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ABSTRACT Human resources is considered the main capital for every organization. Employee beliefs
are forming each organization branding. Purpose: The present study was based on a questionnaire
aiming to detect employee satisfaction formatting a certain employee branding. Newer techniques were
used to analyze and discuss personnel behavior, that reflects the total performance of a Greek public
sector organization. Approach: 80 people answered a questionnaire in order to measure to measure
employee loyalty and their likelihood to recommend the company as a place to work, in only two
selected employees (as a truth test). Also, a classification tree-based algorithm was performed to form
groups of employees. Findings: Main results indicate that the certain organization has problems
according to the opinions of employees, especially in transparency, justice and proper exploitation of
human resources. This reflects in an attrition tension.
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l. INTRODUCTION

Employee branding (often used interchangeably with employer branding) is the strategic process of
interpreting how current employees and potential candidates perceive a company's culture, values and reputation
[1]. It transforms staff into brand ambassadors, boosting retention, attracting top talent, and building a 3x more
credible reputation compared to corporate messaging. Many other concepts are relative to human resources
behavior and exploitation. Human resources functions are described as six distinct functions: 1) Strategic
Planning, 2) Recruitment and Deployment, 3) Training and Development, 4) Performance Management, 5)
Compensation Management, and 6) Human Relations Management [2]. Also, newer techniques incorporating
machine learning and artificial intelligence can be used to support staff recruitment and deployment [3,4,5,6].
They can analyze big data sets to find suitable candidates, evaluate resumes, and help predict a candidate's
suitability for a particular position. Nowadays, professionals and consultants in all over the world are urging their
companies to invest more in sophisticated HR information systems to collect and analyze employee data. Many
organizations are building integrated systems to analyze employee-related data, and already have implemented
real-time systems in new and innovative ways. Modern techniques like machine learning and artificial intelligence
can support recruitment in many ways [3,4,5,6,7], such as CV Analysis, Skills Assessment, Interview
Management, and Eligibility, using appropriate algorithms based on decision trees.

Newer techniques to evaluate organizations and employee satisfaction include frequent, short pulse
surveys, detailed analytics on goal completion, and continuous feedback loops like 360-degree reviews and
anonymous suggestion systems. Pampouktsi, as a post-doctor researcher on human resources summarize these
techniques as:

For employee satisfaction
o Pulse surveys/questionnaires: Conduct short, frequent surveys to gauge employee sentiment on specific, timely
topics, such as a recent change or a specific aspect of the work environment.
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e Data Analytics: Use data analytics on metrics like goal completion rates to understand engagement and
enthusiasm. This can include tracking progress towards individual and company-wide objectives.

o Real-time feedback: Implement systems for continuous, real-time feedback, such as peer recognition
channels or anonymous suggestion boxes, to foster a culture of open communication.

e 360-Degree feedback: Collect evaluations from managers, peers, and self-assessments to provide a
comprehensive view of an employee's performance and identify areas for growth.

e Onboarding procedures: Send surveys to new hires to understand their initial experiences, allowing for early
optimization of the onboarding process and early identification of potential issues.

e Exit interviews: Systematically conduct exit interviews with departing employees to gather valuable, honest
feedback about why they are leaving and what the organization can improve.

e Machine Learning: Application of proper algorithms to classify answers.

o Neuro-emotions techniques: Use of EEG devices in order to record emotions of candidates or employees [8].
For organizational evaluation

o Integration of metrics: Combine quantitative data from tools like performance management software with
qualitative data from surveys and interviews to get a holistic view.

e Goal Alignment Tracking: Evaluate how individual and team goals connect to and support overarching
company goals. This can be done through cascading goal models and analytics platforms.

o Employee Net Promoter Score (eNPS): Use of eNPS to measure employee loyalty and their likelihood to
recommend the company as a place to work.

e Work Life & Wellness Metrics: Integrate surveys that specifically ask about work-life balance and track
participation in wellness programs to gauge overall well-being.

e Absence and Turnover rating: Continuously monitor absence and turnover rates, as they can be leading
indicators of employee dissatisfaction and potential organizational issues.

In the present study we were focused on a certain Greek Public Organization to record employees’
opinion. Additional techniques were applied to support answers of a well-stated questionnaire. Employee branding
was properly analyzed, by combined techniques, as a first step for better understanding the concept. Some novel
ideas were initiated.

