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Abstract
Organisations continuously seek opportunities to be more productive through the human capital they employ. A firm 

offering of the employee value proposition (EVP) and understanding of employee commitment could enable organisations to 
have committed employees that enjoy their work and are oriented towards a growth trajectory. This study sought to examine 
the effect of the EVP on normative commitment in a parastatal organisation. A quantitative research approach was selected 
to explore the research objectives. The research instruments comprised of value attributes scale and normative commitment 
scale. The population sample consisted of employees (N=251). Convenience sampling was used within the context of the study. 
Descriptive statistics, Factory analysis, Pearson correlation analysis, and Regression analysis were employed to interpret data 
collected and address the research objectives. A positive relationship between the variables was established. The three EVP 
factors (work, rewards, and opportunity) positively correlate with normative commitment. Recommendations are made to 
managers and HR Practitioners regarding the EVP and normative commitment of parastatal employees, which have the po-
tential to employee commitment when implemented. The study provided insights on the factors, affecting EVP and normative 
commitment. The study also showed the relationship between the variables, enabling management, and HR practitioners to 
implement strategic interventions to inf luence employees’ normative commitment and EVP experience.

Keywords: employee value proposition, normative commitment, parastatal, work, rewards, opportunity, human resource 
management.
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1. Introduction
The global work environment is constantly changing due to technological advancements, 

and organisations have realised that human capital is an essential resource that is pivotal to achiev-
ing organisational goals [1]. Organisations continuously strive to ensure that employees remain 
committed through a compelling employee value proposition [2].

Employees decide to stay and commit to the organisation based on the attractiveness 
of the benefits, offered by the organisation [3]. Thus, the importance of organisations crafting 
an EVP package that is attractive to employees leads to job satisfaction, influencing norma-
tive commitment. The study, conducted in a parastatal organisation, should clearly define 
the behaviour they expect from their employees and start using EVP to influence normative 
commitment. Hence, this study aims to measure the effect of employee value proposition on 
normative commitment. 

Normative commitment can be defined as “the bond that employees experience with their 
organisation, as a result, employees feel connected to their organisation, they feel they fit in and 
understand the goals of the organisation and how their role fits into the organisation they are ac-
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quainted with [4, 5]. This relationship is determined by how the organisation treats its employees. 
The organisation’s employee value proposition for their employees leads to the employees’ hav-
ing a sense of belonging and affiliation. The positive EVP experience leads to enhanced norma-
tive commitment. Employees with high normative commitment tend to stay with the organisation 
due to their loyalty [6]. Employees feel the need to do what they are expected to do, and they feel 
obligated to remain with the organisation and be productive [7].

Parastatal organisations must understand the importance of EVP. The organisation’s EVP 
are likely to influence the commitment of employees. Employees across the organisation may have 
different experiences of EVP and related initiatives [2]. The challenges in parastatal organisations 
negatively affect the employee experience, which influences normative commitment. The lack of a 
positive EVP experience leads to low employee morale and high turnover [8] and negatively affects 
productivity. A lack of an attractive EVP may harm normative. 

1. 1. Employee Value Proposition  
Employee Value Proposition, known as (EVP), can be defined as an offering by an organi-

sation that makes employees feel valued. The aim is to ensure that employees are engaged, produc-
tive, and satisfied with their jobs [9, 10]. A well-packaged EVP offering can result in employees 
feeling motivated and satisfied with their jobs and employers [2611 EVP is the perceived added 
professional and personal value that employees benefit from their employment within the organ-
isation and includes the different reward features, benefits, and employee advantages, offered to 
employees [2]. EVP describes the different initiatives the organisation has to implement to make 
the employees feel valued, i.e. benefits, culture, onboarding [12]. EVP is dependent on the human 
capital processes that enhance the employee’s experience in the organisation, leading to improved 
productivity [2].

