 

accustomed in order to identify and extract five major factors of employee value proposition 

for IT employees. The Promax Matrix analysis identified five major factors namely  Work 

itself   ,Organisational culture, work environment, Reward and benefits, People in the 

organisation .The findings of this study reveal that among the five dimensions „People in the 

organisation‟„Rewards and benefits‟ and „work itself‟ has emerged as the most important 

predictor of affective commitment of IT employees. 
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