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ABSTRACT 

 

This research study aims to examine the demographic characteristics and perspectives of the future workforce with 

respect to organizational attractiveness. Demographic variables such as gender and marital status are analyzed to 

determine how they influence perceptions of an organization as a potential employer. A survey conducted among 300 
final-year B.Tech students from three major universities in Haryana, India, explores these questions through stratified 

random sampling and uses an independent sample T-test for data analysis. Findings indicate significant gender-based 

differences in preferences, while marital status shows no notable impact. This study contributes to the literature on 

organizational psychology by elucidating how demographic factors shape workforce preferences and offers insights 

for organizations aiming to attract diverse talents. 
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INTRODUCTION 

Organizational attractiveness has emerged as a critical factor in attracting and retaining top talent. It represents the 

degree to which potential employees perceive an organization as a desirable place to work. This construct has garnered 

significant attention from both academic and industry practitioners. Researchers have explored various factors 

influencing organizational attractiveness, including job characteristics, organizational culture, employer brand, and 

social responsibility (Cable & Turban, 2001; Turban & Keon, 1993). 

In recent years, the evolving landscape of work has further emphasized the importance of organizational attractiveness. 

The rise of remote work, flexible schedules, and work-life balance has become key considerations for potential 

employees. Additionally, the increasing emphasis on corporate social responsibility and sustainability has influenced 

perceptions of organizational attractiveness. Studies have shown that employees are more likely to be attracted to 

organizations that align with their personal values and beliefs (Turban & Keon, 1993; Cable & Turban, 2001). 

 

Understanding the factors that drive organizational attractiveness is crucial for organizations seeking to build a strong 

employer brand and attract top talent. By identifying the preferences and priorities of potential employees, organizations 

can tailor their recruitment strategies and employer value proposition to appeal to their target audience. 

 

LITERATURE REVIEW 

 

Numerous studies have explored the factors influencing organizational attractiveness. Early research focused on 

traditional factors such as job security, compensation, and career advancement opportunities. However, contemporary 

research has expanded to include a broader range of factors, such as organizational culture, employer brand, social 

responsibility, and work-life balance. 

Gender and Organizational Attractiveness 

Several studies have examined the impact of gender on perceptions of organizational attractiveness. Alniacik and 

Alniacik (2012) found that female respondents placed greater importance on social value, collaborative value, and 

market value compared to male respondents. Similarly, Yüceol and Ve Yiğit (2016) reported that female respondents 

rated organizational attractiveness lower than male respondents. These findings suggest that gender may play a 

significant role in shaping individuals' preferences for organizational attributes. 
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Marital Status and Organizational Attractiveness 

While less research has focused on the impact of marital status on organizational attractiveness, some studies have 

explored the relationship between family-friendly policies and employee attraction. For instance, research has shown 

that organizations offering flexible work arrangements, childcare subsidies, and parental leave are more attractive to 

working parents (Allen et al., 2007). However, the specific impact of marital status on perceptions of organizational 

attractiveness remains less clear. 

Other Factors Influencing Organizational Attractiveness 

In addition to gender and marital status, several other factors have been identified as influencing organizational 

attractiveness. These include: 

 Organizational culture: A strong and positive organizational culture can significantly enhance an 

organization's attractiveness. Employees are drawn to organizations that promote values, beliefs, and behaviors 

that align with their own. 

 Employer brand: A strong employer brand can create a positive image of an organization and attract top 

talent. It involves communicating the organization's unique value proposition and differentiating it from 

competitors. 

 Social responsibility: Organizations that demonstrate a commitment to social and environmental responsibility 

are increasingly attractive to employees, particularly younger generations. 

 Work-life balance: The ability to balance work and personal life is a key consideration for many employees. 

Organizations that offer flexible work arrangements, generous leave policies, and wellness programs can attract 

and retain talent. 

METHODOLOGY 

 

A sample of 300 final-year B.Tech students was selected from three universities in Haryana: National Institute of 

Technology, Kurukshetra, YMCA University of Science and Technology, Faridabad, and Deenbandhu Chhotu Ram 
University of Science and Technology, Murthal. Each university contributed 100 students, ensuring balanced 

representation and facilitating comparisons across demographic variables. 