The five attributes have been identified as a base for employers to measure or compile 
their EVP; namely, i) compensation (financial rewards); ii) benefits (non-financial rewards); iii) 
career (development and advancement opportunities); iv) work- content (satisfaction and motiva-
tion relating to their job characteristics); and iv) affiliation (commitment to and absorption into 
the work environment). These attributes directly impact the EVP of employees [13]. Compensa-
tion, benefits, career development, and advancement opportunities are other extrinsic motiva-
tional factors that increase employee morale as employees want to feel valued by them [11]. Work 
content and commitment to the work environment are intrinsic motivational factors [2]. These 
attributes positively influence employee commitment [2]. EVP has become the lifeline of many 
organisations, and EVP attributes, such as compensation, benefits, career development, work 
content, and advancement opportunities, determine how employees feel about an organisation, 
whether they feel valued or not [2]. EVP attributes directly impact the experiences of employees 
within the organisation. When the organisation takes care of the employees’ internal and exter-
nal needs, the loyalty of employees increases, and they feel valued, resulting in high employee 
morale and increased productivity [11].

1. 2. Normative Commitment
According to [7, p. 6], normative commitment refers to the “moral obligation to contin-

ue working for the organisation”. Employees remain with the organisation because they have 
an obligation towards the organisation [7] Recent studies show that normative commitment is 
experienced due to compliance to organisational policies and procedures [6]. Personal, social, 
and family values influence employees’ loyalty to their affiliated organisations [6]. Normative 
commitment is strong on employees who feel indebted to the organisation for the opportunities 
and rewards provided [14, 15]. Normative commitment refers to the individual’s connection and 
identification with the organisation [16]. 

It is clear, that employers need engaged and committed employees to face the competitive 
environment ([17], 2011). Furthermore, committed employees form part of a strategic resource 
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for an organisation. The role of the Human Resources Business Partners (HRBPs) and line man-
agement is to ensure that employees are motivated and engaged is now more complex; however, 
normative commitment can be used as a tool to motivate employees [18].

Employees become loyal to the organisation to the extent that they would do anything to see 
the organisation strive to its optimum performance level [19]. Employees’ loyalty may come from a 
place of feeling indebted to the organisation because of the opportunities and rewards, provided by 
the organisation [14]. High normative commitment results in high job satisfaction and low employ-
ee retention (Bothma, 2020). Normative commitment influences employees to willingly behave 
in a manner that helps achieve organisational goals [20]. Employees who have strong normative 
commitment feel the need to do the right thing and comply with policies that contribute to the 
organisation’s success [6]. 

1. 3. Employee value proposition, and normative commitment
Organisations find it challenging to attract and retain key talent, so EVP has become 

one of the key tools to attract employees and ensure high normative commitment levels [21]. 
This shows that EVP influences organisational commitment. The advantages of a positive 
EVP experience are that employees feel that they belong in an organisation, which leads to im-
proved work performance due to increased normative commitment [22]. The EVP experience 
of employees is one of the determinants of organisational commitment as this is a result of how 
the employee is treated or feels valued by the organisation [12]. Due to the strong emotional 
connection, an employee has with the organisation, “who they are” at work is positively influ-
enced [23]. Employees with strong normative commitment feel the obligation to stay with the 
organisation [7] Sometimes employees stay in the organisation because of their loyalty to the 
organisation. 

The research aimed to establish the relationship between the EVP attributes and normative 
commitment. The study further investigated which EVP attributes best predicts normative com-
mitment.

2. Materials and methods
2. 1. Research Method
A quantitative approach was selected to address the research objectives. Due to the scien-

tific evidence, the quantitative approach produces objective data (Saunders et al., 2012). The study 
setting was a parastatal organisation (state-owned enterprise) in South Africa. The permission 
to conduct the study was obtained from the Chief Executive. This approval was obtained using a 
written motivation from the student to the Chief Executive. Ethics clearance was obtained from 
the Industrial Psychology and People Management Research Ethics Committee (IPPMREC). The 
ethics clearance code is IPPM-2020-407(M). An online survey was employed in this study. Google 
forms were used. Data were collected over six months (January 2020 to June 2020). Data was ana-
lysed based on the online survey responses, provided by participants. 

2. 2. Research participants
The population of the study consisted of employees from a parastatal organisation. The size 

of the population of employees with access to emails is approximately 13 000. All employees with 
access to emails were requested to participate in this study. Non-probability sampling was used; 
therefore, all willing respondents had an equal opportunity to participate in the study. Non-prob-
ability sampling can be defined as a sampling technique that uses non-randomised methods; for 
example, participants can be selected due to easy access [24]. Specifically, convenience sampling 
was used. Convenience sampling can be defined as a sampling technique where a researcher fo-
cuses on participants that are available to complete to questionnaire and participants that are easily 
accessible [24].

