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ABSTRACT

The world of work has now changed. Gone are those days when the employment seekers were willing to go out of
their way in order to please the potential employers and to convince them to take them into their company services.
As with the passage of time, the global economy has changed, the role of the employees has taken a change. The employees
have become more and more important and relevant in everything that a company does. One way in which the company
can gain competitive advantage is through hiring and retaining the best talent. This is the major reason for talent war at
the job market. Companies are putting in their best of efforts to attract and hire the best talent so as to remain at the
forefront of the competition. PVR is planning to use the various social media platforms for enhancing their employer
branding to attract the best talent with the bet skills. At the same time the company with the help of the survey got to know
about the viewpoints of the employees working in the company and so to retain employees the company is now planning to

improve upon their existing talent branding strategies to stay a leader in their industry.
KEYWORDS: Internal Brand, External Branding, Satisfaction, Loyalty, Entertainment & IT Industry
INTRODUCTION

Companies in today’s competitive world are makifigefforts possible to take their companies to tepel of
excellence. The companies are blending in bedteif tultural traditions, policies and procedured aorkplace practices
in order to give their employees a feeling of hoffikey are basically working for the establishmehtheir employer
brand.The world of work has now changed. Gone lzoee days when the employment seekers were witirgp out of
their way in order to please the potential emplseyand to convince them to take them into their camgpservices.
As with the passage of time, the global economy tlanged, the role of the employees has taken ageha
The employees have become more and more impontdntedevant in everything that a company does.Oag iw which
the company can gain competitive advantage is girchiring and retaining the best talent. This is thajor reason for
talent war at the job market. Companies are puttirtheir best of efforts to attract and hire tlestotalent so as to remain

at the forefront of the competition.
Employer Branding

A basic definition about brand is a hame, sign,tedasign, or symbol, or combination of these teatised for
identification of services and goods of a selled ased to differentiate those from the competitraployer Branding is

used for application of the principles of branditagthe human resource manageméntis not a new term as such,
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the term has become gradually more important. €ha tvas first defined in the Journal of Brand Maragnt in 1996 as
“a package of functional, psychological and ecorob@nefits which are provided by the employment, are identified
with the employing company”. Within five years, B901, it had been found that 40% of 138 compartias had been
surveyed in North America by the Conference Boamtenengaged actively in some kind of the employanding
activities. In 2013, an employer brand survey wandccted at the global level whichdepicted that 6d24he HR
professionals and 41% of the non-HR professionai®vaware of ‘employer branding’. By 2008, it wasifirmed that the

term employer branding was integral to any compabysiness strategy and that it was not only atifomof HR.

Branding always has been about the company andaotim@any’s reputation. Traditionally people had be¢n a
part of branding. Branding was associated with wiha people think about the company’s products seivices.
With the growth of the business world one of thallgmges is that people have now started to agsdaianding with their
experiences with the company and so nowit's mockeraare about people. Now employer branding is ladlgievhat the
employees feel about their company and what thentaln the market perceives about the company nsatte
What the employees are communicating about the aagpghe working environment, their experienceshir friends,

families, strangers and acquaintances, workingethdt either make or damage the company’s reputati
Employer branding now is defined as the process of

» Promoting a company

» To a specific or desired group of talent which ¢benpany wishes to hire and retain

» As the Employer of choice

The Employer Brand is defined as the company’stegjmn in a job market as an employer. Today tlieigeneed of
building a strong Employer Brand more than everislbecause it has a direct impact on the talectuitenent and

retention and ultimately leading to company’s ragtion. Building a strong Employer Brand is basigathportant to
» Attraction of the best industry talent.
» Retention of the employees
« Balancing between the rewards and incentives dgiwvéhe employees for their performance.

» ldentification of various policies and procedurasattwill help demonstrating the company’s commitirtemards

employee’s growth and well being.
* Building a global reputation which will attract gge from around the world.

» Enhancing the customer‘sexperience because the aorisp reputation and the customer’s experience are

connected and any company’s reputation is depemaequality of its employees.

e Strengthening their online brand visibility. Socrakdia now plays a very important role in spreading the

information. The company will be able to expandéach with the help of a strong employer brand.

» Increasing the influence on the customers. The eysgls experience counts and what the employeeadspre

about the company has a direct influence on thiemess. When a company is good with their intecustomers
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it impacts directly the satisfaction levels of thd@ernal customers.

EMPLOYER BRAND CREATION PROCESS
The company'’s Values, Goal and Culture

Identify what the company’s services, purpose, esllaccomplishments, goals, offerings. Then idgtiié most
important and influential aspects of a company tizat be used as a valuable employer. Select chakemewards that

would be attractive to the potential talent.
Employee Rallying

The impression that a company wishes to make to plogential talent has to be in line with the iregsion of
their existing employees. Employer Branding is impdete if the employees do not believe in it. Tieployees of the
company are the brand ambassadors and so theiienges have to be positive ones. The company dremdure that the
benefits provided are fair, their office is welcagiand hard work is appreciated and rewarded. Hapmyloyees will

lead to creation of a positive Employer Brand.
Brand Image and Recognition

The company’s environment and culture is somethwhich the company’s employees know but the potentia
talent is unaware about the company’s culture. 8iarage is important in ensuring that the job seekave recognition
of your company and acknowledge it while looking &job. Brand image is the perception that pebplee about your
brand. The people focused are the potential catetidand their expectations and feelings about ymmpany.

If the company has a distinct brand image thenilltaitract the best talent. Some aspects thatbeakept in mind while

creating the brand image can be logo, color, valypes of employees, career sites, etc.
Content Creation and Distribution Strategy

Once your company has identified what it wants iee goff as an employer brand, the next step is exnt
creation. The content should be unique, attractieépffensive and it should be communicating thediits the candidates
will have once joining the company. The distributi@f the information at the right place is very on@nt.

Various distribution channels that can be usechbycompanies are:
» Blogs
* Emails
» Career sites
» Social Media
* Videos

External Branding

It refers to the branding which is done with théphaf external sources and might require (or noths kind of

investment in monetary terms or any other form. &atrategies of external branding can be:
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Job Sites Recruitment is the first thing for any HR is adob sites provide the best opportunities for bnagdi

through various means like Pop ups, etc.

Banners Banners also can be used for branding. Bannarsbea either Online Banner or Street banners.

In Online banners, the companies name will flaslvamipus web pages according to our your pricechudce.
The Company can organize seminars, presentatiorggdbbing the attention of people towards the mamy.

Corporate social responsibility (CSR) is one thestiwidely used external branding strategy useddmpanies.
It is defined as the corporate association with Huziety for some kind of noble cause which can be

by associations with any Charitable Trust, a NG@ror other form of public venture.

Newspapers Branding can also be done with the help of newspa It can be in the form of job Ads which are

attractive and benefits centered to attract themiil candidates.

Email: Various job portals are existing now a day whgie seekers post their resumes and applications.
The companies can create an automatic reply whightntontain a small description of the main aspeuft

individual's and public interest along with an oduction to the company.

Internal Branding

It is mainly concerned with current and the pot@Entemployees information regarding their employment

experiences and what has been expected out of Beme strategies for internal branding can be:

Front Office: “First impression is last impression”, the companfront office should be neat and tidy

with a welcoming and smiling receptionist who wetes the various guests with courtesy.

Stays Interview: HR department should conduct interviews withenhgployees in which they can ask them about
their career prospects, experience with the orgdioiz, take feedback about their departments Téte.feedbacks

can be analyzed and internal brand can be improved.

Exit Interview: An exit interview allows the company to analyze treasons for the exit and this will help

the company work on their internal brand image rtlice the number of exits.

Employee Satisfaction Employee satisfaction is one of the most impdr&spects for any company to grow.
Satisfied employees will lead to increase in praitg. The company should a positive environment f

employees as these employees will lead o the oreafithe company’s image.

Employee Participation Company should always ensure maximum participatibtheir employees in internal

external events.

Trained Employees The company should provide proper training toeh#loyees before putting them to work.
The trainings should cover all aspects like visjpoljcies, mission working of the company. Thislvailiild and

depict a good image of the company on the new eyepka

TALENT BRANDING

Talent Branding also know as Experience Brandirajeft Brand is a highly social and a public versidrihe
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company’s employer brand including what the taleqtast, present, future, thinks feels and sharestafmur company
and its workplace culture. It is an important temhiring and retention of the talent and promotyagir company’s image

to the job market. A strong talent brand will Idadattraction of high quality employees.

