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Abstract: 
Corporate Culture Washing refers to the disconnect between an organization's externally communicated cultural 
values and the actual workplace experiences encountered by employees. As organizations increasingly emphasize 
employer branding and employee-centric narratives, concerns regarding organizational hypocrisy, psychological 
contract breaches, and cultural inauthenticity have gained importance within Human Resource Management 
(HRM). This study aims to examine Corporate Culture Washing as an emerging HR challenge and explore its 
implications for employee trust, organizational commitment, engagement, and turnover intentions. 
The study adopts a qualitative conceptual research approach using secondary data collected from academic 
literature, organizational reports, and contemporary HR frameworks. Drawing upon Psychological Contract 
Theory, Organizational Hypocrisy Theory, and employer branding literature, the study synthesizes existing 
knowledge to establish Corporate Culture Washing as a strategic organizational concern. 
The findings indicate that misalignment between employer branding and internal workplace realities contributes 
to employee cynicism, disengagement, presenteeism, and increased turnover intentions. The paper further proposes 
strategic HR interventions, including culture alignment mechanisms, HR audit frameworks, and evidence-based 
culture measurement practices to strengthen organizational authenticity. 
The study contributes to contemporary HR literature by positioning Corporate Culture Washing as a critical Human 
Resource challenge requiring sustained organizational attention and strategic HR intervention. 
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Breach, Employee Trust, Strategic HRM 
 
I. INTRODUCTION 
In the highly competitive global talent economy, 
employer branding has transitioned from an ancillary 
recruitment tactic into an essential strategic human 
resource management (SHRM) function.1 
Historically, during the late twentieth century, formal 
talent management initiatives pioneered by corporate 
giants such as General Electric, IBM, and Unilever 
utilized employer branding in a reactive manner, 
focusing on filling vacant roles with professionals 
who shared foundational corporate values.2 However, 
the digital revolution—exemplified by decentralized 
professional networking sites and transparent 

corporate review platforms like Glassdoor and 
LinkedIn—radically altered the information 
landscape.2 Job seekers gained unprecedented access 
to real-time information regarding workplace 
environments, compensation equity, and leadership 
standards, forcing organizations to adopt greater 
transparency in their external messaging.2 Today, a 
well-established employer brand is a critical source of 
sustainable competitive advantage, enabling aligned 
companies to receive 50% more qualified applicants 
and reduce average recruitment expenditures by up to 
43%.1 

Despite these clear strategic benefits, the intense 
pressure to position an organization as an "employer 
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of choice" has driven many firms to engage in 
performative practices.4 Corporate culture washing—
the HR equivalent of environmental greenwashing—
refers to a marketing or public relations process used 
by organizations to construct a vibrant, inclusive, and 
progressive external employer brand that is 
fundamentally disconnected from the toxic, 
unsupportive, or rigid reality of the day-to-day 
employee experience.3 For human resource 
professionals, culture washing represents a 
catastrophic strategic vulnerability.1 When 
organizations utilize superficial artifacts—such as 
wellness slogans, remote-work claims, or purchased 
culture certifications—as a smokescreen for systemic 
cultural dysfunction, they cultivate deep-seated 
organizational hypocrisy.4 

This research report examines corporate culture 
washing through a strategic HR lens, exploring its 
theoretical underpinnings, taxonomy, empirical costs, 
and diagnostic frameworks. It aims to equip HR 
leaders with the analytical tools required to move 
beyond performative statements, bridging the gap 
between external brand promises and internal 
workplace realities.1 

1.1 Background of the Study 

The modern workplace has witnessed significant 
transformations due to digitalization, globalization, 
and evolving employee expectations. Organizations 
increasingly invest in employer branding initiatives to 
position themselves as attractive employers and 
strengthen talent acquisition and retention 
capabilities. Human Resource Management (HRM) 
has consequently evolved beyond administrative 
functions toward strategic organizational influence. 

Simultaneously, growing workplace transparency 
through digital platforms, employee review systems, 
and professional networking sites has increased 
organizational accountability. Employees and job 
seekers now critically evaluate organizational culture, 
leadership authenticity, employee wellbeing 
practices, and workplace flexibility before forming 
employment decisions. 

Within this context, Corporate Culture Washing has 
emerged as a contemporary HR challenge where 
organizations externally project employee-centric 
cultural narratives that differ substantially from 
internal workplace realities. This growing disconnect 
raises concerns regarding organizational authenticity, 
employee trust, and long-term organizational 
sustainability. 

1.2 Problem Statement 

Organizations increasingly communicate values 
related to employee wellbeing, inclusivity, flexibility, 
and positive workplace culture as part of employer 
branding strategies. However, when actual workplace 
experiences fail to align with externally 
communicated values, employees may experience 
organizational distrust, reduced engagement, 
psychological contract breaches, and declining 
commitment levels. 

Corporate Culture Washing creates a strategic Human 
Resource challenge by widening the gap between 
organizational promises and employee experiences, 
potentially damaging employer reputation, retention 
outcomes, and overall organizational effectiveness. 

1.3 Need and Significance of the Study 

The growing emphasis on employer branding and 
employee experience management highlights the 
need to understand Corporate Culture Washing from 
an HR perspective. While existing literature 
examines employer branding, psychological 
contracts, and organizational hypocrisy 
independently, limited attention has been given to 
Corporate Culture Washing as an integrated Human 
Resource phenomenon. 

This study contributes toward understanding the 
organizational implications of culture misalignment 
and offers strategic HR insights that may help 
organizations strengthen workplace authenticity, 
employee trust, and long-term organizational 
sustainability. 

 



International Journal of Scientific Research and Engineering Development-– Volume 9 Issue 3, May-June 2026 
           Available at www.ijsred.com                                 

ISSN: 2581-7175                                         ©IJSRED: All Rights are Reserved                                                       Page 1094 
 

1.4 Research Gap 

Existing Human Resource Management literature has 
extensively examined employer branding, 
organizational culture, psychological contract breach, 
organizational hypocrisy, and employee engagement 
as independent constructs. Prior studies primarily 
focus on understanding the influence of employer 
branding on talent attraction and retention, while 
separate streams of literature investigate workplace 
authenticity, leadership trust, and employee 
behavioral outcomes. 

However, limited scholarly attention has been 
directed toward understanding Corporate Culture 
Washing as an integrated Human Resource 
phenomenon that connects organizational hypocrisy, 
employer branding inconsistencies, and employee 
perceptions of workplace authenticity. Furthermore, 
existing research provides limited strategic HR 
frameworks for identifying, diagnosing, and 
mitigating culture washing practices within 
organizations. 

The present study attempts to address this research 
gap by conceptualizing Corporate Culture Washing 
as a contemporary Human Resource challenge and 
developing an integrated understanding of its drivers, 
organizational consequences, and strategic HR 
implications. 

II. Research Objectives 

The present study aims to achieve the following 
objectives: 

1. To understand the concept of Corporate 
Culture Washing as a contemporary Human 
Resource challenge.  
2. To identify organizational factors 
contributing to Corporate Culture Washing 
practices.  
3. To examine the relationship between 
Corporate Culture Washing and employee-related 
outcomes such as trust, engagement, and turnover 
intentions.  

4. To analyze the role of employer branding and 
organizational authenticity in minimizing culture 
washing practices.  
5. To propose strategic Human Resource 
interventions for improving alignment between 
organizational values and workplace realities. 