The sample comprised of 44.2 % men (n=111), 49.8 % females (n=125) and 6 % oth-
er meaning it was unspecified (n=6). Most participants belonged to the Black race group 
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(n=133; 64.9 %), followed by the Coloured race group (n=37; 14.7 %), Other “unspecified race 
group” (n=26; 10,4 %), Indian race group (n=19; 7.6 %), Chinese race group (n=4; 1.6 %) and 
White race group (n=2; 0.8 %). Most participants were employed in the junior category (n= 72; 
28.7 %), followed by the senior managerial category (n=65; 25,9 %) and the Trainees (n =52; 
20.7 %). 

2. 3. Measuring instruments
In terms of Measuring instruments, the online survey consisted of two sections, biographi-

cal information was requested in the first section and the second section, participants were request-
ed to complete the measures EVP (The Value Attributes Scale, developed by Ferreira, 2016), and 
normative commitment (normative commitment scale, developed by Meyer and Allen, 1991). 

Employee Value Proposition Scale
In terms of the Employee value proposition scale, the value attributes scale is a twenty-item 

measure of dimensions remuneration and benefits, organisational culture, career development, 
work content, and work-life balance. The items are scored on a 5-point frequency scale, ranging 
from 1 (not at all important) to 5 (very important), and include statements, such as: “To what extent 
are you provided with challenging targets?”; To what extent do you have supportive and like-mind-
ed colleagues?”; and “Are you satisfied with your employer’s provision of incentive bonuses/vari-
able pay?”. [3] reported acceptable Cronbach’s alpha coefficients for the overall scale as .71.

Normative Commitment Scale
Normative commitment scale is a six-item scale. The items are scored on a 5-point fre-

quency scale, ranging from 1 (strongly disagree) to 5 (strongly agree), and include statements, 
such as: “I do not feel any obligation to remain with my organization”; “Even if it were to my 
advantage, I do not feel it would be right to leave”; and “I would feel guilty if I left this orga-
nization now”. [7] reported an acceptable Cronbach’s alpha coefficient of 0.73 for normative 
commitment.

2. 4. Statistical analysis
Data were analysed using SPSS software, version 27. Descriptive statistics summarise 

the data and allow the researcher to compare collected data numerically [25]. This study ob-
tained descriptive statistics for all items for the different scales used. Factor analysis was 
computed to ensure validity. Principal component analysis (PCA) was used to reduce the di-
mensions of datasets, making it easy to interpret data collected [25]. Principal Axis Factor-
ing (PAF) was used to simplify datasets by creating a valid factor solution. Inferential sta-
tistics were used to make predictions based on the data. The Pearson correlation analysis 
measured variables’ existence and stability relationship [25]. According to [25], a correlation 
of 1.0 suggests a perfect relationship between the variables irrespective of the direction of the 
relationship. Regression analysis was performed to examine the relationship between EVP, and 
normative commitment.

2. 5. Ethical Considerations
Adherence to ethical considerations is of great importance when the study involves different 

participants and the university’s reputation. The ethics committee assessed the feasibility of the 
study to obtain ethical clearance and ensure adherence to the university’s ethical standards. Due to 
the nature of the study, data was be treated with confidentiality, and respondents remained anon-
ymous. Respondents completed an informed consent, which noted that participation is voluntary 
and that they can withdraw from the study at any time, without any negative consequences. The 
researcher ensured that data were represented accurately, truthful, and honest. Data was stored in 
a password-protected computer file, to which only the researcher and the supervisors have access. 
The data’s privacy and confidentiality were communicated to the respondents, and they were in-
formed that data would be used for research purposes only.
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3. Results
3. 1. Descriptive Statistics
The descriptive analysis for employee value proposition is provided in Table 1. The mean 

values ranged from 3.90 to 3.70. This implies that employees’ EVP experience may be positive. 
Standard deviation ranged from 0.70 to 0.80. Most variables within the employee value proposition 
achieved acceptable Cronbach alphas that ranged from 0.79 to 0.81, it was noted, that organisational 
culture achieved a lower Cronbach alpha of 0.60. Career development achieved a value below 0.70. 
Dimensions with a small number of items (under 10), such as career development, in this case, 
yield lower reliability scores. Hence, it is essential to assess the mean inter-item correlations. By 
assessing the mean inter-item correlations, we can confirm the internal consistency of the measure. 
Upon inspection of the mean inter-item correlation, the value achieved was 0.25 within the cut-off 
point of 0.40 [25].