Talent management is important for any company rtbaace their performance and innovation. Talent agament

means:
» ldentification of specific skills required and wikeran they be found
« Attraction of employees with required talent andlgies
« Alignment of the workforce with the company’s stgy.
* Retention and development of employees

Employer and Talent Branding together can work wiéla company is communicating an employer brand a
they do not have anything to back it up with thieeré is no point. If a company states to be théfdases to work for and
is not able to deliver it then it will lose its elopees and lead to creation of a negative compamgfgitation.
Attracting potential candidates and retaining thama two different things. This is the basic diffece Employer and
Talent Branding. Talent branding is what backupshepEmployer Branding, the values, practices, egpees that make

the company the best option.

Talent Branding has become important now as soe@lia has provided a platform where people canaligtu
discuss their experiences. Now a company havingpa falent brand will have a greater impact on hess as information
is now available easily. At macro level, talentratimg is crucial in attracting the human capitalhwiequired talent that
will contribute to the company goals. It not onlgls a company with a framework to increase thedpctivity but is
also crucial for improvement of recruiting, retemtiand commitment of their employees.At micro leystential talent
depends on talent branding which is developed thighhelp of personal experiences, perceptionseobtbnd and word of
mouth while making decisions for choosing the ptatemployer. A poor talent brand image may leagaor attractions,
unhappy employees and ultimately leading to reduwmmdpany’s performance.Talent brand is the resulhe set of
experiences of the employees that work in the compais incorporates an understanding of how thepany meets the
different needs of various talent segments in tbhenmany, the level of involvement of leadership amv is it

communicated to the various candidates.

EMPLOYER AND TALENT BRANDING STRATEGIES BY PVR
Employer Branding

PVR unlike many other companies does not use aoklsmedia platform for creating awareness amorgy th
potential job candidates about the various job oppities at the company. The company has its owbsite through
which potential candidate can apply for job opesingthe company or through employee referrals. FiRedepartment
looks out for potential candidates for various @@&nings through various job portals such as naughkri, moster.com,etc.
The company also does not have any page on angl snedia platforms wherein the employees alreadsking in the

company share their experiences so that the patgoiti seekers can get an idea of how is it likevook in the company.
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HOME ~ ABOUTUS  JOBS  CONTACTUS  VISITUS

Keyskills, Designation Desired Location Experience  Expected Salary

Jobs Jobs by Location

Delhi NCR 8 | Gur

Delhi 2| | Mun
Kochi 1| | Hyderabad 1

Navi Mumbai 1| | Mumbai 1

Chennai 1/ | Mohali 1

e : PVR bluO 4th floor, Ambience Mall,Gurgaon. Date & Ti..view

Jobs by Role
monster.com,etc.
Figure 1
TALENT BRANDING
REWARDS AND RECOGNITIONS
SPOTLIGHT AWARD

Appreciating employees for stretching their workdahas gone above or beyond normal call of duty.
Also, his/her actions have enhanced customershdetigmpany values or organizational culture. foisall employees at
corporate/regional office employees who have cotadleat least 3 months with the company. It is adividual
Recognition Award for employees of M3 level andabavhich is recognized by the employee’s immedsateervisor as

and when occasion arises.

An email is sent by the supervisor appreciating theployee on their demonstrated performance.
Certificate of appreciation along with a bronzer diadge will be given to the employees and the geition will be
mentioned on the notice board. The employee raugithie award will have to wear the star badge endft side of the

shirts collar of their uniform.
STAR OF THE MONTH

Appreciating employees for providing contributionachieving goals, customer service or high peréree with
business achievement. It is for all employees giamate/regional office employees who have comgletdeast 3 months
with the company. It is a monthly individual Recdgm Award for employees of M3 level and below wiis recognized

by the employee’s immediate supervisor as and wleeasion arises.

A certificate of appreciation is send by them HQDthe team member. A siler star badge is givenhto t
employees with a cash prize of Rs.500. The emplogegiving the award will have to wear the stardeadn the left side
of the shirts collar of their uniform.

LONG SERVICE AWARD

This award celebrates the long term commitmentlapalty of the PVR employees who have given siguaifit
years of service to the company. It recognizes®, 16 years of employment with the company. The leyges are

honored at a special event. This award is folhalleamployees at the corporate/regional/cinema.level
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A certificate of appreciation along with a silvarilt is given to the employees and the announceméhbe
displayed on the notice board.

EMPLOYEE APPRECIATION PROGRAM

It is for all the employees of PVR to acknowledpeit instant performance and achievements. The @epé
can give an Appreciation card to any of their cadlees (peer, senior or subordinate) form any teahdapartment at any
time. Any employee who has received 30 or morescard quarter can redeem them for a surprisergitappreciation

card can be given on the following basis:

* Amazing! You make our Team Supreme! :This card is given to employees for bringing aifdes impact on

the overall team performance.
« Great job! You are Truly Appreciated: This can be given to any employee for their exceltelivery of work.

e Thanks! You are the Best :This card can be given to any employee for thdiereded support.

SKIP LEVEL MEETINGS

It is a meeting between the manager and the teammbers who are 1 or more level below him/her.
It allows the skip managers to meet the employeiéisout the interaction of the employees immediatpesvisor The

meeting can be held on the phone or in persondet@minutes twice a year. The main objective of theeting is that:
e The managers get to know their team members better.
*  Build trust with the team members.
e Understand their problems.
» ldentify the positive things going on and what imy@ments can be made.
ONE ON ONE MANAGERS MEETING

It is a meeting between the employee and their idiate supervisor. It is held once in a month foot8b

minutes. It can happen over a call or in persomr Mhin objective of this meeting is :
* To find employees current level of stress, morete,
» Track the performance status of the employees.
» Provide feedback to the employees.
e Share formal and informal information about the pamy or unit.
COFFEE WITH HR

It is another way to communicate with the employabgrein the employees can share their concerris tivt
HR and the HR can share what's happening in thepeom or in the units to build a strong relationskifth the

employees. It is held monthly for about 30 minutes.
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FUNCTIONAL TEAM MEETING

It is a meeting within a particular team. It is aeting to connect with the employees and sharenrgtion about

the department or company to engage and recogmpogees and also take feedback.

FUN AT WORK

Fun at work fulfils the basic human need to be alodt helps to breakup boredom that comes frormgloi
repetitive tasks, boosts morale of the employersieases motivation reduces stress and increases heilding.

Employees are more productive when they start @mjayeir job.

Attributes Targeted Audience | Frequency
Festival Celebrations All Employees As & When
Fun-do Series(Fun @ work activities i.e. Ludo, Gh&arom, Quiz, etc) All Employees Fortnightl
Birthday & Employee Appreciation Program All Emplss Monthly
Family Day All Employees Annually
Picnic All Employees Annually
Kids Day Celebration All Employees Annually
Sports Activity All Employees Annually

LEAVE POLICY

There are different number of leaves for differlenviel of employees. The leaves also vary with diffe states.
There are 3 types of leaves: Casual Leaves(CLK IStaves(SL) and Earned Leaves(EL).For E1-E4 lemgployees the
number of leaves per year are: 7 CL, 7SL and 18&@Lemployees M6 and above level the number ofeleare:
7 CL, 7SL and 24 EL.

All leaves are to be approved by the HOD and angresion of leave period for any unforeseen eveats e
granted in special cases. Not more than 2 dayd (ICwill be granted at a time. More than 2 day$ v granted only

on receiving medical certificate.
ATTENDANCE

The supervisors of each functional unit have tb&mnership of team member’s attendance. Automatedess
for attendance recording and a biometric systemsiglled at each site/location. At the end of eaelek the attendance
sheet is send to each employee via the mail scethptoyees can check their attendance and if ieeaay problem then

they can contact heir HOD.
MATERNITY AND PATERNITY LEAVES AND BENEFITS

All the women employees ca avail a leave of maximiBhweeks. The leave application should be subdhBte
days in advance. If someone does not avail 6 wésdkee preceding the date of deliver the she cail & leave

following the delivery.
For paternity leaves the male employees can takexamum of 3 days.
COMPENSATORY OFF

It is given to the employees from grade E1-E4 imenia operations in lieu of working on a day offitiay.
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This compensatory off is valid for 30 days. Any doyee of M6& above level working on any National liday the
compensatory off is valid for 30 days.

