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Abstract
This paper is a conceptual and it aims to examine the impact of stimulating human
resource on the job loyalty. The paper aims to review the literature on the stimulating
human resource. Where the concept of motivating human resources as well as job loyalty
were addressed. Studies related to job loyalty confirmed that motivation is the most
important indicator of employee loyalty and achieving corporate sustainability through
motivation and training. The study highlighted the role of motivation of human resources
in increasing employee loyalty and increasing their productivity and efficiency. This
paper recommends that the economic companies implement human resource motivation
to achieve employee loyalty.

Introduction

The most important characteristic of the contemporary business world is the speed of transformation and change in the
business environment, which has become the hallmark of this world and its intense competition between institutions, the
relentless pursuit of competitive advantages, increasing rates of innovation and technological change, in addition to
achieving high levels of performance. Which made these institutions in a difficult position, with which the normal
performance is not sufficient to face these rapid changes and transformations, but it requires them to work to raise their
performance to high levels, effective, distinctive and work to sustain [1].
In light of these changes, achieving the effectiveness of performance in economic institutions no longer depends only on
the possibilities and resources they possess, whether material, financial, human and organizational, but the effectiveness
of performance is determined mainly by the ability of institutions to maximize the use of different resources and
capabilities in general, and from What is human resources in particular, the real value of the economic institution lies in
the value of its human resources, its individual and collective competencies as intellectual capital, and the ability to
employ it for the knowledge inherent in it, and convert it into applications that achieve distinctive and sustainable
performance [2]. In view of the changes in knowledge and knowledge that the world is witnessing today, the economic
establishment has been assigned new duties and responsibilities with regard to human resources from training and
motivation, so that it acquires the necessary skills and knowledge and pushes it to make greater efforts to improve and
develop its performance, which contributes to enhancing performance. The sustainable (economic, social, and
environmental) of the economic institution [3].
Human resources have become one of the most important factors in the competitive and effective performance of
economic institutions, which gave them a strategic dimension in their leadership, which made the human resources
function shift from its traditional framework to its strategic role, and the traditional role of the human resources function
is no longer sufficient to achieve excellence and promote the sustainable performance of the institution Therefore, it has
become imperative for the latter to manage its human resources according to a strategic perspective, as it depends on it
the process of converting the physical inputs within the institution into goods and services, which necessitates that these
human resources be more skilled, efficient, and knowledgeable, and it is imposed on them to control the quality of those
competencies And employ the knowledge inherent in it, because of the performance of the economic institution [4].
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2.

Literature Review

Stimulation is a strength or internal feeling that drives and activates the behavior of the individual to satisfy certain needs,
desires and purposes in order to alleviate the tensions associated with the lack of satisfaction of those needs and desires
more specifically, and it is considered a variable that cannot be observed directly and affects the behavior of the individual
as cannot be observed or heard cannot be observed or heard. To be inferred through the behavior of the individual in the
performance of his work and through the effort he exerts in the performance of his duties [5].
The financial motivation is the incentive of a financial, monetary or economic nature that satisfies the basic needs of the
human being. It encourages the employees to do their best to work, to recruit their abilities and to raise their level of
efficiency. These incentives include salary, incentive bonuses, bonuses, participation in profits [6].
In general, it can be said that material incentives are considered one of the most important and most influential factors in
the individual's desire to work, when these wages are adequate and sufficient to meet the individual's requirements. On
the contrary, the low and unequal wages of the work efforts, which do not meet the worker's demands and needs in
neglecting the worker for his work and low productivity [7].
In the study of [8] investigates the effect of reward system on employee performance, they conform that the collective
bargaining reward systems had a significantly positive impact on employee cohesiveness, and they found that there is a
positive link between reward systems and employee performance. That link creates an opportunity for employers to use
reward system as a motivating factor to fine-tune employee behavior towards efficiency and effectiveness.
Moral motivation are incentives that are not dependent on money. They aim to satisfy the employees' personal and social
needs. The organization aims to provide them with a distinction between the employees for the best performance,
encourage competition and raise their levels, and generate continuous motivation for belonging and loyalty to the
organization. Moral incentives are also a set of motives aimed at achieving the emotional, psychological and humanitarian
needs of the workers, which are mostly - reflected in the good treatment of the worker, and the removal of the causes of
discontent and complaint and reward the aggressors, all that strengthens their spirit and development of human hopes [9].
Most researchers stated that loyalty is considered as an employee that give their effort and being responsible toward their
organization [10], [11] In addition, job loyalty, also known as either employee loyalty or workforce loyalty [12] is a
concept that has attracted significant research interest. Coughlan (2005) argues that the concept of organizational loyalty
is not correctly conceptualized by many people. This is evidenced, for instance, by the erroneous use of the word’s loyalty
and commitment synonymously when in reality there is a dichotomy between these two terms. Many definitions of job
loyalty have ensued as a result.
Job loyalty could be defined as a psychological inclination, a “feeling” of identification with, an attachment or a
commitment to the organization [14]. It is an observable workplace phenomenon materialized in staying in the
organization over the long term that encompasses a little tendency to seek or examine outside job offers [14]. They are
the employees who are devoted to the success of their organization and believe that being an employee of this organization
is in their best interest. Not only do they plan to remain with the organization, but also, they do not actively seek for
alternative employment opportunities [15].
Loyalty integrates a strong desire as well to continue membership of an organization [16], living and standing up to the
vision and values of the organization [17], investing high levels of efforts for the sake of the organization [18], or even a
willingness to work late [14]. Companies clearly understand that loyal employees make them solid and profitable and that
happy, but disgruntled (thus, disloyal) employees have the opposite effect [19]. The employee loyalty has been proven to
create value for organizations [14] through higher levels of effort and contribution provided, better product quality, better
service, higher levels of consumer satisfaction, increased profits, greater shareholder value, increased organizational
reputation, and lower turnover rates/costs [17], [20]. On the other side, a lack of loyalty can clearly be detrimental and
result in loss of trust, inefficient work, higher absenteeism and turnover [17], [20].
[21] state that higher job loyalty may be found in employees who seek to continuously engage in a relationship with their
employer. The study of [12] found that applicable leader communication strategies such as across-the-board guidelines,
listening/feedback, coaching, and information sharing can increase employee loyalty. The scholars attribute this to fact
that communication engenders trust between employers and employees, which in turn nurtures employee loyalty. Loyalty
is unlikely to develop if employees perceive that the organization does not deserve sacrifice or identification [21]. This
can happen in situations where the organization has a morally unjustified mission, is under poor management, or indulges
in unethical practices [22]. This denotes that some employees may not necessarily be loyal to the organization, but they
extend their tenure in that organization only because they need a source of income.
The study of [23] shows that not all HR systems affect organizational outcomes in similar ways. While motivationenhancing practices are the only HR system to have a direct effect on service performance, different HR systems may
contribute to shaping various organizational cultures in order to attain the desired outcomes. A study conducted by [24]
showed that support and improved communication and shading for staff retention contribute to the theory of human
resources in terms of the benefit of the most informal methods of human resources development as well as for managers
to retain the benefits and hourly wages provided to employees; thus, contributing positively to improving productivity to
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the staff (HR). Nevertheless, variations in organization size appear to affect the retention rate and qualification level of
employees most significantly.
It is commonly believed that loyalty achieved through money and providing employees with the high salary or benefits,
but nowadays this situation has changed. Employees prefer organization that create positive work environment, strong
positive culture and the good relationship between employees and employer that may influence them to stay longer with
the organization [25].
3.