Table 1
Descriptive analysis for EVP

Variables Mean Std. Deviation Variance Skewness Kurtosis alpha

RB 3.90 0.70 0.48 –1.71 6.51 0.80

OrgCul 3.75 0.62 0.39 –2.93 14.35 0.60

CD 5.24 1.04 1.07 –2.24 7.93 0.79

WC 3.84 0.85 0.72 –1.72 4.59 0.92

WLB 3.70 0.80 0.64 –1.61 4.80 0.81

Table 2 provides analysis of normative commitment. The mean achieved was 3.22, the stan-
dard deviation was 0.64. This suggests that employees are likely to be committed to the organisa-
tion due to the moral obligation towards the organisation. 

Table 2
Descriptive analysis for normative commitment

Variable Mean Std. Deviation Variance Skewness Kurtosis alpha

NC_com 3.22 0.64 0.41 –0.96 0.89 0.76

Factor Analysis
The EVP scale was subjected to the Principal Axis Factoring (Table 3) with Oblimin 

with Kaiser Normalisation rotation method. Upon the first iteration, items 10 and 15 yield-
ed communalities below 0.30 and therefore were not suitable and were removed. According 
to [25], commonalities must be monitored to check how much of the variance in each item 
is explained. Values lower than 0.30 could indicate that the item does not fit well with other 
components. Upon the second iteration, the correlation matrix revealed the presence of com-
munalities above 0.30. The Keyser-Meyer-Olkin (KMO) value achieved was 0.89, exceeding 
the recommended value of 0.60, as suggested by [25]. Bartlett’s Test of Sphericity reached 
statistical significance, supporting the factorability of the correlation mix. There were no clear 
loadings, so a forced three-factor solution was presented. The Eigenvalue of 1.15 for three fac-
tors was revealed, and these factors explain a cumulative variance of 59.19 %. [25] states that 
factor loading above 0.40 is acceptable. Principal axis factoring extracted three factors with all 
the items, loading above 0.40. The Cronbach’s alphas for work were 0.91, and 0.86 for rewards, 
and 0.81 for an opportunity. Therefore, a three-factor solution was accepted: work accounting 
for 46.92 % variance, rewards accounting for 8.08 % variance, and opportunity accounting for 
4.18 % variance.
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Table 3
Factor analysis for EVP

Items
Factor

1
Work 

2
Rewards

3
Opportunity

Communal-
ities 

EVP1_RB1 Recognition, provided to you by your employer e.g. 
Financial recognition, such as cash paid travel.   0.41 0.34

EVP2_Ocul1 The extent, to which your employer respects differ-
ences in race, gender and age.   0.54 0.50

EVP_3CD1 The opportunities, offered to you by your company for 
learning and career development outside of your current job e. g. 

sabbaticals, coaching, mentoring, leadership training.
  0.76 0.64

EVP_4CD2 The opportunities, offered to you by your company for 
career advancement e.g. job advancements/promotions, internships 

and apprenticeships with experts, internal job posting.
  0.90 0.75

EVP_5WC1 The quality of performance feedback and performance 
discussions you have had with your supervisor 0.81   0.70

EVP_6WC2 The extent, to which you believe your contribution and 
work is valued. 0.89   0.81

EVP_7WC3 The level of challenge and interest you derive from your 
job. 0.93   0.69

EVP_8WC4 The extent, to which you are provided with challeng-
ing targets. 0.72   0.63

EVP_9WLB1 Having a manageable workload and reasonable work 
pace. 0.53   0.53

EVP_11CD3 The opportunities, offered to you by your company for 
training within your current job e.g. skills training. 0.58   0.47

EVP_12WLB3 The extent, to which your employer supports a bal-
anced lifestyle (between your work and personal life). 0.54   0.59

EVP_13WLB4 Your employer’s provision of work/life programmes, 
such as flexible working arrangements, flexible hours. 0.59   0.59

EVP_15Ocul3 The degree, to which your employer encourages 
and organises team building or other social networking activities 

amongst employees.
0.69   0.54

EVP_16Ocul4 Your employer’s provision of employee health and 
wellness programmes e.g. Employee Assistance Programmes, coun-

selling services, fitness centres.
 0.34  0.31

EVP_17RB2 The provision of competitive pay package (i.e. basic 
salary plus benefits, allowances or variable pay)  0.78  0.61