LOAN POLICY

Any employee can avail for a loan by proving thguieed documents. The loan amount is differenteach
employee depending on their salary and the numbgears in the company. The loan has to repaidasimum 9 EMI's
(equal monthly installments). The interest ratel vificrease to 12% if the number of EMI are greatean 9.

The EMI deduction is done through payroll and a team request can be applied for only after 6 manth
SALARY ADVANCES

The salary advances are given to all employees@d.nOnly 1 advance is given at 1 time with theraypgl from

the HOD. The salary advance is given not more thée in any year.
INCIDENTS REPORTING

Any incident occurring at any time are handled g people and HOD present at the location. Therimdition

about the incident is passed to all the employedsd hierarchy in real time
MOBILE PHONE BILL REIMBURSEMENT POLICY

The mobile bill reimbursement policy is applicaldteall employees. The amount reimbursed will vasypar
different employee grade levels.

Employee Levels | Amount
M1&M2 3500
M3&M4 2000
M5&M6 1200
E1&E2 800
E3&E4 500

EMPLOYEE REFERRAL POLICY

Every company spends a lot of time, energy and mbmeecruit the potential talent. This policy eressithat the
company has a pool of tries and tested or at lwaltknown candidates for hiring. Employees acbesend ambassadors
and build the employer brand value to ensure toased employment contracts. This policy provide®gportunity to
refer potential candidates for available positikesping in mind the cultural and functional fitmeWhile doing so the
company appreciates their efforts and would als@rd them with monetary benefits. Only if the caladé referred by the
employee joins the company the employee becomggiblelifor rewards. After 3 months the rewards aire go the

employee if their referred employee is still wordifor PVR.

Employee Levels | Amount
M1&M2 15000
M3&M4 10000
M5&M6 8000

E1&E2 3000
E3&E4 1500
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EMPLOYEE UNIFROM POLICY

Employees are ambassadors of the company and eeptbe company to the customer. It is importaat the
employees are dressed appropriately in colourseadyd which convey the company’s message of custeergice at all
times. Also the employees wearing a similar dresthe floor will help our customers distinguishinavhich will enable
faster service. On joining the company 2 sets dfoum are provided to the employees with a pairsbbes based on

measurements. In case of promotion the employeegravided with a new uniform..

BIRTHDAY CELEBRATIONS

Birthday is a special occasion for every personRRPhvakes it more special. The company gives a speicihday
card and a chocolate and a balloon to the emplogdes birthday at the corporate and the cinemall&very month at

the end of the month celebrations are carried @ualf the employees having their birthdays in thatticular month.

MARRIAGE GIFTS

Marriage is a special occasion and PVR makes iemapecial by blessing the newly married. The comgaves

gifts in the form of cash amounts to the employettirgg married.

Category Occasion Amount(Rs) | Representative
Peons/Watchman Own/Son’s/Daughter’s 501 Duty Office
[Technical Staff/Assistant Own/Son’s/Daughter’s 701 Duty Officer
Duty Officer/Engineer/Executives  Own/Son’s/Daugtgef 901 Manager
Assistant Manager/Duty Manager Own/Son’s/Daughter's 1101 Manager
Head of Department/Manager Own/Son’s/Daughter’'s 1130 Manager
Vice President/General Managef Own/Son’s/Daughter's 1501 Manager

EQUAL OPPURTUNITIES EMPLOYER

The company ensures that equal opportunities atgi all the employees in the workplace regardédsheir

caste, gender, religion, marital status. The waastunities are entirely skill based and appraisa¢ performance based.

OFFSITE FOR BUSINESS PLANNING AND GOAL SETTING

An offsite allows employees to get out of the dffilm a completely new location. This offsite airasbtild ad
develop the team’s personal relationships and shyammics and plan and strategize the road maghéotganizations or
function. An offsite is conducted once in a yeareify year a certain amount of budget is allocatedtis offsite. At PVR

a offsite can be of maximum 4 days

PARKING REIMBURSEMENTS

The parking facility is limited at the company’s rporate office. So the company provides monthly
reimbursements to the employees. For differentllef/@mployees the reimbursement amounts are diftel. For E1&

above level employees the amount is Rs.1500 anéllé& above level employees the amount is Rs.3000.
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EMPLOYER AND TALENT BRANDING STRATERGIES BY VARIOUS COMPANIES
MICROSOFT

The company initial online presence for recruitings a nightmare for the potential candidates dueotdent
overload and unorganized career hubs. Now the coynpses a global approach for recruiting insteatiasing distinct

career sites for different countries.
The company now uses various online platforms sisctwitter, facebook, youtube, facebook etc.

Twitter Strategy

The twitter account is b the name of @Microsoftslehich has around 11,800 followers and the cabelsda

receive timely information about the various jokenmgs.
Facebook Strategy

The facebook page with the name Microsoft’s Carpage has over 68,700 likes is a place where thagekers
are able to find information about the various jofportunities and updates about what new the coynpamloing.
The page also provides a tab by the name FrequAskgd Questions to the jobseekers which contaioie imformation
regarding the company’s hiring process. In additttmcompany has a separate page on Facebook bgitiee of Women
at Microsoft. The main aim is providing * insighttd how the women at the company are helping imgimg the way we

live, work and play.’
LinkedIn Strategy

The LinkedIn page,Microsoft Careers with a headlibe What You Love,” aims at providing informati@bout
the various job openings, the benefits, and tledifthe company to around 500,000 followers. Allse,page provides an
opportunity to the candidates to contact the comjsarecruiters. This LinkedIn page is the main seufor jobseekers,
and Microsoft’s recruiters mostly use the wide @f sourcing tools available through this siteamyear, the company
saved £60,000 on the recruitment fees with the belpnkedin for finding the candidates with requdrskills for any new

project. The company also uses the LinkedIn gréopsengaging potential candidates..
Youtube Strategy

The Microsoft Careers YouTube channel uploaded \itisos which provide international perspectivesutbo
various subjects such as culture,diversity andrimstdps at the company. Various videos on ‘Work tdekife at
Microsoft’ have contributed to Microsoft's employlerand by including the employee’s perspectivesualat is it like

to work at the company.

INFOSYS
EXTERNAL BRANDING
» Campus Connect:Infosys Technologies Ltd. had launched” Campusn@oti which is an industry-academia
combined initiative within 60 colleges in 2004. Timain aim was to deepen the industry-academia laoddto
build a foundation for future needs of IT indusagd academia. This initiative was focused on angatil
professionals who are industry ready, by alignihg tengineering talent along with the industry needs

The program also has various program components asche Road Shows, Industrial visits, Workshog an
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Seminar in campuses, contests of programming fatesits, Seminars and Events Sponsored, technieatsv
soft skills for faculty and students.

Career Fairs: The most popular and used tool for networking godhunting is Job fairs. Infosys participates
regularly in these fairs and they also help in@aging company’s visibility among the potential iande, those

who are participate in the job fair.

Web site: The first and the most important source for infation to any employee about the company is the
company’s website. The Official website is attragtihighlighting the various success stories tm gdfention.
The site is also eye catching, also user friendiigplays the strengths, work environment, achievespeulture,
offices and benefits to the candidates.

Corporate Social Responsibilitiesinfosys has decided to participate in the develapnof society. Thir various

initiatives include:

Volunteering: A policy that encourages the employees to workviaious Non-Governmental Organizations

(NGOs) on various community projects. The employeesalso paid allowance for a year.

Emergency aid: The company and the employees are contributingeovarious relief funds for reconstruction

and rehabilitation at the time of natural disasters

Digital Empowerment: Infosys also initiates children at young age iftavith the help of SPARK program by

providing IT trainings and guiding the teachershaf government schools in the rural areas.

Promoting Education and ResearchThe company is also working in India with 400 p&rgjineering colleges

for enhancing their curriculum, enriching theiretatl pool.

Energy Conservation:In India Infosys is among the biggest consumetthefsolar energy. Infosys has decide to

undertake a pilot project for evaluating the fegigjbfor meeting the power requirements with thedghof green resources.

INTERNAL BRANDING

Assistance to the Internal Staff The company makes use of a model that providesisiétaall the employees
about the organizational roles, career streamshamésms for growth. It also provides various guites for the

vertical an the horizontal movements within andbasrvarious career streams.

