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Abstract: For a long time, the idea that happy workers make good businesses has been around. 

However, due to a number of variables that affect organisational performance, companies in all 

industries and at all levels of the company should prioritise employee loyalty more than ever before. 

The difficulty lies not in recruiting workers, but in holding on to them. This study aims to provide 

light on the factors that employees, both at the executive and managerial levels, perceive as having 

the greatest influence on their organisational loyalty, as measured by job satisfaction. A theoretical 

framework was created to illustrate the relationships between the four components of employee 

happiness and loyalty, which were chosen after reviewing the literature and conducting empirical 

tests. Employees' perspectives on training, supervisor support, work environment, coworker 

relationships, and recognition and awards were gathered through qualitative interviews, which 
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served as the primary data source. Regardless of their job title or industry, employees appear to 

prioritise the same variables, according to the findings. There was a strong correlation between the 

office setting and factors including employee dedication, morale, recognition, and development 

opportunities. In order to lower staff turnover and boost loyalty, every company should investigate 

and comprehend their workers' requirements. 

Keywords: Job satisfaction, employee loyalty, workplace environment, supervisor support, 

teamwork, recognition and rewards, training. 
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Introduction 

A concept that has been universally regarded as being necessary for the success of an 

organisation is that of employee job satisfaction [1]. However, in today's world, enterprises should 

value employee loyalty more than ever before, regardless of the sector in which they operate or the 

position they hold, because a number of trends have an effect on the success of the firm [2]. The 

difficulty lies not in recruiting new workers but rather in keeping the ones we already have. 

Through work satisfaction and from the views of both high-level and lower-level employees, this 

study will provide insight into what employees feel to be the most important aspect that influences 

their loyalty to their firm [3]. After conducting a literature research and conducting empirical tests, 

a selection of four elements was made, and a theoretical framework was established to describe the 

relationships that exist between the four factors of employee happiness and loyalty [4-9]. In order to 

acquire primary data, qualitative interviews were conducted with employees to elicit their opinion 

on a variety of topics, including recognition and incentives, the environment of the workplace, the 

support provided by supervisors, co-worker relationships, and training [10]. According to the 

findings, employees appear to rank the importance of various elements in the same order, regardless 

of the position they hold at work or the sector to which they belong [11]. There was a considerable 

impact on loyalty, supervisor support and teamwork, recognition and awards, and training that was 

brought about by the environment of the workplace. Every employer is obligated to investigate and 

comprehend the requirements of their workforce in order to decrease job turnover and boost 

employee loyalty [12]. 

In addition, different corporate factors can be affected favorably or adversely by employee 

commitment and happiness. Employee satisfaction issues can be reflected in efficiency, sales, turn-

over, engagement, expenses and consumer satisfaction issues. As pointed out in their book entitled 

“Why Loyalty Matters, ”they made it plain that in difficult times, executives typically prefer to cut 

down their labour costs named “ hard numbers” without reflecting on the “soft numbers,” which are 

the workers, mainly their economic worth to the company [13-17]. Corporation‟s loyalty for their 

employee mustn‟t be available, especially in difficult times, contributing to employee disloyalty; so 

in our days, disloyalty has been a two-way path. According to a study conducted using the 

American Customer Satisfaction Index, downsizing contributed not only to employee frustration 

and disloyalty but also to consumer discontent and disloyalty [18-22]. 
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The Human Resource Social Network published an article with the headline "Measure 

employee engagement and alignment instead of satisfaction," which provided additional evidence in 

support of this claim. It was reported that employee defection contributes seventy percent of the 

factors why customers desert as well, leaving the company with a significant price to pay [23-28]. 

The findings of the employee engagement survey are, as was mentioned, primarily mirror copies of 

what is going on with customers. In addition, the high turnover rate of employees comes with a high 

price tag. If an employee were to leave their position, it would cost 150 percent of their total pay 

[29-30]. This is after taking into account all aspects, such as the costs of hiring new employees, the 

length of time it would take for them to become familiar with the basics and blend in with the team. 

Furthermore, efficiency decreases since frequent turnovers and downsizing would have a negative 

impact on the morale of other employees, and no one would go the additional mile to compensate 

for the increased workload [31-33]. 

An additional argument is that frequent employee turnover can have an effect on the culture 

and reputation of an organisation. This is because rumor-filled paranoia can change the way that 

other people feel about the business, which in turn can have a negative impact on the social success 

of the organisation. Customers' perceptions of a company are influenced by its workforce [34-37]. 

