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Abstract

This article proposes a practical algorithm to create a proposal for employees (EVP), which suits the IT
talent market. Based on the structured analysis of fifteen colleagues of reviewed sources, with several
empirical evidence, the study consolidates the findings of the scattering in an implementable passage
rather than new data collection. The instrumental -Sembolic brand's approach, signaling and experience
of employees synthesizes logic to specify what to build and how to control it during recruitment and
timely possession. The Resulting Algorithm Pursues Ten Phases: Scope Definition, Talent Division,
Secondary Evidence Assembly, Characteristic Priority, EVP Architecture (Core promis, Pillars, Proof
Points) TouchPoints, Activation in Recruitment Fungi, Pioneering/Lagging, And Automatic Binding
Review (Contracted Background, Job-Piphi Practical Output Includes Individual Cards, Messages
Home, KPI Maps and SOP control lists in the months, not weeks.

Keywords: Employee Value Proposition (EVP), Employer Branding, IT Talent Acquisition,
Responsible Automated Background Checks (Cybervetting)

Introduction

The global IT labor market remains structurally tight, and the competition for higher
engineers has intensified because it expands the possibilities for candidates and compresses
the hiring cycles. The organization speaks a lot about the purpose, development and
flexibility, but many are still trying to clarify the reliable proposal of employees' prices
(EVP), which is reflected in the news and experience in recruitment and timely holdings. The
employer's image and branding overview show that the attraction depends on the mixtures of
tools and symbolic signals - remuneration, technological magazines, learning path, legend of
guidance and fit identity - but also focus on fragmentation, as doctors control these
characters. This talent adds sharper age: developers' experience for developers, team
autonomy and evidence of modern practices, attractive labels are not enough and missing are
quickly punished. IT's attraction research confirms that candidates weigh pro-projects of
signals, technical community and reliable evidence from generic benefits, which means that
evidence and specific evidence should be (Dabirian et al, 2019) 1%, This article responds
unlike a practical algorithm to create an It-specific EVP, which is implemented without
collecting new primary data. Instead, it synthesizes the conclusions of fifteen sources of
colleagues, with several empirical proposals to specify what to build and how to put them in
the actual workflow HR. The purpose of the post is three times: first, define a recurring
sequence that goes up to EVP architecture (main promise, column, evidence) from the talent
division and then for details of employment, career aspects, events and activity in the deck,
second, provisions and metrics they propose. It provides templates, home reports, KPI map
and SOP control list that can adapt to team experts in weeks.

Literature review

The literature on the employer's and attraction of the applicant has transformed into simple
but demand: candidates respond to consistent and reliable grades that speak of instruments
and symbolic values, and these symptoms should be distributed continuously in the funnel
and timely holding, otherwise intentions and subsequent reactions. The Initial Principle of
the Image of the Employer Formally Gave This Duality Formal and Compensation,
Technology Stack, Learning Infrastructure, Work Design, and Location Flexibility Such As
Founder, Instrument, Identity Fit, Purpose, and Leadership With Dialogue and Living &
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Slotter. The meta -analytical evidence shows that in the case
of individual prophecies at different stages of the funnel, it
shows that, given the different phases of the funnels, jobs
and organizational characteristics during the selection,
justice, recruitment and processes and results of realistic
communication influence (Ugger Leg et al, 2012) €1, For the
IT labor market, this mobility is intensified. Engineer "Proof
of Practice", not slogans: Blogs of storage and engineering,
autonomy, modern tools and mentoring systems evaluate
reliable stories about the mentor system and often whip
general contributions. The concentrated overview of the
attraction of IT employer supports this practical attitude and
suggests that the message of uniqueness, verification of
colleagues and visible technical communities achieved the
results of the difference on unspecified brand claims
(Dabirian et al., 2019) M, This means a question of design
rather than pure rhetoric - as EVP is accepted and operated
inside the experiential flow. Current discussions about EV
are rapidly associated with lenses for employees' experience
and claim that the proposal is not only a promise, but a set
of qualified experiences with verification distributed in
touch points, without such alignment, signaling logic fails
and numerous.