Virtual Career Centre: It helps the employees for deciding a course oibactThere is a large variety of
information available for alerts on internal jobpdates on various career programs, ranging fromrnat

internships to various tools for career planningd enteractions with managers and leaders on careers

Infosys Leadership Institute: Infosys Leadership Institute is a worldwide foundtwhich supports pioneers
and advances the field of leadership improvemeht. progresses in the direction of executing busines
techniques and guaranteeing that Infosys has pqmpaeers to go up against senior administratiositipms as
and when they emerge. ILI offers a wide range dividual and hierarchical mediations, ideal fronpegsals to
authoritative advancement activities to guaranted tnfosys has a pool of fruitful and preparednpiers to

manufacture tomorrow's endeavor
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e Training Part: The companyhas 9 centers for training in Indifodys has set a standard for the IT industry in

India with the help of its training center locaiadvlysore with world class facilities.
STARBUCKS

The company is aware that what exactly the branih i$he customers minds and employees. They use thi
opportunity for building an employer brand thatgsethem to enhance their employee’s satisfactiegldeand customer’s

confidence as well.
* Some of the policies and benefits provided by Stekb that has helped in building a strong empldyand are:

* Relaxation in Dress CodeStarbucks’ dress codeeasttire level allows for a wide variety of optidos clothing

till they are worn with the green apron.
« Parental Leave PackageStarbucks will also allow fa¢hers for taking paternity leave.

* Free EducationThe company already offers freeotuitd its staff. Now they are also providing fragion for the

spouses and children of their employees, for thdsz have served the military.
Facebook

Starbucks page on Facebook had been formed in. Z0681 the past 3 years the company’s Faceboo&wvisll
increased to over 27,600,000 which has made th@aowy's position 33 on the ‘All Facebook Stats FaatbPage Leader
Board’. Company’s Facebook Page also comes at degposition for various consumer’s brand productpeasthe All
Facebook Stats. On the facebook page, left sidasita number of tabs that provide information i@ ¢consumers. Things
like various Interactive consumer’s polls for gegtibest possible feedback. There is also a tathefemployment
opportunities at Starbucks worldwide. All the tadvsevide information and no selling. There is notgmsthe company for
selling anything to the consumers. Majority of &@m the follower praising and sharing various eigreces and their
love for the Starbucks coffee. Starbucks is notimmpyts followers to post. The company has justated an online
presence by providing a platform where their fansl d&iends come together for sharing their expegsn stories,

pictures and any news for everyone who loves Stdu

The company’s Twitter profile has around 2 Milliéwilowers.They interact with every follower on datbasis.
In the Twitter page, one will observe a @ signrimf of each tweet. The company’s strategy is tia¢ most brands do
not follow, is to reach and connect with every doler at a personal level and then spam the audieiitte their
advertising messages. This way Starbucks has dreateonline presence to which people connect to fa® been

successful with their online campaigns.
TCS

TCS was listed among the top 10 IT companies irD2f}ébally. Employer Branding is managed with tiedplof
a team via communication, the HR branding and tagispecialists. The company has an internal pbstahe name of
‘ultimatix’ which supports all the employee relatesrvices such as filing timesheets, leaves, satips, etc.
TCS also has in-house tool for communication tmatides daily information and news update to theSTénployees on

real-time basis.
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The company provides the following (EVP)employekigagroposition:

The most important value proposition that the comygarovides to its employees is the global expgsutere in
employees get an opportunityfor working on worldssl projects. This opportunity gives employees w foa
understanding, communicating and working with vasieross cultural teams. This allowsfor theTCS eyg#s

to learn and develop their skills and to excel elytheir limit.

The work environment at the companyallows its emypds for working freely in areas where in the
talent,interests and aptitude of individuals amu®d upon. Freedom at work indicates that the eogmnprovides
a number of opportunities to its employees for wugkacross different industrial verticals, techmpiglatforms
and functional domains. This provides opportunitiesemployees for exploring their own domain antbeot

domains in which they fit best into.

The most important part of working is the work-lil@lance. TCS has a work-life balance program knewn
maitre in which theTCSers, who work for long holike the initiatives such as yoga classes,, floagangement
sessions, ballroom dancing classes, theatre wopkstmmputer workshops. It provides an opportunitythte
employees to bring out the creativity and for espheg their talents. Various events such as fdstelabrations,

fair for children, brings the TCS family together.

FACEBOOK

The Extended 6 weeks boot camp onboarding withoeceh— Most of the company’s onboarding is simpid a
very boring day with the form filling exercise. Batcebook provides forthe paperwork required toetnployees
before they begin. This is unique as during theetthie employeesdo not watch videos and hear lechuethe
employees workwith teams that work on various peajects. For demonstratingtheir trust in the néngdin this
timethe boot campers are provided full access ¢octtimputer code behind Facebook. Each of the emelay
assignedwith a mentor. Butthe best part of thisoanthng is that on finishing the process every eygé is
asked that which team and project would they lik@in? This is a powerful way because when youapying
for any job you do notknow that which team or whproject would be good for you as per your skiligl ano

organization gives the new hires to choose the thaynwant to work for.

Hackamonth, the self-directed internal movementr-mbst companies getting an approval for movinga¢wa
job position is complex and on which the employkase very little control. But Facebook’s Hackamorgh
opposite as it is self directed movement procet=rally. It allows the employees thathave workedamy
project for an year to choose their next projeatrteby their own and work with the team for onemoautia if

they liked it they could stay.

Free ice cream and cookies is a life-changing eepee —Facebook has won the award for compelliragl fo
With the employee population of young and healtmpeyees that do not have to worry about their Wewhat
can be more attracting than free ice cream andrpalke number of ice cream variety, milkshakes,l@at3fogurt,

sundaes, cakes, cookies and pies all are unliraitddree.

Acqui-hiring — It is an unique corporate practicewhich is not followed by any other company.

Facebook’s practice of recruitment.acqui-hiring.idt where one acquires smaller firms usuallymaifdy
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thetalent, and not for the products or the custeméntil their Instagram purchase made recentlyoélthe
company’s acquisitions have has a main goal fouigiogy the technical talent. The advantage of thithat the
company gets a whole team which if integrated prigp®uld be productive immediately. “Acquiring tliem”

might an option for capturing “startup/hacker méityta talent whichotherwise would never ever coreido

apply for job on their won in a large company.

» Contest-based recruiting reveals what a prospecbuadd — Like many Silicon Valley firms Face bobkavily
relieson the technical contests that are Interased for finding the hidden or “non-obvious” taldrim the
world. These contests which are inexpensive haviages such as “The Facebook Hacker Cup” allow the
companyfor findingemployees based on their proldehaingcapacity.Initially the contestants areanooysthe
winners targeted for recruitment are selected dmdgause of the work and not because of their degoee
experience or gender. The company also recruitsdbaa contests of algorithm coding that are sp@utbdry

others like TopCoder, Kaggle,etc.

» Hackathon college recruiting — Every year Facebasks a umber of college campuses and challenggsus
teams that are self-selected to find solutionsat@ous technical problems that are real. The fatalare called at
the Facebook’s headquarters for “Camp Hackathontierain the solutions are assessed and judged.
The winners then receive a prize and a summemisitip offer. The students are allowed to keep thaintionsif

they wish to develop startups around them.

 Employee referral “Ninja Hunts” — Facebook relies on employee referrals for riarents. One of the
approaches for gathering names isknown as “Ninjat$juwhere recruiters ask a group of employeesaime
theirtheir friends and to see that if any of thesnld be great engineers the company (where the Kénja refers

to exceptional engineer)

e Unlimited sick days — Mostcompany’s will never ca®es providing unlimited sick leaves. But if the tkas
exciting, your team counts on you and you are edsearded for your performance then there are vew Wwho
might want to miss work for any reasons. To denmamsttrust in the employees one way could be teroff
themwith unlimited sick leaves. The company alsavjates 21 days of paid off every year for the nemployees

as well.

» Benefits for the new parents —like most companygedbook also struggles for hiring and keeping women
engineers. Sothey offer close-in parking spacg@fegnant women. It also provides “4 months paicptl leave

for both spouses, reimbursement for some daycat@adaption fees, and $4,000 “baby cash” for a nem.b

« Performance based rewards —The employee rewards & based on the performances fromthe data tinem
coworker’s feedback. Nothing can send a clear ngessathe employees that performance matters beestatus

and tenure than percentage difference betweemnghartd the average performance rewards.