Furthermore, the research that was carried out at the University of Pennsylvania demonstrated that 

productivity could be increased by more than twice the amount that was spent on developing 

employees rather than on capital improvement. This is yet another indication of the significance of 

attaching a higher level of importance to the human factor. This is an illustration of the connection 

between the contentment of employees and the profitability of the organisation [38-41]. 

Organizations have the ability to maintain their dedication to their workers in order to persevere 

through challenging times [42-47]. Because of the causes that have been described above, as well as 

the costs that businesses incur as a result of disloyal employees, businesses are at a point where they 

are required to pose unsettling questions regarding how they should remain faithful to their 

employees and vice versa [48]. 

Statement of the Problem 

 

When it comes to the corporate environment, the way in which organisations conduct their 

business has changed. The inclination of CEOs to attract and, more importantly, retain their 

workforce, which is the lifeblood of their organisation, as a result of globalisation, the desire for 

knowledge in the workplace, and the quickly expanding technological advancements [49-55]. 

Furthermore, in order to maintain competitiveness, consolidation, and contraction during times of 

difficulty, it would be necessary for committed workers to remain with the company and maintain 

its output rather than leaving in search of better financial opportunities. Because of this, the 

satisfaction of workers is no longer a significant factor in the long-term functioning of any 

organisational entity. If managers are unable to comprehend the factors that maximise the 

commitment of their employees, they should acknowledge the fact that their employees are loyal 

and dedicated and attempt to improve their level of commitment. If supervisors are involved, this 

will not be done [56-61]. 
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A brief investigation of the loyalty of employees is typically performed. Previous studies 

attempted to explain and examine the various factors that influence loyalty by attempting to connect 

them to other elements and theories [62-69]. After that, they compared these factors according to 

the connection between commitment to workers and the situation in which they are working. The 

trials have also been conducted in a great number of nations outside of the United States [70-73]. 

An insufficient number of inquiries concerning the loyalty of workers have been conducted in the 

Arab region. In addition, the dedication of workers is not researched nearly as extensively, and very 

little consideration is given to it. Therefore, the purpose of this research would be to investigate the 

many elements that influence the loyalty of employees from the perspective of both employers and 

employees [74-79]. 

Employee Loyalty 

A person's level of dedication to their job has traditionally been evaluated based on the 

number of years they have been employed by the company. Managers want their employees to 

remain loyal to the firm, and employees who are employed feel that they will continue to work for 

the company even after they have resigned from their positions. The meaning of the term 

"allegiance" began to develop gradually throughout time [80-85]. Still, by the 1980s, As a 

consequence of economic transitions, employers sought to decrease expenses and maximise income 

by breaching their reciprocal commitments to workers, who recognised that the idea of living jobs 

would cease to be implemented but would have become the trending phenomenon, as a 

consequence of stagnant remuneration, transfer, turn-over, and hopping. Employees are making 

concerted efforts to improve the conditions of their workplace [86-91]. 

Employee Loyalty definition 

The loyalty of employees was described in a variety of ways, and these descriptions came 

from the perspectives of multiple authors. The strength of the bond between an employer and an 

employee, as well as the employee's allegiance, is what we mean when we talk about loyalty [92-

99]. Loyalty: The commitment of employees must be in accordance with the principles, priorities, 

and objectives of the organisation. This assures that the employees agree with and have faith in the 

mission of the firm, and that they will do everything in their power to uphold and maintain it [100]. 

Loyal employees are not only those who remain with the firm, but also those who do not look 

for other employment possibilities or are not likely to leave the organisation, even if they are 

presented with greater opportunities elsewhere [101-105]. The psychological condition of an 

employee relationship is what is meant by the term "loyalty." Furthermore, the acts of employees as 

devoted individuals who protect and secure their organisation during difficult times by working 

with other employees, so adding to their status, are linked to the loyalty of employees. At that time, 

this was accepted, and the concept of loyalty was applied to the actions of workers rather than their 

attitudes [106-111]. 

An employee's attachment and dedication to a certain cause or obligation, as articulated, 

constitutes anchored allegiance on the side of the employee to continue working for the 

organisation. Actions and emotions are the means by which one demonstrates his allegiance as a 
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sign of interest [112-117]. Furthermore, pride and support for the company are shown as being 

attacked and blamed by demonstrating its desirable character, which has witnessed fidelity to one's 

activities. This is done in case the company is attacked. Allegiance, on the other hand, is a form of 

interpersonal nationality that indicates the human support for the association [118-121]. 

Loyalty Dimensions 

A component of inner-emotional and an element of external-competent elements are 

frequently included in loyalty. Through actions that are complementary to one another, the first 

must be cultivated in order to bring about the second. To provide an explanation for the 

commitment of the company to its employees, the three-factor model has been constructed out of 

three components [122-125]. 