EVP_18RB3 Your employer’s provision of medical aid, retirement 
and pension benefits.  0.70  0.56

EVP_19RB4 Your employer’s provision of incentive bonuses/variable 
pay.  0.93  0.78

EVP_20Ocul5 The provision of recognition via non-financial means 
e.g. certificates of recognition  0.70  0.62

Eigenvalue 1.15
Variance 46.92 8.08 4.18

KMO 0.89

Normative Commitment
The normative commitment scale was subjected to Principal Component Analysis. The 

correlation matrix revealed the presence of 0.30 and above commonalities for all items. Table 4 



Original Research Article:
full paper

(2022), «EUREKA: Social and Humanities»
Number 2

52

Social Sciences 

shows the Keyser-Meyer-Olkin (KMO) value achieved was 0.84, exceeding the recommended 
value of 0.60, as suggested by [25]. Bartlett’s Test of Sphericity reached statistical significance, 
supporting the factorability of the correlation mix. The Eigenvalue of 3.116 was revealed, ex-
plaining the variance of 62.32 %. The Cronbach alphas yielded was 0.74. The loading for the 
normative commitment component was above 0.40, and a one-factor solution was accepted.

Table 4 
Factor analysis for Normative commitment 

Items
Component

Normative Commit-
ment Communalities 

COM3NC I owe a great deal to my organisation. 0.813 0.661
COM7NC I would feel guilty if I leave my organisation. 0.833 0.694

COM11NC I would not leave my organisation right now because I have a sense of 
obligation to its people. 0.750 0.562

COM14NC I do not feel any obligation to remain with my current employer. –0.669 0.447
COM15NC The organisation deserves my loyalty 0.867 0.752

Eigenvalue 3.116
Variance 62.327

KMO 0.84

Correlation Analysis: EVP and Normative Commitment
In terms of the correlations between the variables in Table 5 below, the following was interpret-

ed: Work is positively correlated to normative commitment (r=0.323, p<0.001), with medium size effect. 
Rewards are positively correlated to normative commitment (r=0.130, p<0.001) with small size effect. 
Opportunity is positively correlated to normative commitment (r=0.227, p<0.001) with small size effect. 

Table 5 
Correlation analysis for EVP and Normative Commitment 

Variables EVPF1 Work EVPF2 Re-
wards EVPF3 Opportunity NCNEW

Normative Commitment
EVPF1 Work 1 0.716** 0.763** 0.323**

EVPF2Rewards 1 0.658** 0.130*

EVPF3Opportunity 1 0.227**

NCNEW Normative Com-
mitment 1

Regression Analysis: EVP and Normative Commitment
A significant regression equation was found F(3.244)=13.42, p<0.000). Table 8 indicates 

that the total variance, explained in the model, is 14.2 %. Multicollinearity was not presented as 
the tolerance value that ranged from 0.342 to 0.400. According to [25], common cut-off toler-
ance values of less than 0.10 may indicate the presence of multicollinearity. The variance inflation 
factor (VIF) ranged between 2.499 to 2.926. These values were lower than the cut-off value of 
above 10, as suggested by [25]. Therefore, multicollinearity was not of particular concern. There-
fore, the beta (β) values can be interpreted with confidence. 

Table 6 indicates that work contributed the largest variance to normative commitment 
recording the highest beta value (beta=0.47; p<0.000). Rewards yielded the second largest beta 
value of (beta=–0.19; p<0.000). Opportunity yielded the least variance, recording the beta value 
of (beta=02; p<0.000). Work and rewards had a significant prediction on normative commitment. 
Opportunity did not predict normative commitment. 
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Table 6 
Regression analysis EVP on Normative Commitment 