* Encouraged the workers to drop by any time — trie of the most work-increasing “benefits” by Fauah It
pays the employees $600 every month additionaliforg in a mile distance from the Facebook headtgus.
The goal is to encourage the employees for liviogefor easy casual drop in not only for free food for extra

work as well.
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LITERATURE REVIEW

e Evans Sokro, Central university collage,Departnoéituman resource management conducted a reséarch,t
main objective of this research was to determinetivdr employers are using branding in their congsmand
how this employer branding has an influence orethgloyees attraction and retention in Ghana, irbrking
sector. A sample of 87 employees was surveyedatijet population consisted of all the employeefién
banking sector and descriptive survey was usedtiéthelp of a questionnaire wherein the employesrs
asked about the branding strategies, the attraatidrthe retention rates of the employees. Thénfysof the
research were that he companies used employeribgattdattract and retain the employees and thedoname

has a significant impact on the decisions of thplegees to join and stay in a company.

e V. Vijayalakshmi and Dr. K. UTHAYASURIYAN conducted research,the findings of the research paper were
that due to a shortage of potential and skilled leyges along with the company’s need for those eygas has
lead to a “war for talent”, and this is the maiagen for the increased recognition of the empldyanding as a

company’s discipline.Further, The employer bramatpss consists of 5 steps which are :
* Research-To identify the positioning of the empldpethe job market and determine appropriate astio

* Employer Value Proposition-It gives a reason to therent and potential future employees to work thoe

company and it also reflects the employer’s contipetadvantage.

e Communication strategy-The Employer value propositis used to emphasize the the attractive faciods
benefits.

e Communication solutions-Choosing right words andges that express the employer value proposition
e Action-Implementing all the steps and monitoring thosely.

» Therefore, Employer Branding leads to creationroémployment brand that has a positive effect erbilsiness

performance.

IRENA FIGURSKA — EWA MATUSKA conducted a researtigtobjective of the study was to identify the
various issues linked with Employer Branding in toatext of human resource management. The resatchdentifies
that internal and external Employer Branding presithenefits in the area of human resource. Thénfiscof the research
were that employer branding is becoming importaw & days. Companies have also realized that svetess depends
on their ability to attract, recruit employees amthin the employees with the required skills amat £mployer branding
should be a main part of their human resource nemagt strategy. The companies that have been alleate a good
image of their workplace by showcasing their stteadnside and outside the company have been sfatés the ‘war

for talent’.

Mr. Pankaj Gupta, Ms. Ruchita Patti and Ms. Shavatavah conducted a research,the main objectivéhef t
study was to study about employer branding, théouarbenefits, limitations, need for employer biiagd impacts of
employer branding and analyzing the trends of eygslbranding India. A survey was conducted amond1B& collages
in India. The findings depicted that most of the MBtudents prefer the FMCG sector, the best emploses Hindustan

Unilever and the most important factor considergdtiie students were ‘ high degree of independercevaak,
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opportunities to work with and learn from top talethe company's reputation, working environmelme, ¢ffer of a good
starting position & growth prospects within the quany and total salary package offered’. The commtusvas that

Employer branding is a very important concept in\fitch helps in attracting and retaining the pasdrnéalent.

Dr. ShyamAnandJha, Neeraj Kumar, Dr. Md. Rashicb&ar of L.N. Mishra College of Business Management,
Muzaffarpur, India conducted a research,the rekepaper explains the importance of employer brandind employer
brand as a tool for attracting and retaining péérdandidates. Universum the global leader in eygd branding
conducted a survey and concluded that in the ITos€8oogle, Microsoft and IBM are the top 3 emplsyand in the
automobile industry BMW continues to dominate. Htedy also found that if an employer wants to attend recruit
more women employees in their company then theye havcommunicate their flexible and friendly worktierns.
The study also shows that in private sector theleyeps are attracted to work in companies thatevédadership and
reward for performance. The government employeetherother hand are attracted to companies whiohige flexible

working patterns and are engaged in corporate ls@sponsibility.

Dr.A.NarasimaVenkatesh,Dr.Geetha R conducted eareh,the study depicts the importance of Employer
branding as a tool for employee attraction andntaia. The research also shows a framework foradiegi how employer

branding techniques help in attracting and retgimmployees. The various techniques are:
« Talent Attraction: Brand image of a company helps to attract thet tajbnt.
e Target Audience: Companies need to develop their employer brandrdit to their target audience.

« Employee Value Proposition:EVP is defined as the balance between the revearddenefits are offered to the

employees for their performance. A meaning EVP khba designed and implemented.

» Lasting Impression: The potential candidate’s first impression of teenpany will help in developing an interest

towards the company.

* Recruitment Process Experience:ln order to recruit the right talent the companmesed to design their

recruitment strategies with a lot of care and mieai

« Employees as Brand Ambassadors The current employees in the company are the asabass of the

employer brand.

DeepanjaliKalyankar, Dr. Neha Mathur and SachinBakef University, Raisen, Madhya Pradesh,
India conducted a research,the main objective isfrésearch paper is to understand what is EmplByanding and its
importance for organizations. The findings of theaarch paper are that a strong employer braneedend for attracting
and retaining employees, importance of employendiregy is because of a few reasons such as risinigjicat rate,
high costs involved | talent acquisitions, incregscompetition, reducing costs, etc. The conclusioere that a correct
employer branding will provide the company with amber of advantages and it also contributes toctirapany’s

personality and helps in improving the recruitmamd retention of employees

N Malati, Pratiksha Tiwari, Ruchika Sharma conddcee research,the main objective of the research was
identifying the various factors that affect emplopeanding in selected IT companies, TCS, Wipro hridsys and also

compare and to contrast the students perceptiahsh@nemployer’s perspectives of the branding esiias that have been
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adopted by selected IT companies. Data was cotlegith the help of a questionnaire in Delhi —-NCR,&nployees from
each company and 50students who prefer either M@gro and Infosys. The findings of the research tnat the
communication strategies at TCS and Infosys help é&mployees view the company’'s as a good employer.
This has enabled the company’s forattracting thet belents and provided the company with a good ftd recruits.

In WIPRO's case, better brand management interirategiies can be adopted by the company for enharitieir
employee’s perspectives. Also to become a strorgayrer brand it is necessary to ensure that thea=agons are aligned

along with the reality of working for the company.

METHODOLOGY
Research Design

To study the Employer and Talent Branding Strategiged by PVR and other companies, a descriptaasareh
strategy shall be used. A survey shall be undentdke this research study.The information preseritedhis report
consists of both primary as well as secondary d&imary data- One questionnaire shall be prepared, for thel@mps
working at the PVR Corporate office.Secondary data

 Employees at PVR Corporate office
e Industry Guide
Sample Size

The sample shall consist of 60 employees of thepemy for the questionnaire to be filled by the emgpks.
There is no particular target department or agemr8oth males and females shall be targeted ardistioction shall be
made as such.Convenience sampling shall be usiée istudy and sampling units are chosen primanilgdcordance to

the convenience.Analysis is done in the form ofghiarts and bar graphs.

Q1. Since how many years have you been working withdhganization?

aaaaa

nnnnn

Percent

Since how many years have you been working in the organization?

Figure 2

In the survey, 5 categories of working tenure ef éimployees have been defined which are:Less timaonghs,6
months to 1 year, 1 year to 2 years, 2 years tedsyand more than 5 years. The SPSS output sthavenaximum
employees in the organization have been workingfgears and more.There are minimum numbers of ®apk who

have been working in the organization for 6 momnths year.

Q2. Are you satisfied with your current job?
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Are you,
satisfied with
your current

job?

Figure 3

The above SPSS output depicts that 55% of the gmptoare satisfied with their job. Whereas 25%hef t
employees are highly satisfied with their job arn@3%6 of the employees are not satisfied with tjodir

Q3. How satisfied are you with the following factdn the organization? Please rate the followirgjois with 1
being the least.

SALARY AND COMPENSATION

Rate the followin
factor{1-Lowest
&Hl hest} Salary

ompensation
125.0%

100.0%

75.0%

50.0%

25.0%
0%

T
lessthan € & mumhs to1 1 year t0.2 yearsto S e (har\ s
months years

Percent

Since how many years have you been worklng inthe
organization?