Fidelity of an emotional or influencing nature: trustworthiness the degree to which an 

employee believes that the environment at work promotes flexibility, decision-making involvement, 

the value of his role and the required expertise for their task, and, most importantly, the presence of 

oversight and direction is influenced by the emotional attachment that the employee has to the 

organisation and the desire to achieve the goals that the organisation has set for itself [126-131]. 

What is meant by the term "standard fidelity" is fidelity to morals. The level of commitment 

and interest that employees have in remaining with the company is shown by this aspect. Not only 

does this improve when organisations have resources to aid in the execution of the procedure, but it 

also improves when they have resources to prepare decision-making and the establishment of 

priorities [132-137]. 

Allegiance continued: This dimension is used to quantify the value that can be lost by an 

individual as they leave the organisation or the value that they have earned after participating in the 

firm and staying with it [138]. 

Following the investigation into the factor, it was determined that loyalty is a psychiatric 

condition that is tied to the degree of commitment that an individual has to his company [139]. In 

order for someone to assess and appreciate their contact with his company, as well as vice versa, 

such measurements are also something which should be taken into consideration [140]. 

Job Satisfaction 

 

Joy in one's work is not a contemporary concept. For as long as anybody can remember, their 

forefathers have been the ones who determine what constitutes a fulfilling work experience. For the 

purpose of enhancing the strategic advantage and competitiveness of enterprises, it continues to be a 

vital corporate aim [141-143]. The Hawthorne effect is the first and most commonly acknowledged 

paradigm that contributed to the development of the concept of happiness at work. It was developed 

by the Hawthorne influence. That people work rather than being compensated has been 

demonstrated by this [144-147]. Numerous experiments have also begun to debate this subject and 

discover different conceptions of work contentment and determinants. As a result, this topic has 

become the principal focus of a number of management research [148]. 
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One of the most prevalent definitions of job satisfaction is the pleasurable good emotional 

status that one perceives to be associated with their work experience. In this definition, the primary 

emphasis is placed on the internal aspects of an individual's feelings [149]. As a result of the 

difference in contrasting one's psychological condition with specific individual qualities and 

knowledge with some workers, it removes the environmental factors that are associated with those 

feelings. Physiology, psychology, and the environment all play a role in determining contentment in 

one's work. The contention is that there are a number of facets of work satisfaction that can either 

provide employees with a positive or negative feeling. The level of contentment that employees feel 

they have received from the organisation in terms of meeting their requirements. 

Self-characterization of workers: Higher levels of happiness are associated with higher levels 

of conformance with the characteristics of the work environment, as well as higher levels of self-

characterization of workers in terms of their personality, values, and skills/desires. Employees are 

attaining higher levels of excellence in their educational pursuits and acquiring new skills and 

capabilities, which contributes to increased aspirations and an improved positive view of 

themselves. Workers were therefore pushed to anticipate more from their organisation in exchange 

for the supervisory help and substantive benefits they gain as a result of their own self-performance. 

For example, in order to promote the happiness of workers, it is necessary for supervisory activities 

and freedom of workers to be compatible. This is because the acts of supervisors that are oppressive 

reduce happiness. 

Calls from Society Work Compatibility: The essence of the workload and timeline that is 

established by the workplace may induce unhappiness among workers who are prepared to change 

their jobs if they are an obstacle to their social demands. This is because their occupations pose a 

challenge to their social needs. When compared to the actions of other managers, the morale of 

workers is severely impacted by superfluous corporate schedules, mergers, promotions, and 

reorganisations. Consequently, this has a significant impact on the psyche of their employees. It is 

equally important for managers to be aware of the effects that the social community has on the 

satisfaction of their employees. Work and market predictability: Employer instability in terms of 

weak reward structures, recurrent intergroup clashes, unhealthy anxiety, timespan stresses, extreme 

interpersonal confrontation conditions, unclear processes for decision-making, and unpredictable 

results are some of the factors that contribute to job satisfaction, as staff begins to seek for better 

opportunities elsewhere in a secure working setting. 

In order to answer the question of what makes individuals happy and what does not, research 

was conducted. Through the use of interviews, Herzberg was able to conclude that there are two 

primary elements that influence individuals' levels of satisfaction in the workplace: the drivers and 

the so-called hygiene aspects. His study was consequently labelled as a distinction between the 

elements, namely the motivators and the triggering discontent described as hygiene causes, known 

as the motivational-hygiene hypothesis. This differentiation was made in order to distinguish 

between the factors. Motivational factors include performance, the quality of the job, gratitude, 

accountability, and improvement. These factors are embedded into the motivators. Comparatively, 

the hygiene factors encompass all of the management methods, salary, job settings, help from 

superiors, and interpersonal ties that are involved. 
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Experiments of varying kinds have also been carried out in order to broaden the scope of the 

factors that may have an effect on the degree to which one enjoys their employment. There is a 

strong correlation between satisfaction and promotion, remuneration, and autonomy, which are the 

three most important characteristics. As a result of their research, they came to the conclusion that 

the characteristics of salaries and income structures, the quality of jobs, and the interaction between 

the employer and workers all have a direct impact on workplace satisfaction, which in turn 

influences organisational participation and fidelity. 