III. Research Questions 

The present study attempts to address the following 
research questions: 

RQ1. What organizational factors contribute to 
Corporate Culture Washing practices? 

RQ2. How does Corporate Culture Washing 
influence employee attitudes and workplace 
perceptions? 

RQ3. What role does employer branding play in 
creating or reducing Corporate Culture Washing? 

RQ4. How can Human Resource Management 
interventions help organizations minimize Corporate 
Culture Washing? 

RQ5. What strategic HR frameworks can improve 
alignment between organizational culture and 
employer branding practices? 

IV. Research Methodology 

4.1 Research Design 

The present study adopts an exploratory and 
descriptive research design to examine Corporate 
Culture Washing as an emerging Human Resource 
challenge. The study seeks to understand the 
conceptual foundations, organizational implications, 
and strategic Human Resource interventions 
associated with the phenomenon. 

4.2 Research Approach 

The study follows a qualitative conceptual research 
approach, emphasizing theoretical understanding 
and critical examination of existing literature related 
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to employer branding, organizational hypocrisy, 
workplace culture, and psychological contract theory. 

4.3 Nature of Data 

The study is primarily based on secondary data 
sources. 

Secondary information has been collected from: 

 Peer-reviewed academic journals  
 Research articles  
 Human Resource reports  
 Organizational behavior literature  
 Industry publications  
 Employer branding studies  
 Scholarly databases and institutional 
publications  

4.4 Data Collection Method 

Data has been systematically collected through 
literature review and document analysis to identify 
recurring themes associated with Corporate Culture 
Washing and its organizational implications. 

4.5 Data Analysis Technique 

The study utilizes thematic analysis and conceptual 
synthesis techniques for identifying patterns, 
theoretical relationships, and strategic Human 
Resource implications emerging from existing 
literature. 

4.6 Scope of the Study 

The study focuses on understanding Corporate 
Culture Washing from a Human Resource 
Management perspective by integrating concepts 
related to employer branding, organizational culture, 
employee trust, and workplace authenticity. 

4.7 Limitations of the Study 

 The study relies primarily on 
secondary data.  
 Findings are conceptual in nature.  

 The absence of primary survey data 
may limit empirical generalization.  
 Organizational contexts may vary 
across industries and geographical regions.  

V. CONCEPTUALIZING CORPORATE 
CULTURE WASHING 
 
5.1 Defining Corporate Culture Washing 
 
Corporate Culture Washing refers to the 
organizational practice of externally promoting 
positive cultural values, employee-centric policies, 
and workplace authenticity while internally 
maintaining practices that contradict these 
communicated values. Organizations increasingly 
utilize employer branding, workplace wellbeing 
initiatives, diversity commitments, and employee 
experience narratives to strengthen organizational 
attractiveness and employer reputation. 
However, when these externally projected cultural 
messages fail to align with employees' actual 
workplace experiences, perceptions of organizational 
hypocrisy emerge. Such misalignment may 
contribute toward employee distrust, psychological 
contract breaches, reduced engagement, and 
declining organizational commitment. 
Corporate Culture Washing can therefore be 
understood as the disconnect between 
"organizational promise" and "organizational 
reality," creating strategic Human Resource 
challenges that influence employee attitudes, 
retention outcomes, and organizational sustainability. 
 
5.2 Nils Brunsson and the Theory of 
Organizational Hypocrisy 

To understand the operational mechanics of corporate 
culture washing, researchers must ground the 
phenomenon in Nils Brunsson’s (1989) foundational 
theory of organizational hypocrisy (OH).12 Brunsson 
defines organizational hypocrisy as a loosely 
coupled, incongruent connection between executive 
talk, managerial ideas, and actual institutional 
practices.12 In highly turbulent and institutionalized 
environments, corporations frequently experience 
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conflicting external pressures from multiple 
stakeholders, including shareholders demanding 
rapid margin growth, consumers demanding ethical 
responsibility, and prospective employees demanding 
psychological safety and work-life harmony.6 

To secure external legitimacy and appeal to these 
diverse audiences, executive leadership often resorts 
to performative "talk".10 In algorithmic and digitized 
corporate contexts, this "Talk-Walk" gap manifests as 
a structural inconsistency between an organization's 
stated policy and its actual day-to-day operations.10 
For example, a company might promote an official 
policy of meritocracy and unbiased performance 
evaluation, while its underlying promotion 
algorithms or managerial practices protect subjective 
favouritism and exclusionary cliques.6 Over time, this 
structural inconsistency erodes employee trust and 
triggers perceived psychological contract breaches.10 

 

5.3 Edgar Schein's Lily Pond Metaphor and 
Cultural Layers 

The structural misalignment of culture washing is 
further illuminated by Edgar Schein’s (2016) three-
level cultural model, which conceptualizes 
organizational culture through a tripartite hierarchy 
consisting of artifacts, espoused beliefs and values, 
and basic underlying assumptions.8 Schein illustrates 
this model through the metaphor of a lily pond: 

 

 

 
The surface level contains artifacts—the visible and 
feelable phenomena such as office design, clothing 
style, corporate slogans, and external marketing 
materials.8 The intermediate level contains espoused 
beliefs and values, which reflect the official goals, 
ideologies, and aspirations publicly promoted by 
executive leadership.8 The deepest level contains 
basic underlying assumptions—the unconscious, 
taken-for-granted beliefs, habits of perception, and 
values that actually dictate how group members think, 
feel, and behave.8 

Culture washing is essentially a surface-level 
manipulation of artifacts and espoused values that 
leaves the deep, invisible root system of basic tacit 
assumptions completely unchanged.8 For instance, an 
organization may display colorful artwork and 
slogans advocating "collaboration" and "inclusion" 
(artifacts) and issue press releases regarding its 
commitment to psychological safety (espoused 
values).6 However, if the underlying tacit assumption 
remains that pointing out operational errors will result 
in public humiliation or career stagnation, the actual 
culture remains fear-based.6 

 

5.4 Signaling Theory and Third-Party Culture 
Certifications 

The modern workplace functions as a "verification 
economy," where job candidates do not passively 
accept employer branding statements.18 Grounded in 
Signaling Theory, when candidates navigate an 
asymmetric labour market where every firm claims to 
possess an exceptional culture, they discount self-
reported claims.18 Instead, they actively seek out 
"costly signals"—verifications that low-quality, toxic 
employers cannot easily fake or purchase.18 This 
behavioural pattern explains why candidates place 
high trust in third-party culture certifications and 
rankings.4 

However, a qualitative case study by Freja Fabricius 
Ekenberg and Jourike Nonkes  (2023) at Lund 
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University, titled "Let's get certified?", challenges the 
assumed integrity of these third-party validations.4 
Their research demonstrates that organizational 
culture certifications are frequently co-opted as high-
level tools of "culture washing".4 When a firm 
approaches a certification process not as an objective 
diagnostic tool to measure and close the internal 
"culture gap," but as a public relations shield to gain 
"bragging power," the validation becomes a 
performative mask.4 In such cases, the certification 
process relies on highly curated survey samples and 
superficial data collection, allowing organizations 
with underlying cultural toxicity to buy their way into 
prestigious "top employer" lists.4 This practice 
creates a temporary PR shield that quickly collapses 
when incoming employees experience the 
unvarnished operational reality.3 

5.5 HR Relevance of Corporate Culture Washing 

Corporate Culture Washing has emerged as a 
strategic Human Resource concern because 
organizational authenticity increasingly influences 
employee attraction, retention, engagement, and 
employer reputation. Human Resource leaders 
therefore play a critical role in ensuring alignment 
between organizational values, employer branding 
initiatives, and actual employee experiences. 