Figure 4

Maximum employees who have been working in the mizgdion for less than 6 months have rated theofamft
salary and compensation with a rating of 1 whichansethat they are not at all satisfied with thistda in the
organization.Maximum employees who have been wgrkirthe organization for 6 months to 1 year hated the factor
of salary and compensation with a rating of 5 whicleans that they highly satisfied with this facior the
organization.Maximum employees who have been wagrkirthe organization for 1 year to 2 years havedahe factor of
salary and compensation with a rating of 2 whichansethat they are somewhat satisfied with thisofaat the
organization.Maximum employees who have been wgrkinthe organization for 2 years to 5 years hated the factor
of salary and compensation with a rating of 2 whimbans that they are somewhat satisfied with thitof in the
organization.Maximum employees who have been wgrkirthe organization for more than 5 years hatedréhe factor
of salary and compensation with a rating of 4 whigdans that they are satisfied with this factah&organization.
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REWARDS AND RECOGNITIONS

Rate the followin,
factors.{1-Lowest !
-Highest}jRewards &

ecognitions

[}l
m2
83
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150.0%

Percent
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less than & Gmomh to1 1y o to2 :v mor th s
mo

Since how many years havo you beon worklng in the
organization?

Figure 5

Maximum employees who have been working in the mimgdion for less than 6 months have rated theofaaft
rewards and recognitions with a rating of 4 whichams that they satisfied with this factor in thgamization.Maximum
employees who have been working in the organization6 months to 1 year have rated the factor efarels and
recognitions with a rating of 5 which means thaytthighly satisfied with this factor in the orgaaipn.Maximum
employees who have been working in the organizatmnl year to 2 years have rated the factor ofarel and
recognitions with a rating of 2 which means thatythire somewhat satisfied with this factor in thgaaization.Maximum
employees who have been working in the organization2 years to 5 years have rated the factor wfards and
recognitions with a rating of 2 which means thatythre somewhat satisfied with this factor in thgaaization.Maximum
employees who have been working in the organizat@nmore than 5 years have rated the factor ofardw and

recognitions with a rating of 1 which means thaythre not at all satisfied with this factor in tirganization.

WORKING HOURS

Rate the following
factors {1.Lows st
“Highest}Workin
urs

K}
ma
80.0%~ Os
60.0%]
40.0%—
= H H
T T T

lessthan 6 6 1Dnths| 1 1yearto2 2yearsto5 morethan5
mornths: years years years

100.0%

Percent

Since how many years have you been working in the
organization?

Figure 6
Maximum employees who have been working in the mimgdion for less than 6 months have rated theofaaft
working hours with a rating of 4 which means they satisfied with this factor in the organizatddaximum employees
who have been working in the organization for 6 thero 1 year have rated the factor of working bowith a rating of 5

which means that they highly satisfied with thistéa in the organization.Maximum employees who hia@en working in
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the organization for 1 year to 2 years have ratedfactor of working hours with a rating of 4 whigteans that they are
satisfied with this factor in the organization.Mesim employees who have been working in the orgéiaizdor 2 years to
5 years have rated the factor of working hours waittating of 4 which means that they are satisfigt this factor in the
organization.Maximum employees who have been wgrkirthe organization for more than 5 years hatedréhe factor

of working hours with a rating of 5 which meanstttigey are highlt satisfied with this factor in theganization.

PHYSICAL WORKING CONDITIONS

Rats the following.
factors.{1-Lowest ;
;HighsstiPhysical
Waorking Conditions
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Figure 7
INTERPRETATION

Maximum employees who have been working in the miegdion for less than 6 months have rated theofamft
physical working conditions with a rating of 4 whicmeans that they satisfied with this factor in the
organization.Maximum employees who have been wgrkirthe organization for 6 months to 1 year hated the factor
of physical working conditions with a rating of Shiwsh means that they highly satisfied with thistéacin the
organization.Maximum employees who have been wagrkithe organization for 1 year to 2 years haveddhe factor of
physical working conditions with a rating of 4 whicmeans that they are satisfied with this factor the
organization.Maximum employees who have been wgrkiie organization for 2 years to 5 years havedrtte factor of
physical working conditions with a rating of 5 whiagneans that they are highly satisfied with thistda in the
organization.Maximum employees who have been wgrkie organization for more than 5 years have rdtedactor of
physical working conditions with a rating of 5 whianeans that they are highly satisfied with thistda in the

organization.
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PEOPLE POLICIES

Rate the followin
factors.{1-Lowest;
s

Percent
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morths year years years. years

Since how many years have you been working in the
organization?

Figure 8
INTERPRETATION

Maximum employees who have been working the orgdiaiz for less than 6 months have rated the faator
people policies with a rating of 5 which means tithey highlysatisfied with this factor in the orgeation.
Maximum employees who have been working the orgaioiz for 6 months to 1 year have rated the faofopeople
policies with a rating of 4 which means that thayisdied with this factor in the organization.Maxim employees who
have been working the organization for 1 year y@ars have rated the factor of people policies witlating of 2 which
means that they are somewhat satisfied with thafan the organization.Maximum employees who hagen working
the organization for 2 years to 5 years have rttiedfactor of people policies with a rating of 2&nwvhich means that
some of them are somewhat satisfied and some oh thee highly satisfied with this factor in the ongaation.
Maximum employees who have been working the orgdioiz for more than 5 years have rated the factqoemple

policies with a rating of 5 which means that they highly satisfied with this factor in the orgeetion.

PEOPLE PROCESSES

Rate the follow
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Figure 9
INTERPRETATION

Maximum employees who have been working the orgdiaiz for less than 6 months have rated the faator
people processes with a rating of 5 which means$ thay highly satisfied with this factor in the argzation.

Maximum employees who have been working the orgdioiz for 6 months to 1 year have rated the faofopeople
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processes with a rating of 4 which means that fadigfied with this factor in the organization.Miaxim employees who
have been working the organization for 1 year {@&rs have rated the factor of people processésaniating of 2 which
means that they are somewhat satisfied with tlitofan the organization.Maximum employees who hagen working
the organization for 2 years to 5 years have rttedactor of people processes with a rating ohd5awhich means that
they are satisfied with this factor in the orgatimaMaximum employees who have been working thgaoization for
more than 5 years have rated the factor of peapleegses with a rating of 4 which means that theysamewhat satisfied

with this factor in the organization.

WORK ATMOSPHERE
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Figure 10
INTERPRETATION

Maximum employees who have been working the orgdiaiz for less than 6 months have rated the faator
work atmosphere with a rating of 2 which means thhey somewhat satisfied with this factor in the
organization.Maximum employees who have been wgrktie organization for 6 months to 1 year havedr#tte factor of
work atmosphere with a rating of 4 which means thia¢y satisfied with this factor in the organizatio
Maximum employees who have been working the orgdioiz for 1 year to 2 years have rated the facfowork
atmosphere with a rating of 2 which means that imeysomewhat satisfied with this factor in theamigation.Maximum
employees who have been working the organizatioR fgears to 5 years have rated the factor of abmosphere with a
rating of 2 which means that they are somewhasfgadi with this factor in the organization.Maximwmployees who
have been working the organization for more thaye&rs have rated the factor of work atmosphere withting of 5

which means that they are highly satisfied witls flaictor in the organization.

WORK SYSTEM AND PROCESSES

Percent
#

een working in the

Figure 11
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INTERPRETATION

Maximum employees who have been working the orgdiaiz for less than 6 months have rated the faator
work system and processes with a rating of 2 whiokans that they somewhat satisfied with this fadtorthe
organization.Maximum employees who have been wgritie organization for 6 months to 1 year havedr#tte factor of
work system and processes with a rating of 4 whielans that they satisfied with this factor in thgamization.Maximum
employees who have been working the organizationlfyear to 2 years have rated the factor of worstesn and
processes with a rating of 4 which means that #reysatisfied with this factor in the organizatdaximum employees
who have been working the organization for 2 ygarS years have rated the factor of work system@mndesses with a
rating of 2 which means that they are somewhasfgadi with this factor in the organization.Maximwmployees who
have been working the organization for more thgedrs have rated the factor of work system andgss®s with a rating
of 5 which means that they are highly satisfiechwlitis factor in the organization.