The loyalty and retention of employees is the very foundation upon which an organization's 

performance is built. The administrator ought to be aware of the factors that are responsible for 

these two factors. Studies also made it possible to classify drivers according to the social, physical, 

and mental variables they are subjected to. To put it another way, regardless of whether the touch is 

internal or external, working environments, remuneration, and compensation schemes frequently 

acknowledge the necessity for employees to make use of their abilities in the performance of their 

jobs. The formation of these individuals was not the result of a single factor but rather of a 

confluence of factors, which may include factors such as salary, progression, compensation 

schemes, promising assistance and job climate, and preparation. 

The aforementioned is connected to eight different aspects: remuneration and award systems, 

physical places for employment, amenities, and services, job development opportunities, 

supervisory partnerships, protection, and the attitude of the corps department. A number of factors, 

including salary, benefits, and compensation, job performance, and work collaboration, are 

significantly impacted by the proposal, having a significant impact on employee satisfaction and 

subsequent commitment. Including but not limited to: worker relations, demographics, recruiting 

method, results management, organisation, emotional fatigue, reward, wages/pays, activism, 

acknowledgment of working standards, supervisors' assistance, worker growth, contact, family-

friendly, work-related, and compatible relationships. 

Participants 

During the course of this qualitative investigation, the majority of the interviews were 

conducted over the phone. The interview for the study was selected and hired by the participants 

with great care. In order to respond to research and inquiry inquiries, three out of six researchers 

must be named as bosses, administrators, department leaders, or even owners. Additionally, they 

must have worked for the same firm for a minimum of two consecutive years. Furthermore, it was 

intriguing to explore a wider range of perspectives by collecting data from participants who had a 

variety of experiences and employment in a number of different businesses and sectors for the 

purpose of doing research. Because we want to protect the participants' anonymity, we do not list 

their full identities; the only information that is not included is their name and the organization's 

identification number. 

Elias has established himself as a lengthy owner and shoe manager over the past seventeen 

years. As a result of the business skills he obtained while travelling abroad, he was able to 

successfully run his own company many years earlier, ensuring that both his customers and his 

employees remained loyal and satisfied. CRN and the Branch of Corporate Intelligence are the 
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individuals in charge of the Data Warehouse. Because of the Bank's presence in multiple countries 

and the job that Gracia does, it has a significant amount of work to do. Additionally, it is necessary 

for her to provide training to newly hired carpenters in her department and to establish a 

departmental structure in other departments around the nation. 

A survey of the relevant literature revealed that there are four primary factors that are directly 

connected to the happiness of workers. These factors have an effect on the commitment of 

employees, which can be observed by their behaviour. Appreciation and recognition, 

encouragement for managers and partners, environment inside the firm, and preparation were some 

of the factors that were taken into consideration. The emerging results would be investigated and 

analysed in each issue, with the questions posed by the participants and the findings of existing 

observational studies serving as the basis for the investigation. 

During this question, which was posed at the conclusion of the interview, the participants 

were asked to identify the variables that were discussed before, with a score between 1 and 4 

representing the most important factor in their loyalty to your firm. The majority of the participants, 

five out of six, believed that the atmosphere of the workplace had the most significant impact on 

their level of commitment. This was also taken into consideration in the belief that individuals 

would demonstrate their commitment to organisations that provide great working practises that 

respect and acknowledge workers. According to the opinions of the participants, the latter was 

accepted, and some of the aspects that were discussed were equitable workload, decision-making, 

feedback, reduction of overtime, and other similar topics. Gracia, who has been working for the 

same company for the past 29 years, has noticed that her ability to make decisions has increased, 

which has motivated her to continue working there for a more extended period of time. 