EVP is often used at the level of construction, but the main
idea is stable: whatever clothing provides anything that it
provides in exchange for the skills and efforts of employees
that are structured for the company department on the
relevant labor markets (Kanta and Freeman, 2006) 14, The
constant difference in the region is not sure, it is translated.
Doctors need a main promise, a small set of columns, and a
way to go to architecture from evidence that can detect
policy, practice, deformation evidence or metric. The
empirical and practical resources that are focused suggest
that the subsequent behavior - intention or intended to live -
depends on whether employees consider these columns
reliable and combined with live reality (Aran and Krishna,
2019, bin Raj, 2021) 2. In other words, a proposal that is
not transformed into a work proposal, learning or manager's
behavior will not be transformed among higher engineers,
especially among higher engineers who are rapidly
triangular in the channels. The recent systematic overview
increases this insight and significantly warnings of
excessive regulation: the attractions differ according to the
driver segment, references and tenure, so the effects of
washing, distribution and priorities are the prejudice of the
EVP framework risk of washing, distribution and priority.
For this purpose, specific segments- backagend, data,
mobile, security, platform weight are different. Autonomy
and ownership of code can first be placed on employees’
engineers, while candidates for a pure career have a clear
scaffolding or community recognition. Literature does not
give a single evaluation, but the design justifies a process
that begins with personality and proceeds to priority based
on evidence.

The distribution system then matters. Communication
channels mediate how EVP signals are coded and obtained,
social media and colleagues combine network amplification
and investigation. A study of employers' brand on digital
platforms notes that clarity, relevance and strategic use of an
authentic employee's voice increases alleged attraction,
while unclear or shiny material reflects reliability, this
formula is particularly intensive for knowledge workers who
may look acute for technical claims (Sivartazen in Al). The
meta-analytical view of the recruitment phase also suggests
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that Fit Message-Meadium should not be created, not at
work, a short form can find out the points and values of
evidence of social materials, but detailed role and team
information are in the details of the work, utilities and video
administrator (Uggerslev et al, 2012). 1 Candidates face
asymmetric information and are looking for stamps that
reduce uncertainty. Therefore, the EVP architecture must be
converted into a message matrix that provides each column
to specific channels and touch points. A practical problem
that literature indirectly gives flags is to check versions:
Over time, the proposal follows from reality if it is not
controlled by a nut and audit. The perspective of employees'
experience becomes a railing here because it asks whether
the moments designed by the truth -the process of interview,
aboard, on board, initial mentoring, productivity tool -
developer productivity -a defect (panneerselvam et al.,
2022) 1,

Although most EVP discourse focuses on attraction, internal
stability is essential for reliability with results such as
intention and discretion effort. Quantitative studies report
positive connections between psychological treaties and
social identity processes, well -expressed, experienced
intentions of EVP and retention when employees believe
that the stock exchange is fair and identity, decides to live
and contribute more than branded facilities (Arasanmi and
Krishna, 2019) M. For the reference to IT, this manager
proposes to control the proposal through developmental
scaffolding rather than capacity, technical lines and
superficial advantages. In addition, any algorithm that
claims to be acting will have to measure and integrate
learning. Review of literature on the employer's brand in
service how perception outlines the need to use matrix and
behavioral results to monitor and detect erosion or
misleading (Nox and Freeman, 2006) (2. The practical
approach is distinguished by the leaders of the source mix,
which is for clicking on the clicks, in an interview for
quality from results such as the rates of offerings, the first
90 -day maintenance and quality of hands. The evidence
base does not control the exact threshold, but justifies the
system tool, comparison and repetition of KORKO.

Two other fibers in the literature indicate a responsible
implementation path. First, the tool -Ccentric structure
means that symbolic claims must be defensive in practice or
are quickly liberated without brand, between engineers,
without interviewing the brand. Secondly, the use of
automated equipment in obtaining talents in obtaining
talents increases the questions of justice, validity and
transparency that sitting adjacent to EVP can directly affect
the alleged integrity of the employer and in detail the
credibility of the proposal. An important overview of hiring
the algorithm warns that many demands on efficiency or
justice are overvalued and requires to join employment,
documentation, prejudice testing and human inspection
because it naturally expands to control against the
background and screening of social media, which
incorrectly expanded, offended or morale. For a technology
company that sells hardness to engineers, it sends a dirty or
opaque stack of the screening incorrect signal. Therefore,
even in the newspaper on EVP is a small, royal module
regarding automatic inspection: consent procedures,
restrictions on comfort, uneven monitoring of impacts and
audible decisions protect candidates and gate brands.