1. METHODOLOGY

The investigation covered one public organization from Greek public sector and answers of eighty
employees were collected according to GDPR. The questionnaire used was formed according to the Common
Assessment  Framework (CAF, a Total Quality Management-TQM tool: https://www.eupan.eu/wp-
content/uploads/2023/03/CAF-2020-English.pdf) principles and it was an obligation after the official decision
made by the Regional Governor of the organization (https://diavgeia.gov.gr/) and the permission of Executive
Secretary. Setting main objectives and defining the improvement process, is a key-step for every organization,
and it involves:
Self-assessment: The organization assesses its current situation
o Diagnosis: Strengths and areas for improvement are identified
e Action Plan Definition: Clear targets are set to improve the identified weaknesses
e Implementation & Review: Targets are monitored and reviewed (in annual basis process)

In total, 80 people answered initially the questionnaire and collected data analysis was made in SPSS 13.0
and Google Forms Sheet, and also an additional innovative approach has been performed using Neuroscience
metrics (via an EEG device) to indicative measure employee loyalty and recommendation tension for the
organization as a place to work, in only two selected employees (as a truth test and an initial calibration [8]). Also,
a classification tree-based algorithm was performed to form groups of employees [3,4,5,6,9], using as attributes
the 38 questions-answers collected from the specific questionnaire in the WEKA software (Waikato University,
ver. 3). Random-Tree algorithm was used here because it fits best to our data. An additional learning core set of
10 repetitive random answers was formed as the learning test sample. Ten more answers were later added to serve
as validation set. Thus, in total answers were 100 to form the final set to be analyzed.

1. RESULTS, FIGURES AND TABLES
Questionnaire answers on 38 questions are presented in Figures 1-38, and most of them included 80
employee answers, except demographic data. Original questions are also included in Greek. In Fig. 1, many
employees feel comfort in their job and that is enhanced by data in Fig. 2, where they found office environment
very positive. In Fig. 3, the organization provides all necessary tools to better accomplish their work. In Fig. 4, it
seems that the organization has no formal policy to manage family and professional life. In Fig. 5, well-being is
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around the average, but in Fig. 6, employees are encouraged to rest for a while, according to their needs. Stress
conditions are often within the organization as presented in Fig. 7. Employees’ duties are mainly well defined
(Fig. 8), and current responsibilities fit to their skills (Fig. 9), except for a nearly 18% that answered negatively.
New challenges is not a priority in the organization (Fig. 10). Employees do not always feel fulfilment by their
job (Fig. 11), and they are rather disappointed by the authority level they possess (Fig. 12). No specific given
directions, seems to be a rule (Fig. 13) and employees believe that the level of the authority may contribute better
to their work (Fig. 14). In many cases, communication with their direct head is good but over 25% have some
problems in this area (Fig. 15). Most of them have no direct communication with the leadership of the organization
(Fig. 16). Feedback is generally good (Fig. 17) and in Fig. 18 there is a nearly equal belief that it is easy or difficult
to express opinions or proposals, it seems that some people are free to do so, but other might not. Many employees
believe that there is no recognition about their work (Fig. 19). In Fig. 20, it is not a clear answer about the vision
of the organization. In Fig. 21, people are not so satisfied with the leadership style. In Fig. 22, employees seem
very satisfied about training programs, and also, they have support to improve their skills (as in Fig. 23).
Employees, believe that there is no connection between their qualifications and their work, because of the absence
of such mechanism (Fig. 24), also that they get no proper rewards according to their work (Fig. 25) and no
additional benefits are properly provided (Fig. 26). In Fig. 27, it is clearly stated that there is no transparency and
justice in the organization, and people also believe that motivations and awards are for only a few of them (Fig.
28). Collaboration and communication are a very good level between them (Figs. 29 and 30). Respect and equality
are also in very good level (Fig. 31) and communication is free between departments (Fig. 32), and they feel free
to ask for assistant (Fig. 33). Fig. 34 recorded an attrition tension among them.

