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The present study aimed to identify, structure, and prioritize the factors influencing employer
branding and employee mental well-being and to explain the causal relationships among these
factors in organizations affiliated with the Social Security Organization. This applied qualitative
study employed Interpretive Structural Modeling (ISM) to develop a hierarchical model of
influential factors. Participants consisted of experts in human resource management, employer
branding, and employee well-being selected through purposive and snowball sampling. Data
were collected through extensive literature review and in-depth semi-structured interviews
conducted until theoretical saturation was achieved. Extracted factors were analyzed
qualitatively, after which expert judgments were used to construct the Structural Self-Interaction
Matrix. Initial and final reachability matrices were generated to determine driving power and
dependence levels among variables. Subsequently, hierarchical level partitioning and MICMAC
analysis were applied to classify variables and validate the structural stability of the proposed
model. Inferential results revealed that the determinants of employer branding and employee
mental well-being are organized into seven interrelated dimensions forming a hierarchical
system. Individual and organizational development emerged as the most influential driving
factor, functioning as the foundational element of the model. Organizational culture and internal
communication operated as linkage variables, transferring developmental effects across
organizational processes. Job satisfaction together with employee motivation and participation
played mediating roles by translating organizational conditions into psychological outcomes.
Employee mental well-being was identified as a prerequisite for successful employer branding,
while organizational brand represented the final dependent outcome characterized by high
dependence and limited driving power. MICMAC analysis demonstrated strong
interconnectivity among variables and indicated that systemic changes originating from
foundational factors propagate throughout the entire organizational structure. The findings
indicate that sustainable employer branding is primarily an internal organizational outcome
rather than a purely external promotional construct. Continuous employee development,
supportive organizational culture, effective communication systems, and enhanced
psychological well-being collectively create the conditions necessary for a strong employer
brand. Organizations should therefore adopt a systemic and development-oriented strategy,
beginning with investment in employee growth and organizational learning, to foster motivation,
job satisfaction, and mental well-being, ultimately strengthening long-term employer brand
attractiveness.

Keywords: Employer Branding, Employee Mental Well-Being, Interpretive Structural Modeling,
Organizational Development, Organizational Culture, Internal Communication, MICMAC Analysis.
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Extended Abstract

Introduction

In contemporary organizational environments characterized by intense competition for talent,
rapid technological transformation, and evolving workforce expectations, organizations increasingly
recognize that sustainable competitive advantage depends less on tangible assets and more on human
capital capabilities. As a result, employer branding has emerged as a strategic approach that integrates
human resource management with branding principles to attract, engage, and retain talented employees.
The concept of employer branding was initially introduced as an extension of brand management into the
employment relationship, emphasizing how organizations present themselves as desirable workplaces
(Barrow & Mosley, 2005). Over time, the concept has evolved beyond recruitment communication toward
a comprehensive organizational strategy encompassing employee experience, organizational culture, and
psychological engagement (Lievens & Slaughter, 2016).

Employer branding reflects a set of functional, economic, and psychological benefits associated
with employment in an organization and influences individuals’ willingness to join and remain within that
organization (Moroko & Uncles, 2008). Research demonstrates that organizations with strong employer
brands achieve improved talent attraction, reduced turnover intention, and higher employee commitment
levels (Shah, 2011). Consequently, employer branding is increasingly regarded as a strategic human capital
management tool rather than a purely marketing-oriented practice (Rahimian, 2013).

Recent scholarly attention has shifted toward employee-centered perspectives, highlighting that
employer brand attractiveness largely depends on employees’ lived experiences rather than externally
projected images (Fernandez-Lores et al., 2016). Employees evaluate employers based on opportunities for
development, fairness, organizational values, and work environment quality, which collectively shape
brand perception (Ronda et al., 2018). Empirical evidence also suggests that employees’ perceptions of
employer branding significantly influence job attitudes, organizational identification, and work-related
behaviors (Afjeh & Alizadehfar, 2017).

The integration of employer branding with internal branding processes has further expanded
theoretical understanding. Internal branding aligns employee behaviors with organizational values and
transforms employees into brand ambassadors who communicate organizational identity to external
stakeholders (Hoppe, 2018). Multilevel studies indicate that employer branding contributes to employee-
based brand equity through engagement, motivation, and organizational alignment (Chiang & Yu, 2021).