The stretching of these strands together reveals a focus on
the sensation of design that creates an algorithm from the
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existing empirical findings rather than collecting new data.
The Status of Knowledge Supports and Phased Method:
Define Scope and Obstacles, Fragment The Talent Market
and Create Personality, Synthesize Secondary Evidence to
Generate and Characteristic Long-List, Prioritize the
Characteristic Using Simple But Transparent Techniques
Core Promise, Assemble an Evp Architecture, Three to Five
Pillars, and the Channels, As The Provision, and the
Channels, Procedures, and the Channels, Procedures, and
the provisions and channels, procedures. The artifact, the
artifact of forum recruitment, the moments of design
experiences that promise during interviews, proposals, on
board and timely holding, control the system with front and
return nuts, and performs the responsible process controlled
in the background using audit trails and human reviews. It is
not an invention for the invention, it is the organization of
the region that already knows that teams deployed to hiring,
which must quickly proceed forward and prevent an iconic
error. By the Way, The Review Has Been Done Against the
Three Recurrent Failure Mode, WHICH IS DOCULTED IN
SOURCES: Overgenraized EVP Statements That Ignore the
Segment and Thus Underporform (Dasler ) Casuals
(Selected. 2013, 2013, 2013, 2013, SeaRian et al. And
Experience, Faith and Disappointing Intentions (Aarasanami
and Krishna, 2019) [,

This synthesis is a focus of the set of goals and research
questions as follows. The first goal is to integrate evidence
of empirical and reviews extended into consistent and action
algorithm to create an It-specific EVP, which can be used
without collecting primary data. The second is to specify
how EVP architecture translates into channels-Reddy and
the tenant and the first ninety days of employment, which is
transferred to verified experience. The third is to define the
compact management and measurement structure that
separates the line from the backing indicator and
continuously built. The fourth is to emphasize the
responsible and audible approach for automatic background
control, which maintains justice and work relationships, and
thus candidates protect the employer's credibility in the eyes
of candidates. In accordance with this, the article concerns
four research questions that governing ideological
development and provide a testable agenda for future work:
RQ1 -Které EVP features are synthesized by existing
empirical studies, most likely affecting attraction and early
retirement for different IT individuals and how should they
prefer priority for different segments? RQ2- How can a
structured architecture of EVP (main promises, columns,
evidence) can be operated in a message to send messages
specific for sending messages that distribute reliable,
verifiable characters at each stage of recruitment? RQ3-
Government mechanisms and metrics quickly combine EVP
activation for behavior results, allowing quick recurrence
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and flow in fast-moving product organizations? RQ4 - The
integration of automatic background probe, which is legally
unattached, are for candidates, minimal security measures
and controls are needed, and is in line with the wide EV in
methods to be alliances, and see the risks identified in the
literature on accepting algorithm)? These goals and
questions change the prevailing knowledge of the action
plan.These objectives and questions translate prevailing
knowledge into a blueprint for action. They also lay down a
straightforward empirical program for later validation—A/B
tests of message variants, quasi-experimental tracking of
funnel metrics by pillar emphasis, and audits of screening
processes—once practitioners have deployed the algorithm
in live settings.

Methods

This article accepts a structural, conceptual method that
translates empirical ~ findings  scattered into an
implementable algorithm to form EVP specific to the Labor
IT markets. Research is published instead of individuals
analysis, no primary data were collected. Materials included
fifteen sources of reviewed colleagues dealing with
employer branding, attraction of candidates, credibility
EVP, IT -specific signal, recruitment dynamics and
screening technology. The selection emphasized articles in
English with clear constructions, reports and relevance for
engineering organizations focused on engineering. In order
to reduce prejudices and maintain reviews that can be
performed for practice, the inclusion requires a clear
connection with the attraction of the applicant, the intentions
of the storage or the perceived image of the employer
without working, editorial or consultation were excluded
white shells without any functioning. Searching and
screening has extended the database query and
backwards/forwards until the conceptual saturation - ie no
new, physically different mechanisms - has reached a
system that, instead of fatigue in accordance with the
argument, recommended for wide, heterogeneous literature
instead of fatigue instead of exhaustion.