Mwg Ba agloAoyoLoaAte T PUCLKN AVEDH, EpYOVOHLa Kal acpdAeLd TOU XWPOU Epyaciag oag;
80 anavtroelg

40
30 32 (40%)

20 22 (27,5%)
16 (20%)

2 (2,5%) 8 (10%)

Fig. 1. Statistics on the question: How do you evaluate comfort, ergonomics and safety in your office?

MOTEVETE OTL N ATHOCPALPA TOL Ypapeiov TiPowOEeL pla BETIKNA KOuATOLPA;

80 amavtroelg
30

25 (31,3%)
20 21 (26,3%)

16 (20%)

15 (18,8%)

3(3,8%)

Fig. 2. Statistics on the question: Do you believe that office environment promotes a positive culture?
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Tag mapexovIal Ta anapaitnta epyaleia Kat mOPOL yia va EKTEAECETE AMOTEAECHATIKA TN

SouAsld oag;
80 anavtioeLg

40

37 (46,3%)

30

20

16 (20%)
14 (17,5%)

7 (8,8%)

Fig. 3. Statistics on the question: Are there available tools and resources in order to accomplish your job
effectively?

O popeag eXeL KABLEPWPEVN TIOALTLKI EVAPHOVLONG TOU ETIAYYEAUATIKOV PE TOV OLKOYEVELAKO
Bio;
80 amavtnoeLg

30

20 21 (26,3%)

19 (23,8%) 20 (25%)

16 (20%)

4 (5%)

Fig. 4. Statistics on the question: Does your organization have a formal policy in order to match
harmonically family and professional life?

Mooo KaAd IKavoTiolel 0 opyaviopog TIG avaykeg vyeiag kat eve€iag oag (TL.X. EVEAIKTO WPAPLO,
ETILAOYEG £E ATIOOTACE WG £pyaciag);
80 anavtroelg

40

30 33 (41,3%)

20

14 (17.5%)

10 (12,5%)
7 (8.8%)

Fig. 5. Statistics on the question: In what level does your organization satisfy your health and well-being
needs (flexible timetable, tele-working etc)?
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NwwBeTe evBAppLVON va KAVETE SlaAeippaTa Kal va anocuvdeBeite ano tny epyacia otav
XPELAZETAL Yla EMAVAPOPTLON;
80 anavtnoelq

30

27 (33,8%)

24 (30%)

20

15 (18,8%)
10

8 (10%)

6 (7,5%)

Fig. 6. Statistics on the question: Do you feel encouraged to take a break or like unbounding from your work
when you need so0?

NiwBeTE ouYVA LTIEPEVTAGCN I AYX0G AOYw TapayovTwy TIoL OXETI{ovVTal UE TNV £pyacia;
80 anavtroelg

40

30

32 (40%)

20

10 13 (16,3%)
2 (2,5%)

5 (6,3%)

Fig. 7. Statistics on the question: Do you feel often overexertion and stress because of your job
responsibilities?

Ta kKaBfAKovTd oag eival capwg KaBopLoPEéva Kal oag KoLvoToLoUVTaL;

80 anavtnoeilg

30

27 (33,8%)

23 (28,7%
20 ( 6)

17 (21,3%)

8 (10%)

5 (6,3%)

Fig. 8. Statistics on the question: Are your responsibilities and duties well defined and known/or notified?
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OL TPEXOUOECG EPYACLAKEC 0AG ELBVVEC CLVAdOULV HE TIg SEELOTNTEC KAl TA TPOCOVTA 0ag;
80 anavtioelq

30

26 (32,5%)

25 (31,3%)
20

15 (18,8%)
10

7 (8,8%) 7 (8,8%)

Fig. 9. Statistics on the question: Does your current responsibilities fit with your skills and qualifications?

‘EXETE guKALpIEG VA AVTIPETWITICETE VEEG TIPOKANOELG KAL va ETIEKTEIVETE TIG HEELOTNTEG 6ag;

80 anavtrioslg
30
27 (33,8%)

20 22 (27,5%)

20 (25%)

7 (8,8%)

Fig. 10. Statistics on the question: Do you have the opportunities to cope with new challenges that
will boost your skills?