Variables

Unstandard-
ized Coeffi-

cients

Standard-
ized Coef-

ficients t Sig. R R 
Square

Adjusted 
R Square

Collinearity Sta-
tistics

B Std. 
Error Beta Tolerance VIF

(Constant) 2.299 0.282  8.144 0.000 0.376 0.142 0.131   
EVPF1 Work 0.440 0.094 0.473 4.661 0.000    0.342 2.926
EVPF2 Re-

wards –0.198 0.090 –0.191 –2.201 0.029    0.467 2.144

EVPF3 Op-
portunity 0.023 0.105 0.020 0.215 0.830    0.400 2.499

4. Discussion
4. 1. Descriptive statistics- EVP and normative commitment
EVP dimensions are remuneration and benefits, organisational culture, career development, 

work content, and work-life balance. After the data analysis, the following results were obtained 
for the Employee value proposition, Career development obtained the highest mean of 5.24. This 
indicates that most employees realised that the organisation offered career development opportuni-
ties. This is a good indication as employees tend to be motivated and highly engaged when they feel 
that the organisation cares for their growth [8]. The mean for remuneration and benefits obtained 
was 3.90. This indicates that most employees perceived that the organisation offered excellent re-
muneration and benefits. The remuneration and benefits element is part of the employee lifecycle 
and directly impacts employee commitment and EVP experience [2]. The mean for work content 
was 3.84. Work content refers to the activities that a job is made up of [19]. Employees perceived 
work content to be enriching and challenging. Employees’ commitment increases when they feel 
that their work is valued [27]. The mean for organisational culture obtained was 3.75. This indicates 
that employees perceived the organisational culture to be average. Work-life scored a mean of 3.70. 
This indicates that most employees perceived that the employer supports a balanced lifestyle be-
tween work and personal life. According to [28], employees need good working relationships with 
like-minded colleagues to be engaged and committed. 

The mean value achieved for normative commitment was 3.22. This indicates that employ-
ees are likely to be committed to the organisation. This is further indicated by [6], confirming that 
normative commitment positively influences the quality of work, performed by the employees. 
Employees with high normative commitment remain loyal to the organisation and are more likely 
to behave in a way that helps the organisation to succeed [29].

An exploratory factor analysis was carried out on the three variables, the EVP scale were 
subjected to Principal Axis Factoring, and normative commitment was subjected to principal com-
ponents analysis. The exploratory factor analysis indicates the interrelationship between variables 
and each variable’s influence on other variables [30]. EVP showed a three-factor loading, and the 
three new variables for EVP were created: work, rewards, and opportunity. Work yielded a vari-
ance of 46.92 %. Rewards yielded a variance of 8.08 %. Opportunity yielded a variance of 4.18 %. 
The Cronbach’s alphas for work were 0.914, and 0.858 for rewards, and 0.813 for the opportunity, 
this indicated that the new variables were reliable. These new variables were renamed by categoris-
ing the elements, measured in the EVP scale, and it is aligned to the current research on EVP as 
suggested by [30]. Employees believe that they are valued by the organisation when there is flex-
ibility, allowing for work-life balance [31]. This shows that the one-factor solution can explain all 
other variables. Normative commitment showed a factor of one total explained variance of 62.32 %. 

4. 2. The relationship between EVP dimension and Normative commitment 
Pearson correlation analysis was used to address the main research objective of what is the 

relationship of employee value proposition on normative commitment. In response to the research 
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question, the analysis showed a relationship between EVP and normative commitment. Work, a 
factor of EVP, has a medium effect on normative commitment. The value employees feel due to 
their work impacts normative commitment [32]. 

Rewards also had a small correlation with normative commitment. This supports the results 
of [6] who argue that normative commitment is not primarily influenced by the offerings the organ-
isation provides, but this type of commitment is influenced by the individual’s moral obligation to 
obey the rules and policies of the organisation. Opportunities had a small correlation with norma-
tive commitment. This supports previous studies that have confirmed that normative commitment 
is not directly linked to opportunities and benefits [6]. 

Regression analysis for EVP predicting normative commitment 
A regression analysis was conducted to identify the prediction in the influence between 

employee value proposition, and normative commitment. The results showed that work, a factor of 
EVP, largely influenced normative commitment. This indicates that work, a factor of EVP, had a 
significant prediction on normative commitment. Challenging work and a manageable workload 
directly influence normative commitment [6]. Rewards also predicted normative commitment. 
Previous studies show that normative commitment is not influenced by the rewards, offered by 
the organisation [29]. However, the findings in this study show that rewards influence normative 
commitment. This is very interesting as normative commitment is deemed to be loyalty due to an 
obligation to the organisation [7] The employees could feel obligated to the organisation because 
of the rewards and other offerings, enhancing their loyalty. There was no significant prediction of 
normative commitment on the opportunity.