Pectively, each source was coded against shared Skim
settings, samples characteristics, functional types, focal
design and directional demands. Other liver at the level of
practice (eg autonomy brands, allusions to the reliability of
leadership, evidence of developers) and mapped them for
recruitment and tachpoints with early tune. The evidence of
mismatch has been detained to prevent excessive
appearance. The coding then fed thematic synthesis in
which the tool -elastic employer was in line with the
perspective of the image -plate, modern piles, scaffolding
and work design, identity adaptation, objective and
reputation, such as symbolic characteristics such as how,
with this frame and explain channels and stages.
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Afigorithm for Forming EVP (IT Market): Scientific Flow Diagrain
Scope & Constraints
Goals, roles, geos, compliance, RACI
L
' ¥ A
2 Talent Segmentation & Personas
5 IT personas with motivations & red flags
L
' ¥ 3
3 Evidence Assembly
Synthesize 15 peer-reviewed sources; build attribute long-list
L
g v 3
4 Prioritization
Impact-feasibility & stage salience to 8-12 per persona
' ;' A\
5 EVP Architecture
Core promise + 4 pillars + proof points
' ;' A\
6 Messaging Matrix
Pillars x stages x media (|D, site, blog, video, referrals)
L
' ¥ A
. Experience Blueprint
Interview choreography; buddy; 30/60/90; dev productivity checks
' "‘ A
3 Activation Kit
D frame, career-site modules, talks plan, referral narrative
L
s v A\
9 Governance & Metrics
Leading vs lagging indicators; dashboards; cadence
L
- v 3
Responsible Background Checks
10
Consent, job-related features, audit, human-in-the-loop
}
{ v 3
12-Week Roadmap
11
Discovery; Architecture; Activation; Governance
. J

The techniques of analysis combined the structured
synthesis of narration with tables of simple evidence to
detect requirements for specific studies. The production of
analysis was not the size of the meta -analysis effect, but the
proposal was a sequence of decisions that can be operated
by HR and TA teams: scope obstacles, sections and
personality building, evidence to create a characteristic long
line to compress the EVP architecture with the core of the
promis, pillars and evidence. Ninety days, rule with leading
and leggings and compact for automated background
control, the sound approach is in line with justice and
principles related to work. Three checks were used to
protect the internal validity of the evidence of ideological
deformation: traceability (every proposal rule associated
with at least one source of evidence), triangularity
(whenever possible, converted to several methods or links)
and analysis of negative melody (reference of symptom
where the rule fails). External validity is supported through
the prevalence of mechanisms (eg autonomic features)
added with net division, so come to measure different
engineering personalities.

Because the intended principle is deployed rather than
testing, functioning of authorization and replication in
statistical ~estimates. However, it provides testable
consequences: Organizations can create A/B messages
connected to specific columns, monitor phase transfer and

EV can compare cohorts before and after activation. In
short, the method was arranged for what the area already
knows in the reproducible path of assembly, while loyal to
the main theoretical lenses and managerial translation is
suitable for re -values .

Results

The synthesis has designed a complete set of artifacts rather
than a suction algorithm and new estimates. The outputs are
given here that they will be made. First, the scoping dose
defined the goals of the recruitment objective, the family
family, geographical and lack of harmony with the grid.
Second, five IT talents were specified from secondary
evidence, Backnd senior, data scientist, mobile lead,
platform/deavopes, motivational vector of security engineer,
red flag, popular channels and verification signals. Thirdly,
a characteristic long list (N, 45) was composed of empirical
and inspection studies and tools (compensatory architecture,
modern magazine, autonomy, mentoring, career scaffolding,
working design, distance possibilities) or coded as symbolic
(objective, identity adaptation, reputation, reliability). The
fourth, priority passage went through a long list in a small
list of 8-12 functions per person using impact vibration and
solines screen, no primary value was calculated, only
decisions recorded with citations only. The fifth, EVP
architecture was created, consisting of a single main
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promise, four columns -Pre -learning Quality, Development
and Learning, engineering autonomy and tools, and
meaningful product effects and evidence were listed as
policy, practice, artifacts or metrics. For the sixth, the
channel news matrix -the magazine mapped each column
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and points of evidence and evidence -Influx, ideas,
applications, selection, selection, design, on board and
delivery of the media (JD, career website, engineering blog,
video employment video, recommending a script).

