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Abstract: When change and restructuring in an organization becomes inevitable, employee loyalty and their
motivation becomes one of the major challenges currently facing most companies in the present world of
business. On top of the ongoing focus on recruiting new talent, a further challenge lies in ensuring existing staff
are focused, engaged and thus retained. Good organizations understand that loyal employee will result in a
better business performance, so many are placing greater emphasis on measuring employee loyalty and how
to motivate them in order to keep their staff happy. The purpose of this study is to identify the factors
influencing employee motivation which will leads to employee loyalty towards their organization. The
methodology uses in this research is through the distribution of a set of questionnaire to one hundred and
eighty five respondents. Results from this study will be practically significant to practitioners and academicians
in providing them with information on the most effective ways on how to manage their employees.
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INTRODUCTION Additionally, keeping loyal employee can reduce the

Maintaining high levels of affective organizational planning to stay longer with the organizations.
commitment is important for organizational survival and
well-being. Employee loyalty and highly motivated Reward and Compensations: This first variable is
employee have attracted much attention due to the considered as one of the most important factors why
expectation that motivated and loyal employees will act in employees can be loyal to the organizations. Some
the best interest of an organization. This study is researchers agreed that money can be a good motivator as
conducted with an aim to identify the factors that money is a part of human needs. Moreover, people who
contributes to organization enhancement through are very poor financially demonstrate increased happiness
employee loyalty so as to improve the management when their income rises [4].
performance.

Employee Loyalty: Employee loyalty can be understood Most employees desired a good working environment
as an affective commitment among employee [1]. An within the organizations. This is so, as the workplace
affective commitment means as an employee’s desire to provides  an  image  of  the  day  to  day lives of people
continue a relationship with a specific employer because who come to work, do their jobs, and live within the
of the enjoyment of the relationship for its own sake, apart framework of company regulations [5]. Work environment
from the instrumental worth and because this employee is an assortment of people with different interests,
experiences a sense of loyalty and belongingness [1, 2]. personalities, and lifestyles, which come together for a
Loyal employee can be very valuable assets to the common purpose. Happy workers create an environment
organizations as they can help to gain as much profits for conducive of efficiency and enjoyment. More so, one
the organizations. This is because, loyal employees will business researcher claimed that people enjoy working,
take care of customers in the right way and they and tend to thrive in organizations that create positive
understand what customers want and deliver it [3]. work environments. Company also must be able to avoid

turnover rate within the organizations as they are

Working   Environment    and   Peer   Coopereation:
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conflict among peer. Collaboration among peer can allows
the greater good to happen so as to motivate the
employees.

Position and Titles: Position or title that the employee
hold will describe the task that they have to perform in
order to achieve the objective of the company. Several
views believe that the position or title that the employee
hold will motivate them to perform the task given [6].
People move to other companies which offer them higher
scales and most of all is the appealing of the job title.
Conversely, some people viewed position or title
represents the level of income and respect in the
organization.

Employee Benefits: This includes occupational earnings,
compensation cost, incidence and provision of employees
benefit plan. Employees expect at least a core benefit
package health care, pensioned and paid leave and
managers who do not provide a benefit is facing a
problem to hire qualified employees. The benefits given
by the organizations also can retain the workers to being
loyal. In a rapid challenging world, one company may
offer different benefits with other companies [7]. The best
company’s benefit provided may attract and retain the
employees especially in a competitive labor market.

Relationship with Superior/Supervisors: Positive
relationship with top management also can pursue
organizational commitment. Top management has a
greater impact on employee trust than their management
style [8, 9] Leaders also have a powerful source of
influence on employee’s work behavior. Improving the
connection and communication between leaders and
subordinates could be a crucial issue in organizational
management.

MATERIALS AND METHODS

Research Design: Research design was developed to
evaluate the relationship between the predictor variables
and the criterion variable. A correlational research design
was employed in this study to examine the relationship. A
sample of 185 employees was selected randomly from a
manufacturing firm and questionnaires were distributed
with a measurement of 5 Likert-scale intervals that range
from ‘strongly disagree’ to ‘strongly agree’. Samples were
controlled in terms of gender, age, income level, education
level, marital status, and race. This is done to eliminate
inappropriate elements contained in the sampling frame.

Table 1: Reliability Coefficients for the Variables in the Study
Construct/Variables Number of Items Cronbach’s Alpha
Employee Motivation
Rewards and compensation
Working Env and Peer corporation 4 0.76
Position and titles 6 0.83
Benefits
Relationship with superior 5 0.68
Employee Loyalty 9 0.87

4 0.7
4 0.91

Table 2: Intercorrelations of the major variables
RC WE PT B RS EL

RC 1
WE .60** 1
PT .37** .42** 1
B .60** .60** .60** 1
RS .34** .42** .46** .52** 1
EL .50** .44** .35** .37** .25** .1
*p<0.05, **p<0.01

Table 3: Results of regression analysis
Independent variables Dependent variable Employee Loyalty
Employee motivation 0.11**
Rewards and compensation 0. 21**
Working Env and Peer corporation 0.11**
Position and titles 0.35**
Benefits 0.05
Relationship with superior
F value 19.13
R² 0.28
R² Change 0.28
Adjusted R² 0.27
*p<0.05, **p<0.01

Findings: The result of the reliability analysis sum up in
Table 1 confirmed that all the scales shown, reveal a high
internal consistency and reliability with Cronbach’s alpha
values higher than the minimum perimeter, (Cronbach’s
alpha > 0.60). Thus, the internal consistency of the
measure used in this study is considered acceptable.

As shown in Table 2 above, 15 intercorrelations were
statistically significant and positively correlated. All the
component of employee loyalty were able to show a
strong relationship with the predictor variable reward and
compensations, working environment and peer
cooperation, position and titles, employee benefits, and
relationship with superior/supervisors.

From Table 3 above, the coefficient of determination
(R²) for the regression increased to.28, indicating that
employee motivation were able to explain 28.0 percent (R²
change =.28, F-change = 19.13, p<.01) of the observed
variation in employee loyalty. The respective p-values of
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