Limitations of the study. Due to the Covid-19 pandemic, most employees worked from 
home, limiting employee access and negatively affecting the quantity of data collected. It is essen-
tial to highlight the psychological impact the coronavirus pandemic had on people, affecting the 
way people view life, economic uncertainty, loss, and grief, this could have influenced the interest 
they had in participating in this study. There are limited existing studies on normative commitment.

Recommendations and managerial implications. The findings in this study show that em-
ployees’ EVP experience is reasonable within the organisation. EVP offerings play an essential role 
in the motivation of employees within the organisation [21]. Employees that remain motived also 
have a strategic fit with the organisation [32]. Human resources practitioners should emphasize the 
importance of EVP in the employee lifecycle. They should also conduct awareness sessions with 
the line managers on the importance of EVP and consistent implementation of the EVP offerings 
within each department. During the onboarding phase employees need to decide whether they 
will commit to the organisation or not. EVP is one of the factors, influencing new employees to 
either commit to the organisation or not [34]. New employees consider how the organisation values 
them and that becomes part of their motivating factors [34]. It is recommended, that managers are 
consistent and fair when it comes to providing opportunities for their employees; for example, all 
the employees should be given equal opportunity to attend training and should be treated the same 
way by the managers. 

It is important to note, that some EVP factors did not significantly contribute to the pre-
diction of normative commitment. The findings in this study show that work contributed to the 
prediction of normative commitment. Employees remain committed to the organisation because of 
the “psychological contract” and feelings of obligation towards the organisation [14]. Furthermore, 
rewards and opportunity EVP factors did not have a significant contribution towards the prediction 
of normative commitment, this may have been a result of the dissatisfaction of employees about 
the rewards and opportunity EVP offerings. It is recommended, that human resources practitioners 
ensure that rewards and opportunity elements of the EVP are consistently applied across the organ-
isation. For example, implementation of the financial and non-financial rewards programme, which 
has a clear and transparent point system and reward levels. This will force the line managers to 
be objective, resulting in employees feeling empowered and in control of the rewards programme.

Organisations must value employees as they are the most important asset in the organisa-
tion. The employer can give different attractive offers to their employees. This can be presented 
within the EVP package. Hence, employees would be able to relate to and find this beneficial. This 
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will ensure a positive employee experience and employee engagement [11]. The EVP can include 
different training opportunities for employees, performance-based rewards and recognition, and 
employee wellness programs

When it comes to normative commitment, [7] it indicate that employees are likely to have 
a normative commitment in an organisation that shares the same values as theirs, and [14] further 
stipulate that due to high normative commitment employees then feel morally obligated to stay with 
the organisation. The aforementioned studies support the findings of this study, which indicate 
that EVP have a significant contribution towards the prediction of normative commitment in an 
organisation.

It is recommended, that during the attraction phase, HR practitioners should focus on 
the fit between the candidate and the organisation, they should understand the values of the 
candidates and how those values will fit in with the values, norms, and culture of the organi-
sation. The pre-screening requirements should look at the skills and experience to determine 
the candidate’s competence, and the requirements should include an analysis of the individ-
ual behaviour, their values, and how that would fit into the organisation. Managers should 
ensure that the organisations’ values are consistently implemented within their departments; 
the employee experience should not depend on the manager’s personality but the values of the 
organisation. 

The pandemic has impacted how work is performed, and has implications on how employ-
ees perceive their work, the value they feel, and the motivation to work for their organisations. HR 
practitioners as change champions should ensure that change is managed effectively to prevent 
employee disengagement, organisations must remain true to their values and have a defined focus 
on employee wellbeing. 

Recommendations for future research. There is scant research on EVP, and normative 
commitment. Therefore, insights, provided in this study, can assist future researchers to use the 
results and findings discussed to further the research on employee value proposition and normative 
commitment. Qualitative studies will assist in building a narrative on EVP dimensions, needed by 
employees.

5. Conclusion
Studies on EVP and normative commitment are scant. The current study sheds light on 

dimensions of the EVP that can ensure employees remain committed to the organisation, with 
a focus on normative commitment. The findings in this study show that EVP impact normative 
commitment. Human resource practitioners must remain cognisant of these attributes and ensure 
their implementation and offering within the EVP. The use of a compelling EVP has the potential 
to increase normative commitment and, as a result, could positively affect employee performance, 
therefore, increasing the productivity of the parastatal organisation.
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