Table 1: Methods and Results Summary

Section| Component Description Deliverable Metric/Check Source Anchor
Conceptual, design-science synthesis; no Algorithmic Traceability; Dassler et al., 2022;
Methods|  Design ptual, desig Y ' g - triangulation; negative- | Lievens & Slaughter,
primary data. blueprint & artifacts
case checks 2016
15 peer-reviewed articles (EVP, employer Relevance &
Methods| Materials branding, IT attraction, recruiting stages, Evidence table methodological Curated set
automated screening). transparency
Methods Procedures Coding sc_hema; map _to fun_nel .& earl_y-tenure Cod_ebook & C(_)ncgptgal satu_rayon Structured synthesis
touchpoints; keep disconfirming evidence. mapping matrix | via citation chaining
. Narrative synthesis + evidence tables; outputs Decision-rule Internal validity via . .
Methods|  Analysis o - - - Design-science
are decision rules & artifacts. register link-back to sources
. . . Offer-accept; 90-day
Results Scope & Scoping doss:|er, RA(.:I’ KPI map Scope doc; retention; CTR; source | Stage-based patterns
Governance (leading/lagging). dashboard spec mix
5 IT personas: Backend Sr.; Data Scientist;
Results| Personas Mobile Lead; Platform/DevOps; Security Persona cards Coverage >80% roles IT-talent cues
Engineer.
Results | Attributes =45 — 8-12 per persona via Impact-feasibility Prioritized sets Ranks with citations Literature-guided
& stage salience.
Results E.VP Core promise + 4 pillars (I_eadershlp;_ growth; EVP statement set Proof per pillar Instrumental-symbolic
Architecture Jautonomy/tooling; product impact) with proofs. lens
Messaging Pillars x stages (awareness—onboarding) x Channel-stage Asset completeness by Uggerslev etal, 2012;
Results ? . . . . Lievens & Slaughter,
Matrix media (JD, site, blog, video, referrals). matrix stage 2016 €]
Experience Interview choreography; buddy; 30/6_0/_90 ) ) Time-to-productivity; _
Results . learning artifacts; developer-productivity Service blueprint . EX alignment
Blueprint checks onboarding NPS
Results | Activation Kit JD frame; career-site template; talks plan; Templates Consistency across Asset library
referral narrative. assets
Consent; job-related features; allow/deny lists; . i
Results Background audit log; accuracy & DI checks; human SOP & audit log TAT; false-positive & Fairness-by-design
Checks review overturn rates
Results| Roadmap 12-week cad.encg: qlscovery; architecture; Implementation Milestone completion | Operational sequence
activation; governance. plan

Plata in the stage was followed by an installed formula:
early awareness requires comprehensive symbolic claims,
gradually multiple tools and signals of relevant jobs, for
application and selection, a list of matrices requires (Livens
and Slotter, Ugarslev et al) in the matrices list. Seventh,
candidate-employees Anubhav Bloprint with a proposal,
realistic view, assignment of technical friend, 30/60/90
learning artifacts and control of productivity developers,
time stamps and owners. The eighth, activation set for the
charge of the asset was generated: JD frame inserts bullets
associated with DOP, career template with team/technical
module, material plan for engineering conversations and
meat and the story was included for columns. Ninth, map of
public and measurement management defined leading
shares in brand transmission, qualified clicks on pages,
application quality levels, progress in conversation using
source and focusing indicators and recruitment, 90-day
retention, 90-day storage, quality-kiraya overalls, hiring
manager. The tenth, one documented, responsible SOP in
the background-zanch, emphasized the clear capture of the
consent, restriction of work-related features, a list of
permits/rejection, audit logging, accuracy and uneven effect
before deployment and degrees false and false and false and
false and false monitor. Between cutting artifacts include (a)

evidence tables combine each proposal rule at least one with
the source of colleagues reviews, (b) a phase -specific report
emphasize the registration of emphasis and (c) (c) working
process of control to prevent EVP drift. Finally, a twelve-
week plan was prepared: discovery (week 1-3) Person with
yield and long list, architecture (4-6 weeks), columns,
evidence, activation (week 7-10), release of JD, pages and
materials, mode (11-12) dashboard and soup. All
components are presented as a prepared template for re -use
and traceable for preliminary tasks (Livens and Slotter,
Ugarslev et al) for the tool and stages based on recruitment.

Discussion

The results indicate that EVP created for engineers should
be assembled as a system, not a slogan, and that the system
only works when verification with the lease of the signal
funnel corresponds to the first weeks in verification
procedures and tasks. Read at the same time, to cope with
artifacts-artifacts, characteristics, characteristic short, bold
points with EVP architecture, channel report matrix, and
map-characteristics of the employer image with a view of
the instrument -embolic view of the employer image. In
practice, the main promises and four qualities of columns,
reliable development paths, engineering autonomy with
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modern tool and focus on product effects, this configuration
corresponds to the IT market for "evidence of practice" that
has repeatedly revealed our synthesis. A matrix that
combines columns with a phase of funnels, because the salty
changes over time: wide symbolic indications help in
awareness, while solid, details concerning tasks are decisive
in use and selection. This formula corresponds to the
preliminary principle of how the candidates decode the
employer's signals, but the current algorithm converts it to
the decision at the level of the messages and the templates
of asset that teams can actually send.