 

Stratified random sampling was employed to capture a diverse range of perspectives, with stratification by university. 

Data were collected using a self-administered questionnaire designed to gauge respondents' perceptions of 

organizational attractiveness across factors such as work environment, employment conditions, and organizational 

culture. The independent sample T-test was used to analyze differences in responses between male and female students, 

as well as between married and unmarried students. 

RESULTS AND DISCUSSION 

Demographic Profile of Respondents 

Table 1: Demographic Profile of Respondents 

Characteristic Frequency Percentage 

Gender 

  
Male 187 62.30% 

Female 113 37.70% 

Marital Status 

  
Married 7 2.30% 

Unmarried 293 97.70% 
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The Table 1 provides a breakdown of the demographic characteristics of the respondents in the study. That is, 62.3% of 

the respondents were male, while 37.7% were female. The majority of the respondents were unmarried (97.7%), with 

only a small percentage (2.3%) being married. 

Impact of Gender on Organizational Attractiveness 

To examine the impact of gender on perceptions of organizational attractiveness, an independent samples t-test was 

conducted. The results indicated significant differences between male and female respondents regarding all three factors 

of organizational attractiveness: work environment and welfare, employment conditions, and organizational culture. 

Table 2: Independent Samples t-test for Gender 

Factor Female (Mean, SD) Male (Mean, SD) t-value p-value 

Employment Conditions 3.87 (0.689) 3.67 (0.820) -2.297 0.022 

Organizational Culture 4.04 (0.619) 3.78 (0.786) -3.242 0.001 

Working Environment and Benefits 4.04 (0.576) 3.79 (0.713) -3.302 0.001 

As shown in Table 2, female respondents assigned significantly higher ratings to all three factors compared to male 

respondents. This suggests that female potential employees place greater importance on these aspects of organizational 

attractiveness. 

Impact of Marital Status on Organizational Attractiveness 

To investigate the impact of marital status on perceptions of organizational attractiveness, an independent samples t-test 
was conducted. The results revealed no significant differences between married and unmarried respondents regarding 

any of the three factors of organizational attractiveness. 

Table 3: Independent Samples t-test for Marital Status 

Factor Married Unmarried t-value p-value 

Employment Conditions 3.75 (0.612) 3.75 (0.783) 0.009 0.993 

Organizational Culture 3.96 (0.756) 3.88 (0.739) 0.309 0.757 

Working Environment and Benefits 3.60 (0.653) 3.89 (0.674) -1.115 0.266 

Note: Standard deviations are in parentheses. 

Table 3 shows that both married and unmarried respondents assigned similar ratings to the three factors of 

organizational attractiveness. This suggests that marital status may not be a significant factor in shaping perceptions of 

organizational attractiveness, but further research is needed to confirm this finding. 

DISCUSSION 

The findings of this study provide valuable insights into the factors that influence organizational attractiveness. Female 

potential employees were found to place greater importance on work environment, employment conditions, and 

organizational culture compared to male respondents. This suggests that organizations should focus on creating a 

positive and supportive work environment, offering competitive compensation and benefits packages, and promoting a 

strong organizational culture to attract and retain female talent. 
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While marital status did not emerge as a significant factor in this study, it is important to note that family-friendly 

policies and flexible work arrangements can be attractive to both married and unmarried employees. Organizations 

should continue to offer such policies to enhance their overall attractiveness to a diverse workforce. 

CONCLUSION 

This study highlights the importance of understanding the factors that influence organizational attractiveness. By 

identifying the preferences and priorities of potential employees, organizations can tailor their recruitment strategies and 

employer value proposition to attract and retain top talent. 

Future research could explore the impact of additional demographic variables, such as age and educational background, 

on organizational attractiveness. Additionally, investigating the role of emerging factors, such as remote work and 

artificial intelligence, in shaping employee preferences would be valuable. 

By gaining a deeper understanding of the factors that drive organizational attractiveness, organizations can enhance 

their employer brand, attract top talent, and ultimately achieve long-term success. 
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