6.THEORETICAL HR FRAMEWORKS 

6.1 Theoretical Foundation of the Study 

The present study draws upon multiple Human 
Resource and Organizational Behavior theories to 
establish Corporate Culture Washing as a strategic 
organizational phenomenon. The theoretical 
integration provides a framework for understanding 
how misalignment between externally communicated 
organizational values and internal workplace realities 
influences employee attitudes and organizational 
outcomes. 

The study primarily incorporates Psychological 
Contract Theory, Organizational Hypocrisy Theory, 

and Employer Branding perspectives to explain 
employee perceptions and behavioural responses 
associated with Corporate Culture Washing. 

6.2 Anticipatory Psychological Contracts and 
Cognitive Schemas 

The formation of the employee-employer relationship 
begins long before formal onboarding.19 It is guided 
by the "anticipatory psychological contract"—a 
cognitive schema containing the individual's beliefs 
regarding the mutual, unwritten obligations and 
promissory inducements exchanged between 
themselves and the organization.19 ground in Schema 
Theory, this anticipatory contract is shaped by two 
primary information sources: the individual's broader 
societal experiences (pre-socialization) and the 
strategic recruitment signals issued via employer 
branding.19 

This cognitive schema acts as an interpretive mental 
model.19 When an organization markets a distinctive, 
attractive employer brand, it actively feeds this 
schema with highly specific promises of professional 
development, psychological safety, and flexible, 
human-centric management.19 The candidate 
interprets these branding signals as binding 
promissory commitments.19 Consequently, they 
formulate expected contributions—such as high 
productivity, loyalty, and discretionary effort—that 
they intend to return in exchange for these promised 
inducements.19 

 

Psychological Contract Theory explains how 
employees develop expectations regarding 
organizational commitments. When organizations 
externally communicate employee-centric values but 
fail to fulfil them internally, employees may perceive 
psychological contract breaches, resulting in distrust, 
disengagement, and negative workplace attitudes. 

 
6.3 Organisational Hypocrisy theory 
A. Dimensions of Perceived Corporate Hypocrisy 
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Perceived Corporate Hypocrisy (PCH) is a complex, 
multi-dimensional construct that extends far beyond 
simple "word-action" gaps.26 In empirical studies 
regarding retail and service-sector employees, Saheli 
Goswami (2018, 2021, 2022) established a multi-
dimensional PCH scale to dissect the precise 

psychological mechanisms that drive negative 
workplace behaviors.26 

Table I outlines these dimensions, their specific 
human resource triggers, and their direct impact on 
employee attitudes and turnover behaviours . 

 

PCH Dimension HR Triggering 
Behaviour  

Primary Psychological 
Outcome 

Impact on Turnover 
Intention 

Perceived Lack of 
Morality (PCH-
MOR) 26 

Lying to staff, taking 
credit for employee 
ideas, throwing 
employees under the 
bus for corporate 
benefit, showing zero 
compassion.26 

Deep-seated 
organizational 
cynicism, acute 
erosion of trust, and 
perceived loss of 
human dignity.26 

Highest direct and indirect 
positive impact on employee 
attrition rates.26 

Word-Action 
Inconsistency 
(PCH-WA) 26 

Promoting workplace 
"flexibility" while 
penalizing staff for 
utilizing hybrid 
options; claiming to 
value well-being while 
mandating excessive 
overtime.7 

Cognitive dissonance, 
emotional exhaustion, 
and rapid 
disengagement.6 

Second Highest predictor of 
immediate voluntary 
resignations.26 

Double Standards 
(PCH-DS) 26 

Protecting 
underperforming 
executive leaders while 
applying strict 
performance metrics 
and harsh discipline to 
frontline workers.6 

Systemic feelings of 
injustice, destruction 
of psychological 
safety, and intense 
resentment.6 

Second Highest predictor of 
poor organizational 
commitment and negative 
attitudes.26 

Psychological 
Contract Breach 
(PCH-CB) 26 

Failing to deliver on 
specific pre-hire 
commitments 
regarding 
compensation 
adjustments, job 

Feelings of betrayal, 
drop in job 
satisfaction, and 
decline in 
discretionary effort.12 

Significant direct and 
mediated driver of overall 
talent turnover.23 
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autonomy, or training 
investments.24 

Contrary to traditional assumptions that categorize 
hypocrisy primarily as word-action gaps, Goswami's 
(2022) comparative analysis revealed that a perceived 
lack of morality (PCH-MOR) is the most destructive 
dimension.26 When employees believe their employer 
lacks compassion, actively lies to them, or treats them 
as disposable resources, their psychological tie to the 
firm is instantly severed, making retention nearly 
impossible regardless of compensation levels.26 

 

B. Performative DEI Initiatives and Career-
Washing Dynamics 

Diversity, Equity, and Inclusion (DEI) policies 
represent a prominent front for corporate culture 
washing.5 Today, potential employees increasingly 
assess companies based on the authenticity and 
transparency of their DEI commitments, viewing them 
as reflections of ethical leadership and social 
responsibility.5 When DEI policies are backed by 
tangible actions, inclusive policies enhance employee 
morale, commitment, and productivity.5 

However, when organizations engage in performative 
DEI campaigns—such as adding inclusive slogans or 
pride iconography to external marketing materials 
without correcting internal inequities, gender pay gaps, 
or exclusionary promotional pipelines—they trigger 
severe backlash.13 Underrepresented minority groups 
are at the highest risk of leaving an organization, and 
they point to gender inequity, unfair promotions, and 
unequal opportunities as key retention-breakers.15 

Similarly, "career-washing" is increasingly prevalent 
in low-prestige, high-turnover sectors such as fashion 
retail and hospitality.37 Under intense recruitment 
pressure, global brands utilize polished social media 
campaigns to promise rapid professional growth, 
autonomous work, and creative self-expression.37 On 

the ground, however, employees are funneled into a 
highly standardized, low-autonomy "iron cage," 
characterized by extreme manager surveillance, 
physical exhaustion, and unpredictable scheduling.32 

While Sanne Frandsen’s ethnographical research at 
national telecommunications corporation MGP notes 
that hypocritical branding can occasionally be 
leveraged by cynical management as a form of "soft 
control" to drive temporary behaviors, the long-term 
internal consequences are overwhelmingly negative, 
cultivating chronic cynicism, emotional distance, and 
active resistance among the workforce.38 

 

C. Algorithmic Misalignment and Perceived AI 
Opacity 

As organizations increasingly integrate Artificial 
Intelligence (AI) and automated systems into Human 
Resource processes, a new dimension of culture 
washing has emerged: organizational-AI 
misalignment.10 Grounded in Mayer et al.’s integrative 
model of trust and psychological contract breach 
theory, this refers to a structural inconsistency between 
the organization’s stated ethical policy ("Talk") and the 
actual recommendation of the deployed AI system 
("Walk").10 