NLwBeTe OTL N 6oLAELd 6ag MAPEXEL Pla aloBnon okomol Kal eKMARpWong;

80 anavtnoeig

30

23 (28,7%) 23 (28,7%)

20
19 (23,8%)

9 (11,3%)
6 (7,5%)

Fig. 11. Statistics on the question: Does your job provide you with purpose and fulfilment?
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Eiote ikavomolnpeévog/n pe to emninedo e§ovoiag AYng ano@acewy o €XETE 0TOV pOAO 0ag;
80 amavtnoslg

30

25 (31,3%)

24 (30%)

20

13 (16,3%)

10 11 (13,8%)

7 (8,8%)

Fig. 12. Statistics on the question: Are you satisfied with your authority level on decision-making
according to your role?

Fag napeyovtal oageic odnyieg Kal mMpoadokied yla Ta epyaciakd oag Kadrikovtda ) Td €pya oag;
80 anavtroeig

30

24 (30%)
20 22 (27,5%)

16 (20%)

10 11 (13,8%)

Fig. 13. Statistics on the question: Do you receive specific directions and feedback according to your
responsibilities or actions?

MNoéoo KAAd TILOTEVETE OTL OL EPYACLAKEG 0ag EUBUVVEG CUHBAAAOLY CTNV ETILITLYLA KAl TNV
avantugn Tng unnpeociag;
80 anavInoeLg

60

46 (57.5%)

40

20

11 (13,8%) 12 (15%)

8 (10%)

Fig. 14. Statistics on the question: At what level do you believe that your responsibilities contribute to the
success and development of your service?
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Mwg 8a agloloyovoate TNV NMoLdOTNTA TNG EMLIKOWVWVIAG avdpeod o £04¢ Kal Tov dPeoa
TMpoloTAPEVO oag;

80 amavtAoeLlg

30

23 (28,7%)
20

19 (23,8%)

16 (20%)

14 (17,5%)
10

8 (10%)

Fig. 15. Statistics on the question: How do you evaluate the communication level between you and your direct
head of your service (Director, CEOQ, etc)?

Mwg Ba a§lohoyoloate TNV MOLOTNTA TNG EMIKOLWVWYIAg avapeoa o £04g Kat Tnv nysoia Tou

Opyaviopon
80 anavtioslg

30

26 (32,5%)

20 22 (27,5%)

1 (13,8%) 12 (15%)

9 (11,3%)

Fig. 16. Statistics on the question: How do you evaluate the communication level between you and the
leadership in your organization?

AauBdvete emolkodoPNTIKA avatpo@odoTnon Kal kKaBodnynaon oxeTLKA Pe Tnv anodoon oag;
80 anavtnoelg

30

20 22 (27,5%)

21 (26,3%)

19 (23,8%)

9 (11,3%) 9 (11,3%)

Fig. 17. Statistics on the question: Do you receive positive feedback and guidance in relation
to your performance?
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Tag evBappLVOLV va EKPPACETE TIC ATIOWELS KAl TIG TIPOTACELG 0AG OTOV TIPOLCTAPEVO 0ag;
80 anavtnoelg

20
20 (25%)

15

14 (17,5%) 14 (17,5%)

10

Fig. 18. Statistics on the question: Are you encouraged to express opinions and recommendations
to your direct head of your service (Director, CEO, etc)?

AloBdveaTe OTL EKTIPATAL N CUVELO®POPA 0ag / avayvwpidovTtal ol TpooTdBelEg oag;
80 anavtnoelg

30

23 (28,7%)

20

16 (20%) 17 (21,3%)

14 (17,5%)

10 10 (12,5%)

Fig. 19. Statistics on the question: Do you feel that your contribution/efforts are appreciated and recognized?

Elval EgkaBapog o MpooavaToALopPOC KAl To Opapd TOL Opyaviopo aag,
80 anavtroelg

30

20 22 (27,5%) 21 (26,3%)

20 (25%)

Fig. 20. Statistics on the question: Are very clear the orientation and vision of your organization?
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Eiote kavomolnpévog/n e To OTUA nyeciag Kal Tnv mpooeyylon dlaxeiplong;

80 anavtnoelg

30
29 (36,3%)

20

16 (20%) 16 (20%)
14 (17,5%)

5 (6,3%)

Fig. 21. Statistics on the question: Are you satisfied with the leadership style and management approach?

