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RESUMEN
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La investigacion esta basada en el estudio del Employer Branding desde una experiencia
comparativas en las empresas del sector salud en Colombia. El estudio se sustent6 bajo un
disefio, no experimental, transversal, con un alcance descriptivo. Los resultados obtenidos,
muestran que la dimension de beneficios racionales presenta puntajes menores al 50% de

satisfaccion por lo que deben generarse estrategias para fortalecer tales indicadores.
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Antecedentes

Entre los antecedentes encontrados se resaltan los desarrollados por Andrade & Coronel
(2019) y Diaz y Méarquez (2014) quienes describen las Experiencia de marca empleadora asi
mismo, Blasco, Martinez & Fernandez (2014) con su estudio sobre la construccién de la

marca del empleador

Objetivo General
Determinar el efecto de construccién del Employer Branding en las actividades de los

empleados en las instituciones prestadoras de salud en Colombia.
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Materiales y Métodos
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El enfoque es cuantitativo, el alcance de la investigacion es descriptivo con un disefio No
experimental transversal de campo. La variable de estudio fue Employer Branding, La
poblacion la constituy6 50 empleados el sector salud.

Resultados

Los resultados dejan en evidencia que la dimensién emocional fue la mejor valorada por los
empleados siendo el empoderamiento uno de los indicadores con un 100% de satisfaccion.
A diferencia de la dimension beneficios racionales donde se valoran indicadores de
remuneracion, tipos de contratos, oportunidades profesionales y promocion, se observan
puntajes bajos menores al 70%.

Conclusion

Se pudo concluir que las empresas del sector salud requiere fortalecer el compromiso y el

cumplimiento de las obligaciones con los empleados a cabalidad.
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ABSTRACT
The research is based on the study of Employer Branding from a comparative experience in

companies in the health sector in Colombia. The study was based on a non-experimental,

cross-sectional design, with a descriptive scope, The results obtained show that the
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dimension of rational benefits presents scores below 50% satisfaction, so strategies must be
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generated to strengthen such indicators.
Background

Among the background found, those developed by Andrade & Coronel (2019) and Diaz
and Marquez (2014) stand out, who describe the Employer Brand Experience as well as
Blasco, Martinez & Fernandez (2014) with their study on the construction of the employer

brand. employer
Objectives

Determine the effect of the construction of Employer Branding on the activities of

employees in health care institutions in Colombia.
Materials and methods

The approach is quantitative, the scope of the research is descriptive with a cross-sectional
non-experimental field design. The study variable was Employer Branding. The population

was made up of 50 employees in the health sector.
Results

The results show that the emotional dimension was the best valued by the employees,
empowerment being one of the indicators with 100% satisfaction. The physical
environment and commitment, is an average of 70% aspect that can be addressed in the
improvement plans. Unlike the rational benefits dimension, where remuneration indicators,
types of contracts, professional opportunities and promotion are valued, low scores of less

than 70% are observed.
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Conclusion
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It could be concluded that health sector companies require strengthening the commitment

and compliance with obligations with fully employees.