For example, if an organization publicly champions 
diversity, fairness, and human-centric talent 
acquisition, but its automated resume-screening 
algorithms systematically exclude candidates based on 
opaque demographic parameters, it creates a severe 
structural "Talk-Walk" gap.10 When employees or 
candidates experience this algorithmic misalignment, it 
triggers a powerful psychological contract breach, 
eroding integrity-based trust in the technology and the 
broader organization.10 

This dynamic is heavily moderated by "perceived AI 
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opacity".10 When an AI system operates as an opaque 
"black box" with no transparency regarding its 
decision-making logic, it fosters deep suspicion and 
moral disengagement.10 When employees discover that 
actual automated practices deviate from espoused 
organizational values, they experience a sense of 
betrayal that significantly reduces their reliance on the 
system and accelerates their desire to exit the 
organization.10 

6.4 Human Resource System Strength: Process 
versus Content Attributes 

A common error in employer branding is adopting a 
purely "content-oriented" approach.22 Traditional HR 
functions rely on lists of symbolic and instrumental 
content attributes—such as competitive compensation, 
modern office perks, and personality-based brand 
associations.22 However, human mind capabilities are 
limited in processing highly dense, disjointed 
information.22 

To build a sustainable employer brand that resists 
culture washing, HR must apply HRM System Strength 
Theory, which shifts focus from content to process 
attributes.22 Process attributes represent the strategic 
mechanism of employer branding and are characterized 
by three core dimensions: 

● Distinctiveness: The extent to which 
the employer brand stands out clearly and 
uniquely in the labor market, separating the 
organization from competitors.22 
● Consistency: The stability and 
alignment of the employer brand message across 
all communication channels and touchpoints 
over time, ensuring no contradictions exist 
between recruitment ads and internal policies.22 
● Consensus: The degree of agreement 
and shared understanding among all 
organizational actors, particularly between 
human resources, marketing, executive 
leadership, and frontline managers.1 

Empirical research by Kanwal and Van Hoye (2023) 
demonstrates that when employees perceive their 

employer brand as high in distinctiveness, consistency, 
and consensus, it significantly enhances their 
organizational identification and display of positive 
brand ambassadorship.22 Crucially, these process 
attributes explain significant unique and incremental 
variance in employee attitudes far beyond traditional 
content attributes.22 When an organization lacks 
consistency and consensus, any attractive content 
attributes are perceived as insincere, immediately 
triggering accusations of corporate culture washing.4 

 

HRM System Strength Theory highlights that effective 
employer branding extends beyond symbolic 
organizational messaging and depends upon process 
attributes such as distinctiveness, consistency, and 
consensus. In the context of Corporate Culture 
Washing, inconsistency between communicated 
employer branding and actual employee experience 
may increase perceptions of organizational 
inauthenticity and culture misalignment. 

6.5 Employer Branding Perspective 

Employer branding represents a strategic Human 
Resource Management approach through which 
organizations establish their identity as employers and 
communicate workplace values to current and 
prospective employees. Effective employer branding 
contributes toward talent attraction, employee 
engagement, and organizational reputation 
enhancement. 

However, when employer branding messages create 
expectations that remain inconsistent with actual 
workplace experiences, employees may develop 
perceptions of organizational inauthenticity. Such 
misalignment contributes significantly toward 
Corporate Culture Washing by widening the gap 
between external organizational communication and 
internal organizational realities. 

Therefore, organizations must ensure alignment 
between employer branding initiatives and lived 
employee experiences to strengthen organizational 
credibility and long-term workforce commitment. 
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6.6 Integration of Theoretical Framework 

The present study integrates Psychological Contract 
Theory, Organizational Hypocrisy Theory, HRM 
System Strength Theory, and Employer Branding 
perspectives to establish a comprehensive 
understanding of Corporate Culture Washing. 

Psychological Contract Theory explains employee 
expectation formation and perceived contract breaches. 
Organizational Hypocrisy Theory explains 
inconsistencies between organizational 
communication and workplace realities. HRM System 
Strength Theory highlights the importance of 
consistency and consensus in Human Resource 
practices, while Employer Branding perspectives 
explain organizational image formation and employee 
perceptions. 

Collectively, these theoretical foundations provide an 
integrated Human Resource framework for 
understanding the emergence and organizational 
consequences of Corporate Culture Washing. 

VII. Conceptual Framework 

The present study proposes a conceptual framework to 
understand how Corporate Culture Washing influences 
employee attitudes and organizational outcomes. The 
framework integrates theoretical perspectives 
discussed earlier and establishes potential relationships 
between organizational culture misalignment and 
employee behavioral consequences. 

Corporate Culture Washing 

(Independent Variable) 

↓ 

Psychological Contract Breach 

(Mediator) 

↓ 

Employee Trust 

Employee Engagement 

Organizational Commitment 

Turnover Intention 

(Dependent Variables) 

The framework suggests that increased perceptions of 
Corporate Culture Washing contribute toward 
employee distrust, disengagement, and higher turnover 
intentions through mechanisms associated with 
expectation violation and organizational inconsistency. 

VIII. Hypothesis Development 

H1: 

Corporate Culture Washing negatively influences 
Employee Trust. 

H2: 

Corporate Culture Washing negatively influences 
Employee Engagement. 

H3: 

Corporate Culture Washing positively influences 
Turnover Intention. 

H4: 

Psychological Contract Breach mediates the 
relationship between Corporate Culture Washing and 
employee outcomes. 

IX. QUANTIFYING THE STRATEGIC COSTS 
OF CULTURAL TOXICITY 
 
A. Sull and Sull's Toxic Five and the Attrition 
Matrix 

The financial and operational costs of maintaining a 
culture-washed, toxic environment are immediate and 
severe.6 During the "Great Resignation" (April through 
September 2021), a period when an all-time record of 



International Journal of Scientific Research and Engineering Development-– Volume 9 Issue 3, May-June 2026 
           Available at www.ijsred.com                                 

ISSN: 2581-7175                                         ©IJSRED: All Rights are Reserved                                                       Page 1102 
 

over 24 million American workers voluntarily resigned 
from their positions, researchers Dr. Donald Sull and 
Charles Sull conducted a comprehensive, large-scale 
analysis of over 34 million online employee profiles.35 
Their findings, published in the MIT Sloan 
Management Review, provide a definitive empirical 
indictment of cultural toxicity.35 

Sull and Sull’s analysis revealed that a toxic corporate 
culture was the single strongest predictor of 
industry-adjusted attrition, proving to be 10.4 times 
more powerful than compensation in predicting 
employee turnover.15 Out of more than 170 cultural and 
operational topics analyzed, traditional compensation 
ranked only sixteenth in term of predicting turnover.35 
The primary drivers of cultural toxicity are categorized 
as the "Toxic Five": disrespectful treatment, 
noninclusive environments, unethical behavior, 
cutthroat internal competition, and abusive 

management.39 

Furthermore, in high-uncertainty economic climates, 
candidate behavior shifts toward "job hugging"—a 
trend where employees default to inaction and remain 
in their current roles because the potential downside of 
a bad workplace culture outweighs the incremental 
upside of a new job.18 Consequently, organizations 
with poor cultures experience a total collapse in 
external talent attraction, as candidates actively 
research Glassdoor rating trends, CEO approvals, and 
employee tenures to verify culture claims before 
submitting an application.18 

Table II details the leading predictors of employee 
attrition and the corresponding short-term retention 
boosters identified by the Sulls' research, with each 
metric representing its relative importance compared to 
employee compensation. 