PEER RELATIONS
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Figure 12
INTERPRETATION

Maximum employees who have been working the orgaioia for less than 6 months have rated the fasftpeer
relations with a rating of 2 which means that tlsgynewhat satisfied with this factor in the orgatimaMaximum
employees who have been working the organizatior fmonths to 1 year have rated the factor of pelations with a
rating of 4 and 5 which means that they satisfiéth this factor in the organization.Maximum emplegenvho have been
working the organization for 1 year to 2 years heated the factor of peer relations with a ratifigtavhich means that
they are somewhat satisfied with this factor in tinganization.Maximum employees who have been wgrkhe
organization for 2 years to 5 years have ratedatior of peer relations with a rating of 4 and Bicthh means that they are
somewhat satisfied with this factor in the orgatimaMaximum employees who have been working thganization for
more than 5 years have rated the factor of peatioaek with a rating of 5 which means that theytdghly satisfied with

this factor in the organization.
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SUPERIOR RELATIONS
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n working in the

Figure 13
INTERPRETATION

Maximum employees who have been working the orgdiaiz for less than 6 months have rated the faator
superior relations with a rating of 2 which meahattthey somewhat satisfied with this factor in thrganization.
Maximum employees who have been working the orgdioiz for 6 months to 1 year have rated the faofasuperior
relations with a rating of 4 and 5 which means tliaey satisfied with this factor in the organizatio
Maximum employees who have been working the orgaioiz for 1 year to 2 years have rated the facfosuperior
relations with a rating of 2 which means that theye somewhat satisfied with this factor in the aigation.
Maximum employees who have been working the orgdiaiz for 2 years to 5 years have rated the fastasuperior
relations with a rating of 5 which means that thase highly satisfied with this factor in the orgeation.
Maximum employees who have been working the orgdiaz for more than 5 years have rated the fact@uperior

relations with a rating of 4 which means that they satisfied with this factor in the organization.

JOB CHALLENGES
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Figure 14
INTERPRETATION

Maximum employees who have been working the orgdioiz for less than 6 months have rated the fauftgob
challenges with a rating of 2 which means that tleymewhat satisfied with this factor in the orgatian.
Maximum employees who have been working the orgdioz for 6 months to 1 year have rated the factojob

challenges with a rating of 5 which means that thHaghly satisfied with this factor in the organimat
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Maximum employees who have been working the orgdiaa for 1 year to 2 years have rated the factgolochallenges
with a rating of 4 which means that they are sgtisfvith this factor in the organization.Maximum goyees who have
been working the organization for 2 years to 5 ydmve rated the factor of job challenges withtimgeof 4 which means
that they are satisfied with this factor in the amigation.Maximum employees who have been workitegdrganization
for more than 5 years have rated the factor ofcjelllenges with a rating of 5 which means that theyhighly satisfied

with this factor in the organization.

PERFORMANCE MANAGEMENT SYSTEM
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Figure 15
INTERPRETATION

Maximum employees who have been working the orgdiaiz for less than 6 months have rated the faator
performance management system with a rating of Rtwihmeans that they somewhat satisfied with thidofain the
organization.Maximum employees who have been wgritie organization for 6 months to 1 year havedr#tte factor of
performance management system with a rating of 4clwhmeans that they satisfied with this factor ime t
organization.Maximum employees who have been wgrkire organization for 1 year to 2 years have rétedfactor of
performance management system with a rating of 2wimeans that they are somewhat satisfied with fédgtor in the
organization.Maximum employees who have been wgrkire organization for 2 years to 5 years havedrtdte factor of
performance management system with a rating of Ichwimeans that they are not satisfied with thigdiaén the
organization.Maximum employees who have been wgrkie organization for more than 5 years have rdtedactor of
performance management system with a rating of Elwhmeans that they are highly satisfied with tlastor in the

organization.
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QUALITYOF WORK LIFE IN THE ORGANIZATION
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Figure 16
INTERPRETATION

Maximum employees who have been working the orgdiaiz for less than 6 months have rated the faator
quality of life in the organization with a rating 6 which means that they highly satisfied withstHactor in the
organization.Maximum employees who have been wgrktie organization for 6 months to 1 year havedr#tte factor of
quality of life in the organization with a ratingf @ which means that they satisfied with this facfo the
organization.Maximum employees who have been wgrkire organization for 1 year to 2 years have rétedactor of
quality of life in the organization with a ratind @ which means that they are somewhat satisfigd this factor in the
organization.Maximum employees who have been wgrktiie organization for 2 years to 5 years havedrtte factor of
quality of life in the organization with a rating & which means that they are highly satisfied wifiis factor in the
organization.Maximum employees who have been wgrkire organization for more than 5 years have rdtedactor of

quality of life in the organization with a ratindg 4 which means that they are satisfied with thaistdr in the organization.

OVERALL WORK ENVIRONMENT IN THE ORGANIZATION
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Figure 17
INTERPRETATION

Maximum employees who have been working the orgdiaiz for less than 6 months have rated the faator
overall work environment in the organization wittraging of 4 which means that they satisfied witfs tfactor in the
organization.Maximum employees who have been wgritie organization for 6 months to 1 year havedr#tte factor of

overall work environment in the organization withading of 5 which means that they are highly $iadswith this factor
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in the organization.Maximum employees who have bserking the organization for 1 year to 2 yearséaated the
factor of overall work environment in the organiaatwith a rating of 2 which means that they arenewhat satisfied
with this factor in the organization.Maximum empd@p who have been working the organization for&s/éo 5 years
have rated the factor of overall work environmemttiie organization with a rating of 2 which meahattthey are
somewhat satisfied with this factor in the orgatima Maximum employees who have been working tlygzwnization for

more than 5 years have rated the factor of overalk environment in the organization with a ratofgd which means that
they are satisfied with this factor in the orgatica

Q4. Does the organization focus on and promoteweaknat various levels?

Does the
organization
focus on ad

promote
teamwork?

Ml strongly Agree
W Agree
ClNeutral

M Disagree

Figure 18
INTERPRETATION

52% of the employees agree that the organizationsfes on and promote team work, 10% strongly abedehe

company focuses and promote team work and 4 % eeligagree that the company focuses on and praeente work.

Q5. Does the organization ensure employee’s invodrg in the decision making process?

Figure 19

INTERPRETATION

52% of the employees agree that the organizatisaores employee involvement in decision making mesaend
17% disagree that the orgaization ensures empioyeé/ement in the decision making process.

Q6. Does the organization provide trainings requfoe growth and development of the employees?
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Does the
organization
provide trainings
required for
growth and

WDisagree

Figure 20
INTERPRETATION

37% of the employees disagree that the organizgtionides trainings required for growth and deveiept of
the employees and 25% of the people agree thairtf@nization provides trainings required for growatid development

of the employees.

Q7. Do you agree that your work is according toryskills?

Do you agree
that your
work is

according to
your skills?

M Strongly Agree

W Agree

DOneutral

Figure 21
INTERPRETATION

60% of the employees agree that their work is atingrto their skills and 30% of the employees giigragree

that their work is according to their skills.

Q8. To what extent to the following talent managet@ractices help enhancing your skills for effeetivork

performance? Please rate the following with 1 bélirgleast.

Motivation of Employees from Top Level Management

Percent

Figure 22
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INTERPRETATION

Maximum employees who have been working in the mizgdion for less than 6 months have rated theofaft
motivation of employees from top level managemeith & rating of 4 which means that for them thiera management
practice helps enhancing their skills for effectiveork performance for effective work performancegaite an
extent.Maximum employees who have been workingadtganization for 6 months to 1 year have ratedf#otor of
motivation of employees from top level managemeith & rating of 5 which means that for them thieta management
practice helps enhancing their skills for effectwerk performance for effective work performancetdarge extent.
Maximum employees who have been working the orgdiaiz for 1 year to 2 years have rated the factonativation of
employees from top level management with a ratifind) which means that for them this talent managermearctice helps
enhancing their skills for effective work perforneen for effective work performanceto quite an extent
Maximum employees who have been working in the mimgdion for 2 years to 5 years have rated theofaaft motivation
of employees from top level management with a gath 2 which means that for them this talent manag@ practice
helps enhancing their skills for effective work foeemance for effective work performancenot to agéarextent.
Maximum employees who have been working in the mizgdion for more than 5 years have rated the fagftonotivation
of employees from top level management with a gath4 which means that for them this talent manag@ practice

helps enhancing their skills for effective work feemance for effective work performanceto quiteeatent.