Parallel to the growth of employer branding literature, employee mental well-being has become a
central concern in contemporary human resource management. Mental well-being encompasses
psychological health, emotional balance, work—life harmony, and overall job satisfaction, all of which
influence organizational effectiveness and sustainability (Elufioye et al., 2024). Studies confirm that
organizations investing in employee well-being initiatives experience enhanced loyalty, productivity, and
organizational performance outcomes (Benraiss-Noailles & Viot, 2021).

Recent research highlights a reciprocal relationship between employer branding and employee
well-being. Organizational culture, career development opportunities, and supportive work environments
strengthen both employee well-being and employer brand attractiveness (Goyal & Kaur, 2023). Talent
management practices and psychological contract fulfillment further reinforce this relationship by
increasing employee trust and engagement (Sandeepanie et al., 2023).
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In addition, organizational communication and technological developments have transformed
employer branding practices. Continuous employee feedback and digital communication channels enable
participatory employer branding models in which employees actively co-create organizational reputation
(Rita et al., 2026). Internal communication systems also moderate workplace stress and improve
psychological outcomes, thereby strengthening employer brand perception (Raj & Goute, 2025).

Employer branding has increasingly been linked with talent retention and organizational advocacy.
Systematic literature reviews demonstrate that employer branding significantly reduces turnover
intentions and enhances organizational commitment when aligned with internal organizational practices
(Reis et al., 2021). Furthermore, effective employer branding strategies contribute to human resource
productivity through improved talent management systems (Nazari et al., 2018).

Motivational theories provide additional theoretical support by emphasizing the role of
psychological needs fulfillment, recognition, and participation opportunities in shaping employee
experiences (Devito et al., 2016). Organizations that successfully integrate motivation systems with
employer branding initiatives achieve stronger employee attraction and retention outcomes (Sokro, 2012).
Complementary evidence indicates that recruitment innovation and employee development programs
serve as important antecedents of employer branding effectiveness (Mishra & Kumar, 2019).

In knowledge-driven economies, employer branding has evolved into a mechanism for translating
organizational identity into employee experience and organizational impact (Dziedzic, 2024). Post-
pandemic organizational environments further highlight the importance of internal branding, employee
engagement, and well-being in reducing turnover intention and maintaining workforce stability (Park &
Kim, 2024).

Within the Iranian organizational context, studies reveal variations in employer brand
attractiveness between public and private sectors, emphasizing the influence of cultural and developmental
factors (Shoghi Lord et al., 2019). Moreover, insufficient alignment between human resource strategies and
organizational identity has been identified as a key barrier to effective employer branding implementation
(Asanlu & Khodami, 2015). Empirical findings also confirm that employer brand equity enhances employee
performance through well-being and loyalty mechanisms (Bozorgi et al., 2021).

Despite extensive research, limited studies have examined employer branding and employee well-
being within an integrated structural framework that clarifies causal relationships among organizational,
psychological, and communicational factors. Addressing this gap requires systemic modeling approaches
capable of identifying hierarchical interactions among influencing variables.

Methods and Materials

The present study adopted a qualitative applied research design using Interpretive Structural
Modeling (ISM) to identify and prioritize factors influencing employer branding and employee mental
well-being. The research aimed to develop a structured hierarchical model explaining causal relationships
among identified factors based on expert interpretation.

Participants consisted of domain experts with professional knowledge and experience in human
resource management, employer branding, organizational behavior, and employee well-being. Experts
were selected through purposive and snowball sampling methods to ensure the inclusion of individuals
with specialized expertise. Data collection continued until theoretical saturation was achieved through
approximately 10-15 in-depth semi-structured interviews.
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Data sources included comprehensive literature review and qualitative interviews. Interview
transcripts were analyzed using thematic analysis to extract core dimensions and underlying components
related to employer branding and employee well-being. Identified factors were subsequently entered into
the ISM procedure.

The ISM process involved constructing a Structural Self-Interaction Matrix (SSIM) based on
expert judgments regarding pairwise relationships among variables. The SSIM was transformed into an
initial reachability matrix, followed by the development of a final reachability matrix incorporating
transitivity rules. Driving power and dependence levels of variables were calculated to determine
hierarchical positioning.