Leading Cultural 
Attrition Predictors 

Relative Importance 
vs. Compensation 

Short-Term 
Retention-Boosting 
Levers 

Relative Importance 
vs. Compensation 

Toxic Corporate 
Culture 35 

10.4 Provide Lateral 
Career Opportunities 
35 

2.5 

Job Insecurity and 
Reorganization 35 

3.5 Offer Remote/Hybrid 
Work Options 35 

1.5 

High Levels of Pace 
and Innovation 35 

3.2 Sponsor Corporate 
Social Events 35 

1.3 

Failure to Recognize 
Employee 
Performance 35 

2.9 Allow for 
Predictable/Fixed 
Scheduling 35 

1.2 

Poor Response to 
External Crises 35 

1.8 Align Branding with 
Workplace Reality 1 

Qualitative Anchor 

This attrition matrix highlights that while compensation remains a necessary foundational 
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baseline, it cannot compensate for a toxic 
environment.35 HR leaders must prioritize addressing 
pockets of toxicity and providing lateral career 
moves—which are 2.5 times more predictive of 
retention than compensation and 12 times more 
powerful than standard vertical promotions—to 
stabilize their workforce.35 

 

B. Absenteeism, Presenteeism, and the Lost 
Productivity Valuation 

The financial damage of culture washing is not 
limited to recruitment and onboarding costs; it 
heavily erodes everyday operational productivity 
through the mechanisms of absenteeism and 
presenteeism.6 

● Absenteeism: Employees exposed to 
toxic cultures experience chronic 
psychological stress, anxiety, burnout, and 
depression.6 This manifests physically as 
higher rate of unplanned absences, long-term 
sick leave, and physical fatigue, driving up 
operational friction and healthcare-related 
claims.6 
● Presenteeism: Presenteeism refers to 
the phenomenon where employees are 
physically present at their desks but are 
emotionally and mentally exhausted, operating 
at highly reduced capacity.6 In toxic, culture-
washed environments, employees emotionally 
check out and focus on self-protection rather 
than contribution, doing the absolute minimum 
required to avoid termination.6 

According to research published by Gallup, employee 
disengagement costs organizations roughly $1.9 
trillion in lost productivity annually in the United 
States alone, with overall engagement levels 
stagnating at a mere 33%.7 This lost productivity 
directly drains corporate margins, as disengaged 
workers contribute significantly less innovation, 
commit frequent operational errors, and undermine 

customer satisfaction during client interactions.7 

 

C. The McKinsey Missing Middle and 
Organizational Cynicism 

A core structural driver of culture-washing 
accusations is the deep perception gap between 
executive leadership and frontline staff, a 
phenomenon McKinsey calls "the missing middle".43 
While corporate leaders often operate with a positive 
perception of organizational alignment, frontline 
employees are systematically excluded from purpose 
reflection and strategic alignment opportunities.43 

McKinsey’s empirical data reveals several key 
disconnects: 

● Purpose Reflection Disconnect: 
Frontline employees are 10 times less likely 
than corporate managers to be given structured 
opportunities to reflect on the organization’s 
purpose and connect it to their personal life 
purpose.43 
● Purpose Project Allocation: 
Frontline workers are 9 times less likely to be 
assigned to strategic projects or initiatives that 
directly relate to the company's stated 
purpose.43 
● Perceived Core Impact: 
Consequently, while 82% of employees 
believe organizational purpose is important, 
only 42% report that their company's official 
purpose statement makes any actual difference 
in their day-to-day work.43 

This structural disconnect breeds severe 
organizational cynicism, particularly among younger 
and female managers, driving Gallup's global 
engagement index down to an alarming 21% and 
costing the global economy $438 billion in lost 
productivity.30 When the middle and frontline tiers 
of an organization perceive that corporate "purpose" 
exists only in high-level marketing campaigns, they 
develop a cynical distance that undermines even well-
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intentioned company transformations.38 

 

X.THE STRATEGIC HR AUDIT AND 
CULTURE DASHBOARD 
 
A. Transitioning Core Values from Abstract 
Artifacts to Actionable Behaviors 

To successfully dismantle the performative cycle of 
culture washing, human resource leaders must 
transition corporate values from abstract nouns and 
adjectives (artifacts) into specific, actionable 
behaviors.3 Leadership expert Simon Sinek argues 

that values only become valuable when they are put 
into action.3 For example, instead of selecting 
"Innovation"—a word that means everything and 
nothing—HR should specify: "Approach existing 
problems from a completely new angle".3 Instead of 
the generic "Communication," the behavioral 
mandate should be: "Make sure critical information 
does not get lost".3 

Table III provides a strategic comparison of abstract 
values, their typical performative (washed) 
manifestations, and the corresponding authentic, 
structurally aligned actions executed by leading-edge 
companies. 

 

Stated Core Value Performative "Washed" 
Manifestation 

Authentic, Structurally 
Aligned HR Action 

Real-World Strategic 
Example 

Equity & Fairness Promoting competitive 
compensation on social 
media while maintaining 
opaque pay scales and high 
gender wage gaps.15 

Implementing strict, 
transparent salary caps 
and leveling systems tied 
to entry-level wages.43 

Dr. Bronner’s: 
Employs a strict 5:1 
compensation cap, 
keeping executive pay 
directly tied to an entry-
level wage of 
$25.93/hr.43 

Societal Purpose Writing a noble mission 
statement for the annual 
report while focusing daily 
operations solely on 
quarterly margins.43 

Integrating hands-on, pro 
bono community work 
directly into standard 
employee onboarding and 
daily roles.46 

Tata Consultancy 
Services (TCS): Pairs 
every incoming new hire 
with a local non-profit 
as their very first 
professional client.46 

Well-Being & 
Balance 

Displaying wellness 
slogans, office plants, or 
meditation apps while 
ignoring excessive 
workloads and late-night 
emails.7 

Offering predictable/fixed 
scheduling, enforcing 
email limits, and 
providing practical hybrid 
flexibility.7 

CoolWorks HR 
Standards: 
Restructures shift 
patterns to eliminate 
"clopening" shifts, 
offering a minimum of 
11 hours rest.39 
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Personal Growth Promising rapid career 
trajectory in social media 
recruitment while 
maintaining static, highly 
political promotion 
tracks.37 

Providing formal lateral 
job moves, mentorship 
programs, and structured 
internal mobility plans.2 

Deep Purpose 
operating Model: 
Incorporates personal 
life-purpose coaching 
into formal talent 
development.47 

Inclusion & 
Belonging 

Appointing a diversity 
officer and adding rainbow 
graphics on June 1st 
without changing 
exclusionary cliques or 
biased processes.6 

Transitioning from 
resume screening to skills-
based assessments to level 
the playing field.40 

Skills-Based Hiring 
Integration: Eliminates 
traditional credential 
requirements in favor of 
objective skills 
assessments.40 

B. The Thirteen-Section Corporate Alignment 
Audit 

To systematically identify, monitor, and close the 
"culture gap" within an organization, human 
resources must execute a comprehensive, structured 
HR audit.16 This diagnosis evaluates whether 

underlying policies, processes, documentation, and 
systems are legally compliant and strategically 
aligned with espoused corporate values.14 

Table IV maps out the thirteen essential sections of a 
complete corporate alignment audit, detailing the 
specific diagnostic questions HR leaders must 
address. 