Mooo kavoTolnNUEVol/eG £l0TE PE TA MPOoypAPPATA KATAPTLONG KAl avarnTtugng Tou TIpOCPEPEL O
OpYaviopog;
80 anavinoelg

30

28 (35%)

23 (28,7%)
20

16 (20%)

10 (12,5%)

3 (3,8%)

Fig. 22. Statistics on the question: How much satisfied are you in relation to the training and development
programs in your organizations?

AapBavete umooTrpLEN yia eTidiwén nepaltépw eknaidevong f BeAtiwong deglotnTwy;

80 anavtnoelq

30
28 (35%)

27 (33,8%)

20

13 (16,3%)

7 (8,8%)
5 (6,3%)

Fig. 23. Statistics on the question: Do you receive support on education or skills improvement?
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MoTELETE OTL O POPEAG CAG EXEL PHNXAVIOHO AELOTIOLNONG TWV LYNAWY TUTILKWY TIPOCOVTWY;

80 amavtnoelg
30

25 (31,3%)
20

19 (23,8%) 20 (25%)

14 (17,5%)
10

2 (2,5%)

Fig. 24 Statistics on the question: Do you believe that your organization has a formal mechanism
to exploit high qualifications?

NLWOETE OTL OL CUVELOWOPEG KAl TA ETUTEVYHATA oag avTapeifovral KatdAAnAa;

80 anavtroelg

30

28 (35%)

20 22 (27,5%)

15 (18,8%)
10 11 (13,8%)

Fig. 25. Statistics on the question: Do you feel that your contribution and achievements are well rewarded?

Eival Ta mpooBeTa opEAN TIOL TIPOTYPEPEL O OPYAVIOHOG OAOKANPWHEVA Kal KATAAANAQA yla Tig
avaykeg oag;
80 anavtroslg

40

34 (42,5%)

30

20 22 (27,5%)

10 13 (16,3%)

9 (11,3%) 2 (2,5%)

Fig. 26. Statistics on the question: Are the additional benefits that your organization offers, properly situated
according to your needs?
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Nw¢ Ba aflohoyolaate Tn dlagdvela Kal Tn dikatocuvn Tne dladikaciag afloAdynong amoedoaong
Kal anognpiwong;
80 anavtnosig

30

30 (37,5%)

20
20 (25%)

17 (21,3%)

10 11 (13.8%)

Fig. 27. Statistics on the question: Can you evaluate transparency and justice on the performance
appraisal and subsequent benefits?

EioTe IkavoToLnpEVoL PE TLG EVKALPLEG YLa HITOVOUG, KivnTpa I} QVTAHOLBEG;
80 anavtroelg

30
28 (35%)

25 (31,3%)

20 21 (26,3%)

0 3(3,8%) 3(3,8%)

Fig. 28. Statistics on the question: Are you satisfied with bonus programs, motivations and rewards
opportunities?

Moo Kahd cuvepyA{eoTE KAl ETUKOLWVWVELTE PE TOUG cuvadeApoug oag;
80 anavtnoelg

40

30 32 (40%)

26 (32,5%)

20
19 (23,8%)

0 (0%)
0 \
1

Fig. 29. Statistics on the question: Do you collaborate and communicate with your colleagues?
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NiwBeTe pra aiobnon ocuvTpoPIKOTNTAG /opadlkng epyaciag pEoa oto TPAPa oag;
80 anavtroelg

30
29 (36,3%)

20

21 (26,3%)

19 (23,8%)

10

5 (6,3%) 6 (7.5%)

Fig. 30. Statistics on the question: Do you feel companionship and team work
environment in your department?

EloTe kavomolnpévog/n ano To eninedo oeBacpol Kal cuvepyaciag peTaglh Twv cuVadEAPWY
0oag;
80 anavtnoelg

30 30 (37,5%)

25 (31,3%)
20

14 (17,5%)

9 (11,3%)

Fig. 31. Statistics on the question: Are you satisfied of the respect level and equal
collaboration among your colleagues?

