N2

IJRDET

International Journal of Recent Development in Engineering and Technology
Website: www.ijrdet.com (ISSN 2347-6435(Online) Volume 15, Issue 02, February 2026)

Role of Employee Value Proposition in Enhancing Workforce
Stability

Khushi Maheshwari!, Dr Charu Bisaria?

Scholar, 2Assistant Professor, Amity Business School, Amity University Uttar Pradesh, Lucknow Campus, Lucknow, India

Abstract—- Workforce stability has emerged as a strategic
priority for organizations in an era marked by talent
shortages, rising turnover costs, and changing employee
expectations. This study explores the role of the Employee
Value Proposition (EVP) as a key driver in enhancing
workforce stability. EVP represents the unique set of
offerings, values, and rewards that employees receive in
return for their skills, capabilities, and experiences. Drawing
upon quantitative and qualitative data from employees across
sectors, this research examines how a well-constructed EVP
influences retention, motivation, job satisfaction, and
organizational commitment. Findings indicate a significant
positive relationship between EVP strength and workforce
stability, with recognition, work-life balance, career
development, and organizational culture emerging as critical
components. The paper concludes with implications for human
resource practitioners and recommendations for future
research.

I. INTRODUCTION

Workforce stability—defined as the ability of an
organization to retain its employees over time—is a critical
determinant of organizational performance. High rates of
turnover not only incur financial costs but also disrupt
team dynamics, reduce institutional knowledge, and
negatively impact morale. In an increasingly competitive
labor market, organizations are seeking sustainable
strategies that minimize turnover while maximizing
employee engagement and productivity.

The Employee Value Proposition (EVP) has gained
considerable attention as a proactive approach to workforce
stability. EVP encapsulates the total rewards and
experiences an employee expects from their employer,
including compensation, career opportunities, work
environment, and organizational culture. A strong EVP
aligns employee needs with organizational goals, fostering
a sense of belonging, purpose, and commitment.

This paper investigates the extent to which EVP
contributes to workforce stability. It seeks to answer the
following research questions:

1. What components of EVP have the greatest impact on
employee retention?

2. How do employees perceive the value of EVP in
relation to their long-term commitment?
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3. What are the challenges organizations face in

developing and implementing EVP strategies?

II. LITERATURE REVIEW

1.1 Concept of Workforce Stability

Workforce stability refers to the continuity and
consistency of an organization’s human capital. Prior
research demonstrates that stable workforces contribute
positively to productivity, customer satisfaction, and
financial performance (Allen et al., 2010). High turnover,
conversely, is linked with increased recruitment costs, loss
of expertise, and lower employee morale (Hom et al.,
2017).

1.2 Employee Value Proposition (EVP)

The concept of EVP was introduced by Minchington
(2005) as an employer’s offer to employees that
encompasses both tangible and intangible benefits. A
compelling EVP serves as a foundation for attracting,
engaging, and retaining talent (Sullivan, 2004).
Common elements include:

Competitive compensation and benefits
Career development and learning opportunities
Work-life balance initiatives

Recognition and reward systems

Inclusive and positive workplace culture

1.3 EVP and Employee Retention

A growing body of literature indicates that EVP is
strongly associated with retention outcomes. According to
Backhaus and Tikoo (2004), a well-defined EVP enhances
an organization’s brand and fosters employee loyalty.
Similarly, research by Kahn (2019) highlights that
employees who perceive high value in their work
experience are more likely to exhibit organizational
commitment and lower turnover intentions.

1.4 Gaps in Existing Literature

Although theoretical models support the link between
EVP and workforce stability, empirical research remains
limited.
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Few studies have investigated the relative importance of
specific EVP components across diverse organizational
contexts. This study seeks to fill this gap by exploring
employee perceptions and correlating them with stability
outcomes.

II. METHODOLOGY

Research Design

This study employs a mixed-methods approach,
combining  quantitative  surveys  with  qualitative
interviews to gather comprehensive data.

Sample and Data Collection

Participants were drawn from mid- to large-sized
organizations across sectors including IT, manufacturing,
education, and services. A total of 250 employees
participated in the survey, while 15 HR managers and
employees volunteered for in-depth interviews.