 

Audit Section Focus Area Diagnostic Alignment Questions 

1. Strategic Alignment Corporate Strategy How aligned is the HR function 
with broader corporate initiatives, 
business models, and strategic 
growth plans?45 

2. HR Team & Structure HR Competencies What is the headcount, skill 
composition, and strategic 
competency of the HR team 
relative to organizational needs?45 

3. Recruitment & Selection Talent Acquisition Is there a documented, objective 
hiring process with unified 
evaluation rubrics and structured 
interview stages?45 
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4. Onboarding & Adaptation Onboarding Process Does onboarding focus heavily on 
storytelling and brand purpose, or 
is it merely compliance-heavy and 
rule-bound?45 

5. Compensation & Benefits Pay Equity Are internal grading scales fair, 
and do employees understand how 
performance translates to salary 
growth?45 

6. Performance Management Goal-Setting Are performance reviews tied to 
the actual living of corporate 
values, or do they default solely to 
short-term financial outputs?43 

7. Training & Development Career Pathways Is there a developmental plan for 
each role, and does HR track the 
actual application of knowledge 
post-training?45 

8. Career & Succession Internal Mobility Does a robust internal mobility 
strategy exist to prepare 
employees for promotions and 
lateral career moves?45 

9. EVP & Employer Brand Brand Consistency Does the external Employee 
Value Proposition accurately 
match the real, everyday internal 
employee experience?1 

10. Technology & Systems Algorithmic Fairness Are HR automated tools, 
applicant tracking systems (ATS), 
and AI screeners fair, non-biased, 
and transparent?10 
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11. Hybrid & Remote Work Workforce Flexibility Is the organization structurally 
prepared to support remote and 
hybrid employees with flexible 
schedules and digital tools?1 

12. Compliance & Labor Law Regulatory Adherence Are all workplace policies, 
documentation, and employee 
classifications fully aligned with 
local labor legislation?45 

13. Corporate Culture & Voice Feedback Loops Do employees possess 
psychologically safe channels to 
provide feedback, and do they see 
that feedback actively applied?17 

C. The Evidence-Based HR Culture Metrics 
Dashboard 

To transition corporate culture management from an 
intuitive, marketing-driven exercise into an evidence-
based, strategic business capability, HR must 

establish a quantitative metrics dashboard.1 

Table V establishes the essential HR metrics, 
mathematical formulas, cultural indicators, and 
specific culture-washing risks mitigated by this 
diagnostic dashboard. 

 

Focus Area Strategic HR Metric Cultural Diagnostic 
Indicator 

Mitigated Risk 

Talent Sourcing Candidate NPS (cNPS) 
42 

Reflects candidate 
perception of the 
transparency, fairness, 
and health of the 
recruitment process.42 

Future-of-Work 
Washing: Prevents 
recruiting based on 
misleading schedule or 
role claims.11 



International Journal of Scientific Research and Engineering Development-– Volume 9 Issue 3, May-June 2026 
           Available at www.ijsred.com                                 

ISSN: 2581-7175                                         ©IJSRED: All Rights are Reserved                                                       Page 1108 
 

Internal Loyalty Employee NPS (eNPS) 
1 

Gauges overall 
employee satisfaction, 
emotional alignment, 
and active brand 
advocacy.1 

Purpose Washing: 
Detects active internal 
disengagement and 
corporate cynicism.43 

Talent Retention Industry-Adjusted 
Attrition Rate 35 

Serves as a primary 
indicator of cultural 
toxicity, disrespectful 
behavior, or abusive 
leadership.33 

Compensation 
Masking: Reveals when 
high pay is used to 
temporarily mask toxic 
culture.35 

Operational Costs Cost-Per-Hire (CPH) 
42 

Measures recruitment 
efficiency; a strong 
employer brand can 
reduce overall cost-per-
hire by up to 50%.1 

Brand Credibility 
Deficit: Protects against 
high search costs driven 
by a damaged 
reputation.1 

Operational Presence Absenteeism Rate 50 Evaluates the physical 
and psychological well-
being of the workforce; 
high rates signal severe 
burnout.6 

Presenteeism 
Blindness: Quantifies 
the hidden drain of 
emotional and physical 
exhaustion.6 

Internal Development Internal Promotion 
Rate 50 

Measures the health of 
career progression, 
internal mobility, and 
commitment to 
nurturing talent.45 

Career-Washing: 
Exposes performative 
professional growth 
claims on social 
platforms.37 

Social Advocacy Organic Referral Rate 
42 

Reflects employee trust 
and pride; staff only 
recommend roles when 
they are highly satisfied 
with the culture.1 

Inauthentic Brand 
Slogans: Detects when 
employees refuse to act 
as brand advocates.1 

By continuously monitoring this dashboard, HR 
departments can transition from a "cost center" focused 

on reactive administration to a strategic "profit center" 
that directly protects and generates business value 
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through culture alignment.16 

XI. Managerial Implications 

1. HR leaders should ensure alignment between 
employer branding and workplace realities.  
2. Organizations should establish periodic culture 
audits to identify culture gaps.  
3. Leadership accountability mechanisms should 
strengthen organizational authenticity.  
4. Employee feedback systems should become 
central to HR strategy.  
5. HR analytics dashboards should monitor 
cultural alignment indicators. 

XII. Practical HR Implications 

Add: 

 Organizations should periodically 
assess employer branding authenticity.  
 HR audits should evaluate cultural 
consistency.  
 Leadership training should strengthen 
workplace authenticity.  
 Employee feedback mechanisms should 
be institutionalized. 

 

XIII. CONCLUSIONS AND ACTIONABLE 
STRATEGIC RECOMMENDATIONS 
Corporate culture washing is a highly destructive 
organizational practice that yields temporary, 
superficial recruitment advantages at the cost of long-
term operational viability.3 When executive leadership 
utilizes marketing campaigns, bought culture 
certifications, and performative purpose statements as 
a smokescreen for systemic toxicity, they trigger an 
immediate cycle of psychological contract breaches, 
double standards, and organizational cynicism.4 The 
empirical evidence is definitive: cultural toxicity is the 
single best predictor of industry-adjusted attrition, 
proving to be over ten times more powerful than 
compensation in driving employee turnover.35 The 
downstream costs of this misalignment—manifesting 

as rampant presenteeism, unplanned absenteeism, and 
high cost-per-hire—directly erode corporate 
profitability, costing the global economy trillions of 
dollars in lost productivity.7 