Another key component that played a role in shaping employees' loyalty through work 

satisfaction was the assistance provided by the boss and the connections that were made between 

coworkers. If the manager places a higher priority on their efforts and well-being, they will quit 

their job and increase their support for the company. This notion has been accepted by them, and 

they are of the opinion that staff turnover rates will decrease so long as they are known, defined, 

and invested in the operations of the corporation. This profound sense of belonging will lead to 

practical participation and a willingness to fulfil the organization's goals, which will ultimately 

result in the organization's success. The people who took part in the test ranked this as the fourth 

best option. According to what they found, managers will quit their representatives rather than their 

functions if they conduct in a manner that is similar to that of superiors. Despite this, they show 

little concern for the emotions or perspectives of the workers, such as Raquel, a supervisor who has 

taken credit for the job that was done after the employee's work and has not provided her with any 

good new insights. Pamela is going to leave her boss since she is being treated unfairly at work. 

Both of the participants stressed the relevance of their oversight position and emphasised that it 

should serve as a model for organisations to follow in order to promote the spirit of collaboration 

and the vision toward which they have evolved. 

The reduction of employee turnover and the enhancement of employee commitment can be 

accomplished by supervisors who encourage contact and supportive staff interactions. When it 

comes to cooperation, the workers take pleasure in and continue to maintain help, inspiration, 
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respect, and friendliness. This is the most effective method for retaining them as skilled employees. 

They have the ability to immediately stop another job, but they never have the same character of 

teams. All of the interviewees have contributed something of value to the process of working 

together in order to achieve the goals of the organisation (trusting each other, feeling calm while 

operating, connecting with one another, and organising work). 

Workers, on the other hand, are fascinated with identifying incentives and other 

considerations, as evidenced by the fact that four out of six participants placed this in the third 

position. These findings have been demonstrated by the studies, which demonstrate that three of the 

participants were willing to make improvements because they were dissatisfied and believed that 

they were not rewarded for their labour and in terms of comparison. Two of the participants 

witnessed this. It has been determined that this reasoning is correct, and the money is not being used 

as a significant retention motivation. In accordance with what Elias and Raquelle have described, 

the replies of participants that are given in the form of informal appreciation cause them to feel 

more valued and appreciated. For instance, Eliana expressed her dissatisfaction and anger with her 

organisation, as well as her formal and informal praise and award plan that she had implemented. 

To conclude, training and progress are the final elements, with four out of six individuals 

placing the least importance on this component and the effect it has on loyalty. Training has an 

effect on satisfaction and loyalty because it introduces new knowledge, keeps employees up-to-date, 

and employs knowledge to improve performance and sustainability in this competitive environment. 

It is a loyalty sign from companies to develop its employees, as mentioned by those who believed 

that training is a sign of organisation commitment. These are some of the major elements that 

constitute this factor, according to the participants for whom the interview was conducted. Due to 

the fact that three of the participants were unwilling to change their jobs as a result of the 

knowledge they gained and the transmission of information, two of the participants were hesitant 

due to other factors, and Raquelle was unable to remain in the organisation even if training 

opportunities were offered to her because she was not well-loved after he received his reward, 

training was considered an essential factor in retaining its staff in this regard. It has been stated by 

corporations that there is a correlation between compensation increases and increased employee 

productivity. 

Conclusion 

In order to obtain an accurate representation of the general population, researchers could not 

only increase the demographic number of the subjects they interviewed, but they could also increase 

the field of geography of those subjects. Additionally, they could incorporate some additional 

considerations into their analysis after reviewing the relevant literature and empirical findings. 

There are more research and methods of data collection that can potentially be used to verify the 

results. These are some of the recommendations made by the department of strategy and resources: 

It is still important for businesses to conduct loyalty evaluations in order to maintain their healthy 

and lucrative workforce and to gain an understanding of the factors that employees consider to be 

essential for maintaining their loyalty. As a result of the findings of this study, which indicate that 

preparation is a minor adequate consideration for loyalty, management can operate in this sector 

and demonstrate their commitment to their employees by means of their ongoing training 
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programmes. This will allow the employees to learn and improve their success in accordance with 

the findings. A safe and supportive working environment should boost the morale and trust of 

employees, provide additional benefits, and enable employees to work together as a team to achieve 

shared goals. Through their day-to-day activities and the decisions they make, employees need to 

have the conviction that their position within the company is of the utmost importance, and that any 

actions they do are crucial to the ongoing development of the organisation. The emotional 

connection between employees and the business is essential because employees are strongly 

encouraged by the firm's commitment to being valued. There is no need for corporations, such as 

the power that you would recommend this firm to others, to feel embarrassed about asking their 

employees difficult questions. How much would you recommend a friend to your employer, if you 

were to do so? During an exit interview, managers frequently learn about employees' intentions to 

quit the company and attempt to convince them to do so. It is possible for compensation to be 

precise and to function and overload those who are employed. Because no one ever forgets how 

someone has made them feel, it is imperative that informal appreciation receives a greater amount 

of attention. 
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