Training and development of employees
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Figure 23
INTERPRETATION

Maximum employees who have been working in the mizgdion for less than 6 months have rated theofamft
training and development of employees with a ratih§ which means that for them this talent manasgmpractice helps
enhancing their skills for effective work perfornearfor effective work performanceto a large extdakimum employees
who have been working the organization for 6 morithd year have rated the factor of training andetigpment of
employees with a rating of 5 which means that femt this talent management practice helps enharhbaigskills for
effective work performance for effective work perfanceto a large extent. Maximum employees who baea working
the organization for 1 year to 2 years have ratedfactor of training and development of employséh a rating of 5
which means that for them this talent managemeattige helps enhancing their skills for effectiverlwperformance for
effective work performanceto a large extent. Maximemployees who have been working in the orgamiadtr 2 years

to 5 years have rated the factor of training anceliment of employees with a rating of 4 which methat for them this
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talent management practice helps enhancing thiis & effective work performance for effectiveovk performanceto
quite an extent.Maximum employees who have beerkingrin the organization for more than 5 years heated the
factor of training and development of employeeshvatrating of 5 which means that for them thisrtalmanagement

practice helps enhancing their skills for effectiverk performance for effective work performancattarge extent.

Succession Planning and Career Guidance
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Figure 24
INTERPRETATION

Maximum employees who have been working in the mizgdion for less than 6 months have rated theofamft
Succession planning and career guidance with agrati 5 which means that for them this talent managnt practice
helps enhancing their skills for effective work foemance for effective work performanceto a largéert.Maximum
employees who have been working the organizatioré fmonths to 1 year have rated the factor of Ssgioa planning
and career guidance with a rating of 5 which mehas for them this talent management practice hetgsancing their
skills for effective work performance for effectimeork performanceto a large extent. Maximum empésyevho have
been working the organization for 1 year to 2 ydenge rated the factor of Succession planning angec guidance with a
rating of 4which means that for them this talentnagement practice helps enhancing their skillseféective work
performance for effective work performanceto quite extent. Maximum employees who have been workinghe
organization for 2 years to 5 years have ratedfah®r of Succession planning and career guidarite avrating of 4
which means that for them this talent managemeattioe helps enhancing their skills for effectiverkvperformance for
effective work performanceto quite an extent.Maximemployees who have been working in the orgamiaaor more
than 5 years have rated the factor of Successampig and career guidance with a rating of 2 wiieans that for them
this talent management practice helps enhancing #lells for effective work performance for efféed work
performanceto some extent.
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Effective Recruitment and Selection Processes
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Figure 25
INTERPRETATION

Maximum employees who have been working in the miegdion for less than 6 months have rated theofamft
Effective recruitment and selection processes withting of 1 which means that for them this taleahagement practice
doe not helps enhancing their skills. Maximum empés who have been working the organization foroftims to 1 year
have rated the factor of Effective recruitment aetbction processes guidance with a rating of £lwimeans that for
them this talent management practice helps enhagrttieir skills for effective work performance foffextive work
performanceto quite an extent. Maximum employees héwe been working the organization for 1 yea2 tgears have
rated the factor of Effective recruitment and sédecprocesses with a rating of 5which means tbatttiem this talent
management practice helps enhancing their skitlefiective work performance for effective work flrmanceto a large
extent. Maximum employees who have been workinthéorganization for 2 years to 5 years have rétedfactor of
Effective recruitment and selection processes withting of 2 which means that for them this taleahagement practice
helps enhancing their skills for effective work feemance for effective work performanceto some mixdaximum
employees who have been working in the organizdtiomore than 5 years have rated the factor oddfiffe recruitment
and selection processes with a rating of 5 whichmaehat for them this talent management practtgstenhancing their

skills for effective work performance for effectiverk performanceto a large extent.

Performance Management

Percent

Figure 26

INTERPRETATION

Maximum employees who have been working in the mimgdion for less than 6 months have rated theofaaft
Performance management with a rating of 2 whichnaehat for them this talent management practid¢gshenhancing

their skills for effective work performance for eftive work performance to some extent. Maximum eygegs who have
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been working the organization for 6 months to 1ryeve rated the factor of Performance managemihtanrating of 4
which means that for them this talent managemeattige helps enhancing their skills for effectiverlwperformance for
effective work performanceto quite an extent. Maximemployees who have been working the organizdtiot year to

2 years have rated the factor of Performance managewith a rating of 2which means that for thers ttalent

management practice helps enhancing their skilefiective work performance for effective work flemanceto some
extent. Maximum employees who have been workinthéorganization for 2 years to 5 years have r#tedfactor of

Performance management with a rating of 4 whichnaghat for them this talent management practi¢eshenhancing
their skills for effective work performance for effive work performance to quite an extent.Maximeimployees who
have been working in the organization for more tbayears have rated the factor of Performance nemagt with a
rating of 5 which means that for them this talernagement practice helps enhancing their skillseftective work

performance for effective work performanceto aéeggtent.

Q9. Would you refer someone to work in this orgation?

Figure 27
INTERPRETATION

49% of the employees working in the organizatiomeagthat they would refer someone to work in this
organization and 24% strongly agree that that theyld refer someone to work in this organization.

Q10. Have you worked with any organization befooeking at PVR?

Have you
worked in
any
orianlzallon
efore?

Hves
Eno

Figure 28

INTERPRETATION

57% of the employees currently working at PVR haweked before with other organizations and 44%hef t
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employees currently working at PVR have not worketbre with other organizations.

Q11. If Yes, which organization have you workedh®it

Employees currently working at PVR have worked befeith other organizations named:

Ericsson

Prime info Solution Pvt.Ltd
CinePolis India Pvt.Ltd
Wipro Infotech Ltd

HCL

Mothersen Sumi Infotech Decisions Ltd
Info Edge India Ltd

KFC

Fun Cinemas

KKG & Associates (CA firm)
SRS Limited

CMC Ltd

HT

Radio Mirchi

GMR Group &Moets Restaurant
ARCOP Associates Pvt. Ltd.
JLL Gurgaon

KGD / Space Structures
Future Group

Bata

HVS

Oberoi Hotels & Resorts
Future Group

Fortis Healthcare

Q12. Based on your previous experiences, is thgrthang PVR does not do that you feel it shouldlbang?
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Employees currently working with PVR who have prigork experience, based on their experiences gaxtain

suggestions which are:
* Communication among peers and different levels lshioe improved. team work should be promoted
* No Trainings and certified courses are provided
*  No offsite visits.
»  Monthly Trainings are not scheduled at PVR forlshkilprovement
e Motivational Training Session
e Technical certification fees compensation
» Seminars/Get together with management and employees
»  Work environment is very neutral and work presssiteo much on the employees.
* people engagement program must be recommended,
* Inter department get together to make healthyiogiships
» Some program to improve skills/stress managementldhbe planned by HR to improve employee motivatio
 PVR does not pay as per market standards. Thertof scope of growth but there is little motioa.

e PVR is a growing company but the same does notafldcted at the employees. It lacks in motivatthg

employees in terms of compensations and acknowledge
»  Work from home facility should be provided on cértdays instead of spending hours in traffic.

* More of employee engagement in decision makinggs®dn mid management level that helps in credtinge

set of leaders.

* Processes need to be streamlined, people managantappraisal systems needs to be improved, figsrand

development should be focused upon.
 Employee Engagement and career planning

FINDINGS & CONCLUSIONS

e The company is not using any of the social medéf@ims for Employer Branding which are used byiows

other organizations.
* Maximum employees working in the organization asfied with their current job.

* In the research it was also found that the orgainizadoes not provide trainings required for grovethd

development of the employees.

« The main talent management practices that helpetinployees enhancing their skills for effective work

performance are motivation of employees from topellemanagement and training and development of
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employees.
» Most of the employees have worked with other orzions before working at PVR.

* Most of the employees consider that the companyg do¢ provide rewards and recognitions and compiemsa

as expected.

* The company should use the social media platfonh as Face book, Twitter and LinkedIn for promgtiheir

brand to the potential job seekers.
e The company should also provide trainings requiocithe employees for their growth and development.
e The company should also motivate employees witlardsrand recognitions and better compensation.

e« The company should also use some form of a messdogénternal real time communications wherein any

employee can contact any other employee workirrgnatPVR office across different locations.
* The company should also provide work from homelifsdio employees as in when required.
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