To bridge the "Talk-Walk" gap and cultivate an 
authentic, high-performing corporate culture, human 
resource leaders must execute three immediate 
strategic interventions: 
1. Transition Core Values into Actionable 
Verbs: HR must dismantle static, abstract value 
statements printed on office walls.3 By converting 
nouns like "Inclusion" or "Innovation" into specific, 
observable behavioral guidelines, employees are 
provided with a practical operational compass for 
daily decision-making.3 
2. Establish Psychological Safety and 
Actionable Feedback Loops: Leadership must 
actively cultivate an environment where employees 
feel safe to express constructive dissent, report 
operational errors, or point out Double Standards 
without fear of career repercussions.6 Furthermore, 
HR must commit to acting on employee survey 
feedback; gathering data without execution is highly 
damaging, and transparency must be maintained when 
constraints prevent immediate change.17 
3. Embed Purpose and Alignment into 
Structural HR Systems: Corporate purpose must be 
structurally hardwired into formal organizational 
arrangements.43 HR must align the entire employee 
lifecycle—including skills-based hiring processes, 
storytelling-rich onboarding, pro bono community 
work, transparent compensation grading, and values-
based performance reviews—ensuring that the lived 
workplace reality is congruent with the external brand 
promise.2 

Ultimately, in a highly transparent and competitive 
labor market, honesty is the only sustainable strategy.3 
By shifting focus from performative external branding 
to rigorous internal alignment, strategic human 
resource management can transform organizational 
culture from a public relations asset into a powerful 
engine of sustainable competitive advantage.1 
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XIII. Future Scope of Research 

1. Industry-specific validation studies.  
2. Cross-cultural comparison studies.  
3. Generation Z workplace perception studies.  
4. AI-enabled employer branding authenticity 
research.  
5. Primary-data validation through employee 
surveys. 

Works cited 

1. Strategic Employer Branding Aligning HR, 
Marketing, and Culture for Sustainable Talent 
Attraction - ResearchGate, accessed May 21, 2026, 
https://www.researchgate.net/publication/398022272_
Strategic_Employer_Branding_Aligning_HR_Marketi
ng_and_Culture_for_Sustainable_Talent_Attraction 
2. Strategic Employer Branding Aligning HR, 
Marketing, and Culture for Sustainable Talent 
Attraction - ResearchGate, accessed May 21, 2026, 
https://www.researchgate.net/profile/Sakshi-
Mann/publication/398022272_Strategic_Employer_B
randing_Aligning_HR_Marketing_and_Culture_for_S
ustainable_Talent_Attraction/links/6953f2387e61d05
b53147f0f/Strategic-Employer-Branding-Aligning-
HR-Marketing-and-Culture-for-Sustainable-Talent-
Attraction.pdf 
3. What Is Culture Washing? - Oakstone 
International, accessed May 21, 2026, 
https://www.oakstone.co.uk/new-blog/what-is-
culture-washing 
4. Let's get certified ? - A qualitative case study 
on an organizational culture certification and employer 
branding - Lund University Publications, accessed 
May 21, 2026, https://lup.lub.lu.se/student-
papers/record/9125360/file/9125361.pdf 
5. Diversity, Equity and Inclusion in Practice - 
DiVA, accessed May 21, 2026, https://lnu.diva-
portal.org/smash/get/diva2:1975040/FULLTEXT01.p
df 
6. 8 Warning Signs of Toxic Workplace Culture 
in Cyprus (and How to Fix Them) - Great Place to 
Work, accessed May 21, 2026, 
https://www.greatplacetowork.com.cy/blog/workplace
-culture/toxic/ 
7. Company culture and performance: why it 
matters - Circles, accessed May 21, 2026, 

https://www.circles.com/resources/company-culture-
and-performance-why-it-matters 
8. 2 Where is organisational culture? - OpenLearn 
- The Open University, accessed May 21, 2026, 
https://www.open.edu/openlearn/mod/oucontent/view.
php?id=186236§ion=_unit3.3 
9. Internal Branding: Aligning Your Workforce 
with Core Purpose, accessed May 21, 2026, 
https://bvop.org/managers/brandfromwithin.html 
10. Full article: When Talk and Walk Diverge: 
How Organizational-AI Misalignment Erodes 
Integrity-Based Trust and Reliance on AI - Taylor & 
Francis, accessed May 21, 2026, 
https://www.tandfonline.com/doi/full/10.1080/074212
22.2025.2602397 
11. After greenwashing & innovation washing, 
now come GDPR-washing & future-of-work-washing 
| by Laetitia Vitaud | Medium, accessed May 21, 2026, 
https://medium.com/@Vitolae/after-greenwashing-
innovation-washing-now-come-gdpr-washing-future-
of-work-washing-d632ff631fea 
12. Hypocrisy is the tribute that vice pays to virtue: 
Dynamics of perceived organization hypocrisy and job 
embeddedness in the hospitality industry - Frontiers, 
accessed May 21, 2026, 
https://www.frontiersin.org/journals/psychology/articl
es/10.3389/fpsyg.2022.1036320/full 
13. Living Your Brand Core Values - Skidmore 
Studio, accessed May 21, 2026, 
https://skidmorestudio.com/insights/living-your-
brand-core-values/ 
14. Purpose identified as driver of improved 
performance and culture - Pinsent Masons, accessed 
May 21, 2026, https://www.pinsentmasons.com/out-
law/news/purpose-identified-as-driver-of-improved-
performance-and-culture 
15. How Toxic Company Culture Is Driving 
Employee Turnover - Great Place To Work - Nigeria, 
accessed May 21, 2026, 
https://www.greatplacetowork.com.ng/en/blog/how-
toxic-company-culture-is-driving-employee-turnover 
16. How to leverage culture as a strategy for 
business growth - Culture15, accessed May 21, 2026, 
https://culture15.com/culture15-blog/strategy-for-
business-growth/ 
17. IWD: How To Create A Fair & Inclusive 
Workplace - Think Organisation, accessed May 21, 
2026, https://thinkorganisation.com/iwd-how-to-



International Journal of Scientific Research and Engineering Development-– Volume 9 Issue 3, May-June 2026 
           Available at www.ijsred.com                                 

ISSN: 2581-7175                                         ©IJSRED: All Rights are Reserved                                                       Page 1111 
 

create-a-fair-inclusive-workplace/ 
18. The Psychology of Candidate Hesitation: Why 
Proof Outperforms Promise - Blog, accessed May 21, 
2026, 
https://blog.bestpracticeinstitute.org/psychology-
candidate-hesitation/ 
19. ANTECEDENTS OF THE EMPLOYEE 
PSYCHOLOGICAL CONTRACT - ANZAM, 
accessed May 21, 2026, https://www.anzam.org/wp-
content/uploads/pdf-manager/1914_LEEJIA-
YEN_450.PDF 
20. bridging the gap: employer branding, 
psychological contract fulfillment and job satisfaction 
- Center for Management Science Research, accessed 
May 21, 2026, 
https://cmsrjournal.com/index.php/Journal/article/dow
nload/162/157/382 
21. The Effects of Social Exchange Quality 
Indicators on Employee Engagement Through Internal 
Communication - Emerald Publishing, accessed May 
21, 2026, https://www.emerald.com/books/edited-
volume/10822/chapter/80435106/The-Effects-of-
Social-Exchange-Quality-Indicators 
22. The role of employer brand process attributes 
in understanding employees' reactions toward th - 
UGent@Work, accessed May 21, 2026, 
https://www.ugentatwork.be/sites/default/files/2026-
01/Kanwal%20%26%20Van%20Hoye%20%282023
%29%20-
%20Beyond%20employer%20brand%20content%20
%20The%20role%20of%20employer%20brand.pdf 
23. Employer Branding and Psychological 
Contract in Reducing Turnover Intention: A 
Systematic Literature Review | Request PDF - 
ResearchGate, accessed May 21, 2026, 
https://www.researchgate.net/publication/404170920_
Employer_Branding_and_Psychological_Contract_in
_Reducing_Turnover_Intention_A_Systematic_Litera
ture_Review 
24. The effect of psychological contract, employer 
branding and job satisfaction on turnover intention: 
Organizational commitment as, accessed May 21, 
2026, 
https://dspace.zcu.cz/bitstream/11025/52790/1/EM_2
_2023_06.pdf 
25. BRIDGING THE GAP: EMPLOYER 
BRANDING, PSYCHOLOGICAL CONTRACT 
FULFILLMENT AND JOB SATISFACTION | Center 