‘Exete gukalpieg va aAAnAemibpdaoete pe cuvadbeAPoug ano dlaPopeTIKA TPHNPATA I OPAdEGS;
80 anavtroelg

40

30 33 (41,3%)

20 22 (27,5%)

16 (20%)

2 (2,5%) 7 (8.8%)

Fig. 32. Statistics on the question: Do you have the opportunities to interact with employees of different
departments or working groups?
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AL0BdveaTe AveTa va ZnTdTe BorBeLd ) GUPBOUAEG AMO TOLG cuVadEAPoUS cag oTav XpeldZeTal,
80 anavtnoeig

40

30 32 (40%)

« 21 (s, 20 (25%)

4 (5%)

Fig. 33. Statistics on the question: Are you comfortable to ask for assistance or advices from your colleagues
when you need it?

Od oKeQTOCACTAY UTIOBOAR AiTNONG 0TO CUOTNHA KLVNTIKATATAG;

80 anavtiosig

30

24 (30%)

20
18 (22,5%) 18 (22,5%)
14 (17,5%)

6 (7,5%)

Fig. 34. Statistics on the question: Do you think of submitting an application for the mobility system?

Demographic data showed that the majority of employees belonged to an age interval between 45 and 55 years
old (Fig. 35, with 51.3%), most of them were women (Fig. 36, with 54.8% and some people did not answer the
question), most of them possess a post-degree title like MSc and PhD (Fig. 37, and 56.3%), and finally most of
them do not have an authority position (Fig. 38, with 67.8%).

HAWKLakr opdda (generations)
76 anavtnoetg

® <32
43,4% @ 3244
® 4555
® >55

‘

Fig. 35. Answers on the question: Your Age (<32*, 32-44, 45-55, >55 years old)

* No answers collected
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®OAo: Avopag, MNuvaika, Aev anavtw
73 anavtnoelg

@ Avdpag
@ uvaika
® Aev amavie

Fig. 36. Answers on the question: Your sex (Man, Woman, )

* Answers with no sex definition

Emninedo yvwoewv
71 anavtnoelg

@ Tlupvdoio/Aukeio

@ A.E.l/Mavemotipio

@ ATEI/KATEE

@ MeTamTuyiaka-AIBakTopikd

'

Fig. 37. Answers on the question: Education level (Secondary/High school, University*, *
Master or PhD**)

* 6™ and 5™ Level of Education (EC standards)
** Post Graduate Titles (7™ or 8™ levels)

©¢on gvduvng

59 anavtnoelg

® Oy
@ Tunparapxng
@ AieuBUVTAG/TEVIKOG BIEUBUVTAG

Fig. 38. Answers on the question: Authority position (None, Head of Department,

)
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Fig. 39. A Random-Tree algorithm pattern, based on the answers

Figure 39 presents Random-Tree diagram, that shows a main classification in the centre of the tree pattern, on the
left negative answers on the organization accompanied by possible attrition tension, and finally, on the right
positive answers. Figure 40 presents Random-Tree parameters used in model and main tension, and also EEG
device calibration test (indicative use only).
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Fig. 40. Random-Tree parameters and main tension, and also EEG device calibration test

V. DISCUSSION
In Greek public sector, approximately 500.000 civil servants are distributed in over a thousand different

organizations, like ministries, municipal authorities, Regional Administrations etc (www.ypes.gr). Many other
organizations are also established in private sector. Mann and O’Neil [10] reported that newer technological
advances allow organizations to utilize artificial intelligence and solve complexed problems. Gal et al. [11] stated
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that despite machine learning algorithms are often considered as supportive and bias-free to objective decisions,
they might lead to ethical challenges. Many newer techniques are mentioned by various researchers as useful tools
to Human Resources Management and Analytics [12,13,14,15,16].

In our research we recorded that many employees feel comfort in their job and they found office
environment very positive and this is positive for the specific organizational image. Also, the organization
provides all necessary tools to better accomplish their work. The organization has no formal policy to match
family and professional life, and this fact many times is a negative element for an organization [17]. Generally,
well-being is around the average, but also employees are encouraged to rest for a while, according to their needs
even though stress conditions are often within the organization maybe due to lack of personnel or proper human
resources (HR) policy. Employees seem very satisfied about the training programs followed by the organization,
and also, they have support to improve their skills. Training and learning programs are considered very important
for adding value in a regional administration public organization [18].