The importance is from portability and control. Portability,
because sequences - Scope, section, evidence, priority,
architecture, activation, management - can be carried out in
small or large organizations without waiting for new
surveys, because the metric map leads to the leggings
indicator and assigns the owners, later appears instead of
months. SOP in the background increases this control
argument to a sensitive area. Of the clear consent, the
characteristics of work related, only the protocols of the
audit and the need for the human review of the symptoms of
algorithms, the module carries out minimal security
measures that are invited by important tasks in automatic
work, thus protecting EV credibility when candidates face
screening stack (Raghavan et al, 2020) 14, In short, the
contribution is not a new design, it is a reduction in the risk
of implementation through evidence -based proposal.
Compared to earlier literature, two deviations excel. First,
while existing reviews emphasize the duality of the visual
instrument, they rarely specify how the characteristics are
given to characteristics in solid assets and reports specific to
the platform. Current deliveries close each column with
evidence and close the gaps that are prepared for politics,
practice, artifacts or metrics, and explain the possibilities of
the Liven and Slaughter, 2016. Secondly, the debate on
justice in hiring is often separated from branded work, SOP
integrates, so the same EVP that promises integrity is
supported by sound screening, reducing the contradictions
that eliminate confidence (Raghavan et al., 2020) 14,

The boundaries are clear. The article is ideological and
depends on secondary evidence, no primary conversions or
retention effects have been carried out. References also:
This vary according to the sub -migateritite area and
seniority, so the inserted characteristic evaluation in the
template should be considered as initial points, not the final
answer. Finally, the plan provides access to basic analysis
and capacity of material production, which can lead to lack
of some companies.

The consequences are straight. Doctors can deploy an
algorithm into a 12 -week rhythm, variants of test messages
AJ/B according to the column and monitor the movement of
cohort degree in the roller stages. Scientists can use
decisions as a hypothesis, that evidence focused on
autonomy works better than the demands on generic
cultures for higher engineers in the application phase and
evaluate them in the field environment. The bridge between
the brand and the process is a practical benefit, it is also an
agenda for other round tests.

Conclusion

The main discovery is simple, but rich in operation: EVP
acts as a system when the main promise and compact set of
columns are converted to proven evidence that are rooted
through channels of suitable stage and built into the early
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experience of workers. The resulting sequential range and
barriers, talent division and personality, compiling evidence,
priority, architecture, channel reports, board proposal, rule
with front and focusing indicators, and responsible artifacts
deploying the model-yoga-yayds rather than abstract
instructions. In the case of engineering markets, four
columns are constantly peak: the quality of management,
development and learning, autonomy of engineering and
product effects with modern tools. These columns coincide
with a matrix of sending messages and clean owners, the
content of JD content, career space module, blog technical
signal, story of recommendations and choreography of the
interview. The government separates the initial indicators of
the funnels (eg qualified traffic, application quality, progress
according to the source) from later results (designs, 90 -day
maintenance, fare quality), quick recurrence and flow
control. Finally documented for automated inspection,
sound access to cavalry, work-related function, monitoring
only for errors and uneven effect, protecting human-
recruitment-EVP, where candidates most often explore
justice.

The importance is to reduce the risk of implementation.
Many outfits can describe values, less in proof and repeated
reports facing technical investigation. According to the rules
and the packaging of the packaging, the algorithm reduces
time to change, improves stability at contact points and
creates a common language for the leader HR, Ta and
engineering. It also solves frequent contradiction: integrity
promise by opaque. It avoids this contradiction with safety
measures. Boundaries are accepted. The evidence of
deformation is ideological and is completely attracted by
secondary resources, relevant variations, piles and
seniorities in areas mean that teams should adapt to
emphasis and Prague. Some companies may face lack of
data or content that slow down or activate. However, the
structure is portable, the organization can start small and on
a scale.

Future research should move for inspection. The field
experiment can test the column level variants according to
phase and channel, which can add exposure to changes in
the quality of transfer or fare. A semi -professional design
can estimate the effects on deck deck that evoke autonomy
or mentoring. Cross regional studies should examine the
role of burden on the section and the role of the Jazan work
for properties. EVP flows and psychological contracts and
team management require longitudinal tasks to monitor the
mediation role. Finally, a strict audit of automated
screening- diversity, errors and candidates credibly explain
how the safety measures of justice affect the attraction and
acceptance in the technical population.
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