for Management Science Research, accessed May 21, 
2026, 
https://cmsrjournal.com/index.php/Journal/article/vie
w/162 
26. A bigger challenge: types of perceived 
corporate hypocrisy in employees and their resulting 
attitudes and turnover intentions - Emerald Publishing, 
accessed May 21, 2026, 
https://www.emerald.com/joepp/article/9/3/471/23065
6/A-bigger-challenge-types-of-perceived-corporate 
27. Investigating the direct and indirect effects of 
perceived corporate hypocrisy on turnover intentions - 
DigitalCommons@URI, accessed May 21, 2026, 
https://digitalcommons.uri.edu/cgi/viewcontent.cgi?ar
ticle=1062&context=tmd_facpubs 
28. A bigger challenge: types of perceived 
corporate hypocrisy in employees and their resulting 
attitudes and turnover intentions - 
DigitalCommons@URI, accessed May 21, 2026, 
https://digitalcommons.uri.edu/cgi/viewcontent.cgi?ar
ticle=1061&context=tmd_facpubs 
29. (PDF) The effect of psychological contract, 
employer branding and job satisfaction on turnover 
intention: Organizational commitment as moderating 
variable at start-up IT company - ResearchGate, 
accessed May 21, 2026, 
https://www.researchgate.net/publication/371232853_
The_effect_of_psychological_contract_employer_bra
nding_and_job_satisfaction_on_turnover_intention_O
rganizational_commitment_as_moderating_variable_a
t_start-up_IT_company 
30. Beyond Paychecks and Promises: Examining 
How Commitment and Quality of Work Life Shape 
Organizational Cynicism among Employees of First 
Bank Nigeria in Ibadan' | Formosa Journal of Social 
Sciences (FJSS) - mryformosapublisher.org, accessed 
May 21, 2026, 
https://mryformosapublisher.org/index.php/fjss/article
/view/525/1217 
31. accessed May 21, 2026, 
https://backoffice.biblio.ugent.be/download/01H6H3J
3FZH2EWAVRS3E2CRAXK/01H6H46FF423BRW
VRQ1PGRQ3VR 
32. Top 10 Signs of Bad Company Culture [+ 
Examples] - OysterLink, accessed May 21, 2026, 
https://oysterlink.com/spotlight/signs-of-bad-
company-culture/ 
33. Toxic Workplace Culture Cost: 5 Expensive 



International Journal of Scientific Research and Engineering Development-– Volume 9 Issue 3, May-June 2026 
           Available at www.ijsred.com                                 

ISSN: 2581-7175                                         ©IJSRED: All Rights are Reserved                                                       Page 1112 
 

Ways Workplace Stress Is Quietly Destroying Profit, 
accessed May 21, 2026, 
https://www.bnxba.com/2026/05/toxic-workplace-
culture-cost/ 
34. Positive Company Culture: Belonging vs. Just 
Fitting In - Marti Konstant, accessed May 21, 2026, 
https://www.martikonstant.com/blog/positive-
company-culture-fitting-in-vs-belonging/ 
35. What's the Number One Reason Employees 
Quit? A Toxic Work Environment. - Small Business 
Association of Michigan, accessed May 21, 2026, 
https://www.sbam.org/whats-the-number-one-reason-
employees-quit-a-toxic-work-environment/ 
36. Diversity-related psychological contract 
breaches and turnover intention: a moderated-
mediation model of diversity HR practices and 
engagement - Emerald Publishing, accessed May 21, 
2026, 
https://www.emerald.com/jmp/article/41/2/213/12755
28/Diversity-related-psychological-contract-breaches 
37. Career-washing? Unpacking employer brand 
promises on social media platforms | European Journal 
of Marketing | Emerald Publishing, accessed May 21, 
2026, 
https://www.emerald.com/ejm/article/56/10/2804/444
633/Career-washing-Unpacking-employer-brand-
promises 
38. Productive Incoherence - Research@CBS, 
accessed May 21, 2026, https://research-
api.cbs.dk/ws/files/58915790/Sanne_Frandsen.pdf 
39. Putting Out the Fires – How Toxic Culture is 
Costing your Company - CoolWorks.com, accessed 
May 21, 2026, 
https://www.coolworks.com/resources/putting-out-
the-fires-how-toxic-culture-is-costing-your-company 
40. How to learn about company culture (before 
you take the job!) + free checklist - TestGorilla, 
accessed May 21, 2026, 
https://www.testgorilla.com/blog/how-learn-
company-culture/ 
41. How Toxic Work Cultures Are Driving the 
Great Resignation - Brené Brown, accessed May 21, 
2026, https://brenebrown.com/podcast/how-toxic-
work-cultures-are-driving-the-great-resignation/ 
42. 17 Employer Branding Metrics HR Should 
Track [2026 Edition] - AIHR, accessed May 21, 2026, 
https://www.aihr.com/blog/employer-branding-
metrics/ 

43. Avoiding "Purpose Washing" - Legacy Beyond 
Profits, accessed May 21, 2026, 
https://legacybeyondprofits.com/p/avoiding-purpose-
washing 
44. The 5Ps of company purpose are much more 
than a mission statement | McKinsey, accessed May 21, 
2026, 
https://www.mckinsey.com/capabilities/strategy-and-
corporate-finance/our-insights/more-than-a-mission-
statement-how-the-5ps-embed-purpose-to-deliver-
value 
45. HR Audit: A Complete Guide to Diagnosing, 
accessed May 21, 2026, 
https://us.pritula.academy/tpost/p1skubt251-hr-audit-
a-complete-guide-to-diagnosing 
46. Align employee and organizational purpose to 
drive belonging and commitment, accessed May 21, 
2026, 
https://www.chieftalentofficer.co/2022/06/13/align-
employee-and-organizational-purpose-to-drive-
belonging-and-commitment/ 
47. Ranjay Gulati on the power of deep purpose - 
Roland Berger, accessed May 21, 2026, 
https://www.rolandberger.com/en/Insights/Publication
s/Ranjay-Gulati-on-the-power-of-deep-purpose.html 
48. The Ultimate Guide to Designing a High-
Performing Hiring Process - Fusion Recruiters, 
accessed May 21, 2026, 
https://www.fusionrecruiters.com/2026/03/18/the-
ultimate-guide-to-designing-a-high-performing-
hiring-process/ 
49. Why Employee Experience (EX) Is the New 
Brand Strategy - Renascence, accessed May 21, 2026, 
https://www.renascence.io/journal/why-employee-
experience-ex-is-the-new-brand-strategy 
50. 10 Key HR Metrics Every Business Should 
Track | AllianceHCM, accessed May 21, 2026, 
https://alliancehcm.com/blog/essential-hr-metrics-to-
track/ 