To validate structural relationships and classify variables, MICMAC analysis was conducted.
Variables were categorized into dependent, linkage, independent, and autonomous clusters according to
their driving and dependence power. The final structural model illustrated multilevel interactions among
factors influencing employer branding and employee mental well-being.

Findings

Qualitative analysis identified seven principal dimensions influencing employer branding and
employee mental well-being: organizational brand, employee mental well-being, organizational culture,
internal communication, job satisfaction, motivation and participation, and individual and organizational
development.

Interpretive Structural Modeling revealed a five-level hierarchical structure. Individual and
organizational development emerged as the foundational driver of the system, possessing the highest
driving power and lowest dependence. This dimension served as the primary enabling factor influencing
all subsequent organizational processes.

Organizational culture and internal communication occupied the fourth level of the hierarchy and
demonstrated strong bidirectional relationships. These variables functioned as linkage components
translating developmental initiatives into organizational practices.

Job satisfaction together with motivation and participation formed the third level. These variables
acted as mediators, converting organizational conditions into employee behavioral outcomes. Their
mutual reinforcement indicated systemic interdependence between motivational dynamics and
satisfaction experiences.

Employee mental well-being appeared at the second hierarchical level, indicating that
psychological health and work—life balance represent outcomes of organizational and motivational
conditions while simultaneously serving as prerequisites for employer branding effectiveness.

The organizational brand occupied the first and highest dependent level, showing the greatest
dependence and lowest driving power. This finding confirmed that employer branding represents the
cumulative outcome of multiple organizational processes rather than an independent organizational action.

MICMAC analysis demonstrated the absence of autonomous variables, indicating strong
interconnectivity across the system. Organizational brand was classified as a dependent variable, while
mental well-being, organizational culture, internal communication, and motivation were linkage variables.
Individual development and job satisfaction were identified as independent drivers shaping the overall
system.
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Matrix density results indicated high interaction among variables, suggesting moderate systemic
instability where changes in foundational variables could significantly influence the entire organizational
structure.

Discussion and Conclusion

The findings illustrate that employer branding is fundamentally an internally constructed
organizational phenomenon rather than a communication-driven outcome. Organizational development
initiatives act as the starting point for shaping employee experiences, organizational culture, and
psychological well-being. When organizations invest in employee growth and learning opportunities, they
establish conditions that enable positive organizational relationships and sustained engagement.

The hierarchical structure identified in this study highlights the systemic nature of employer
branding. Culture and internal communication operate as transmission mechanisms through which
developmental investments influence employee attitudes. Without supportive culture and transparent
communication, developmental initiatives may fail to translate into meaningful employee experiences.

The positioning of job satisfaction and employee participation as mediating variables demonstrates
that behavioral engagement bridges structural organizational practices and psychological outcomes.
Employees interpret organizational policies through daily work experiences, and these interpretations
determine motivation, commitment, and participation levels.

Employee mental well-being emerged as a critical antecedent of employer brand formation. This
result emphasizes that organizational reputation as an employer depends heavily on employees’
psychological experiences. Organizations cannot build strong employer brands without ensuring mental
health support, work-life balance, and emotional security for employees.

The dependent nature of organizational brand confirms that employer branding should not be
approached as a branding campaign alone. Instead, it represents the visible outcome of integrated human
resource practices, organizational culture, communication quality, and employee well-being. Sustainable
employer branding therefore requires alignment between organizational identity and internal employee
experience.

Overall, the study demonstrates that employer branding and employee well-being form a dynamic
organizational system in which structural, behavioral, and psychological factors interact continuously.
Effective employer branding strategies must adopt a holistic perspective, beginning with employee
development and extending through culture, communication, motivation, and well-being enhancement.

The extended structural model provides a comprehensive framework for understanding how
organizations can systematically strengthen employer attractiveness by prioritizing internal organizational
quality. By viewing employer branding as an emergent organizational capability rather than an isolated
managerial initiative, organizations can achieve long-term talent sustainability, employee loyalty, and
organizational resilience.
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