_Instrumentation

o Survey Questionnaire: A structured questionnaire
measured employee perceptions of EVP components
using a five-point Likert scale (1 = Strongly Disagree,
5 = Strongly Agree). Variables included
compensation, career growth, recognition, culture,
and work-life balance.

o [nterviews: Semi-structured interviews explored
personal experiences related to EVP and turnover
decisions.

Data Analysis

Quantitative data were analyzed using statistical
software (SPSS), with correlation and regression analyses
performed to test hypotheses. Qualitative responses were
thematically analyzed to provide contextual insights.

Quantitative Findings
Table 1:
Descriptive Statistics of EVP Components (N = 250)
EVP Component Mean [Standard Deviation
Work-Life Balance 4.12 0.76
Career Development 3.98 |0.81
Recognition & Rewards |(3.85 |[0.88
Organizational Culture |4.05 (0.79
Compensation & Benefits||3.72 (0.91
Workforce Stability 4.08 |0.74
Interpretation:

The mean scores indicate that employees rated Work-Life Balance and Organizational Culture highest among EVP
components, reflecting their importance in enhancing workforce stability.
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Table2:
Correlation Analysis Between EVP Components and Workforce Stability
Variables Workforce Stability (r) Significance (p-value)
Work-Life Balance 0.67 <0.05
Career Development 0.61 <0.05
Recognition & Rewards 0.54 <0.05
Organizational Culture 0.59 <0.05
Compensation & Benefits 0.49 <0.05

Interpretation:
All EVP components show a statistically significant positive correlation with workforce stability. Work-Life Balance
demonstrates the strongest relationship.

Table 3:
Regression Analysis Results

Dependent Variable: Workforce Stability
Independent Variables: EVP Components

Model Summary Value

R 0.76
R 0.58
Adjusted R? 0.56
F-value 68.42

Significance (p-value)||< 0.001
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Table 4:

Regression Coefficients

Independent Variable Beta (B) |t-value |[Significance (p-value)
Work-Life Balance 0.34 6.12 <0.001
Career Development 0.28 5.47 <0.001
Recognition & Rewards 0.21 438 <0.05
Organizational Culture 0.25 5.02 <0.001
Compensation & Benefits 0.18 3.96 <0.05
Interpretation: _Qualitative Insights

Regression results indicate that EVP components
collectively explain 58% of the variance in workforce
stability. Work-Life Balance and Career Development are
the strongest predictors.

III. RESULTS AND DISCUSSION
Quantitative Findings

The analysis revealed that all EVP components had a
significant positive correlation with workforce stability (p
<0.05).

o Work-Life  Balance: Exhibited the strongest
correlation with retention (r = 0.67). Employees who
reported balanced work and personal life were more
likely to indicate long-term commitment.

Career Development: Also showed a strong
association (r = 0.61). Opportunities for growth were
instrumental in reducing turnover intentions.

e Recognition and Rewards: Demonstrated moderate
influence (r = 0.54), highlighting the motivational
effect of acknowledgment and incentives.
Organizational Culture: Positively correlated (r
0.59), implying that supportive and inclusive
environments enhance employee satisfaction.

Regression analysis showed that EVP components
accounted for 58% of the variance in workforce stability,
indicating a substantial predictive relationship.
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Interview responses echoed quantitative findings. Key
themes included:

e Employees valued transparent communication
about career paths.

e Recognition programs improved feelings of worth and

loyalty.

e Flexible work arrangements were increasingly
prioritized, especially post-pandemic.

e Poor organizational culture  and unclear

expectations were common reasons for turnover.

These insights underscore the strategic importance of a
holistic EVP that goes beyond salary and benefits.

Discussion

The findings align with existing literature that links EVP
strength to employee engagement and retention (Backhaus
& Tikoo, 2004; Kahn, 2019). In addition, the study
highlights evolving workforce expectations, particularly
regarding flexibility and well-being. Organizations that
adapt their EVP to evolving employee needs are more
likely to maintain stable workforces

IV. CONCLUSION

This research confirms that a strong Employee Value
Proposition plays a vital role in enhancing workforce
stability. Components such as work-life balance, career
development, recognition, and organizational culture
significantly influence employee retention decisions.
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For managers and HR professionals, these findings
suggest that EVP should be strategically designed,
regularly evaluated, and aligned with employee
expectations to ensure long-term workforce stability.
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