Employees’ duties are mainly well defined and current responsibilities generally fit to their skills due to
job specification standards. New challenges may not be a priority in this organization because of the lack in the
vision description and explanation, and thus, employees do not always feel fulfilment by their job being rather
disappointed by the authority level they possess. This is more obvious because they believe that the vision of the
organization is not totally clarified and many of them also believe that there is no recognition about their work.

No specific given directions, seems to be a rule although employees follow management by objectives
and they also believe that the level of the authority may contribute better to their work. This is a managerial
disadvantage that needs to be corrected. In many cases, communication with their direct head is good but a
considerable percentage has some problems in interaction with the authorities in head even though feedback is
generally good. Most of them have no direct communication with the leadership of the organization, even though
they possess an authority position and they feel difficult to express opinions or proposals. Nevertheless, some
people are free to do so, but other might not, but the majority is not so satisfied with the leadership style.
Additionally, employees believe that there is no connection between their qualifications and their work, because
of the absence of such mechanism, and thus they get no proper rewards according to their work or additional
benefits. Moreover, employees stated that there is no transparency and justice in the organization, and they also
believe that motivations and awards are for only a few of them, something that remains to be proved.

Collaboration and communication are in a very good level between them and, respect and equality are
also in very good level, with free communication between departments and willingness to support each other.
Demographic data showed that the majority of employees belonged to an age interval between 45 and 55 years
old and most of them were women because of the preference to work as civil servants. Most of them possess a
post-degree title like MSc and PhD, even though most of them do not have an authority position and that is a
problem of better exploitation of employees that have high qualifications.

The main result of all these is the attrition tension between among employees. This was also obvious
from the Random-Tree diagram, that shows a main classification in the centre of the tree pattern, but on the left
side there were observed many negative answers on the organization that may reveal an attrition tension. EEG
device performed only as a calibration/truth test resulting in agreement to the questionnaire answers recorded
(calibration according to Konstantinidis [8]). In similar research, in the regional administration of Crete,
Stavrakaki et al. [19] depicted the important role of personnel evaluation. Their work was very useful to record
employee attributes, and the elements shaping employee branding were rather optimistic and positive in their
work, maybe due to sampling or the use of older evaluation methods. Many answers of them were in contrast to
our research, especially when satisfaction parameters were in total considered. Employee branding, is a complex
of employees’ attributes and beliefs that form the organizational profile [1] and thus analysis of such data must be
more comprehensive. A newer investigation on the same topics is running in another Greek public organization
(a Regional Administration also), with different results in many answers, based in initial raw data, indicating
different employee branding and vision approach. Thao et al. [20] used the opposite direction to form the
organizational profile, stating that employer branding research has been concentrated on cultivating a favorable
profile for prospective job applicants, with limited exploration of its effects on current employees. Additionally,
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job satisfaction, organizational identification, and organization-related sacrifice all positively affect word-of-
mouth intentions for potential applicants. These researchers supported our results that depicted weak points in the
certain regional administration organization (using CAF standards), and resulted in an attrition tension.
Thus, measures to improve employee branding, as a CAF obligation, may include:

Clarification of the organizational vision and transparency/justice measures, accompanied by promoting the right
people. Better HR management, and also new applications in neuroscience supported by proper algorithms, may
recognize the best people for a certain job, according to job analysis [6,21,8]. Another aspect is to improve the
whole machine learning procedure by using a large number of possible candidates [6]. Meta-learning may also be
a possible improvement since knowledge has limitations in time and needs continuous updates [22]. According to
CAF, the final result would be to provide better services to the citizens of the region, with low cost and high
effectiveness (Stavrakaki et al. (2022). Re-evaluation of employee branding may be performed in the future, based
both on questionnaires and full EEG device implementation, for more accurate estimations [23].

V. CONCLUSIONS
Our results indicate that the certain organization has problems according to the opinions of employees,

especially in transparency, justice and proper exploitation of human resources. The results revealed an attrition
tension, that may cause problems to Human Resources availability. Proposals on rebranding employee opinion
are consisted mainly of transparency/justice measures, being essential for the certain organization.

A weak point of this research may be the limited number of answers selected (80-100). Another possible
weak point may be the non-repetitive investigation of such critical matters through time (even though a new
investigation running in another organization). Nevertheless, a few measures for improvement must be taken, in
order to prevent possible attrition. EEG devices implementation may be a valuable tool for future investigation.
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