Stimulating Human Resource and Job loyalty

The human cadre is the primary element in production, in addition to all the other resources of any service or profitability
organization that defines its objectives and seeks to achieve them in the foreseeable term, and the desire to achieve these
goals [26], [27]. However, the motivation of human resources contributes to employee loyalty generally. Therefore, the
study is to determine job loyalty by stimulating resources to affect productive efficiency, where studies have confirmed
the existence of a relationship between them, for instance, [28] found that employees’ perception of the recruitment and
development, training and selection and compensation and benefits HR practices had significant and positive effects, as
well as the training and development HR practices to have the strongest positive effect on the relational and balanced
types of psychological contracts.
The process of motivating human resources begins when the administration knows the needs that workers want to fulfill,
and the process of motivation is defined as a leadership organization that aims to invest the positive external influencer
by pushing for better behavior and higher performance, or it is investing the negative external influencer by pushing
towards the desired behavior change [28].
Madi et al. (2018) defines stimulation as: individuals obtain enthusiasm, courage and pleasure in their work, and give
them confidence in themselves, including what motivates them to do the work required of them in the best way without
complaining or complaining," Mohamed Mari" defines stimulation as: a set of factors or influences that push the
individual towards making the greatest efforts in his work, and avoiding making mistakes in exchange for his obtaining
what guarantees the fulfillment of his desires and satisfying his multiple needs, and achieving his project and aspirations
that he seeks to achieve during his work [30]
The author of [31] defines stimulation as: a set of factors and methods that an organization uses to influence the behavior
of the individuals working for it, which causes them to make more of their interests in their work and performance in
terms of quality and quantity, which leads to increased production, and thus to lower labor costs, and raise The morale of
working individuals and the satisfaction of their needs [32], [33].
Motivation is the process of activating employees in positive or negative ways with the aim of increasing production rates
and improving performance, by all possible means to motivate employees to work well and include all the methods used
to motivate them to work continuously [34].
With regard to the moderating role of job loyalty between stimulating human resource and productivity competence. As
mentioned by [35] self-presentation tactics and rationality have positive relationships with job performance ratings, while
exchange of benefits and upward appeal tactics have negative relationships with job performance ratings.
According to [36] A Pearson’s Correlation test revealed that human resource management practices are significantly and
positively correlated with the organizational loyalty of employees in Malaysia.
Handling a Human Resources (HR) department nowadays can indeed be tough. Staff attrition is the biggest culprit in
making this otherwise enjoyable job to unbearable drudgery. Admittedly, no organization of any repute wants staff
attrition. Attrition is often caused by absence of loyalty. There are several reasons why employees nowadays are less loyal
to an organization, despite being perfectly honest and law-abiding citizens [37]–[40].
4.

Discussion

This paper provides a better understanding of the effect of the stimulating Human resource motivation on the employee
to improve their efficiency of productivity. Drawing the attention of officials to the incentives tool can help employees to
improve performance at work, detecting the presence of a relationship between incentives and performance.
The study Contribute stems from the importance of achieving a sustainable performance, and what it represents for
institutions, as a way to increase productivity and achieve the goals of survival and profitability, due to the weak interest
of economic institutions in the importance of human resources, training and motivation in achieving the distinct and
sustainable performance of the economic institution, this study can contribute to improving the management Economic
institutions the importance of training and motivating human resources, in achieving high and sustainable performance
levels, as well as increasing job loyalty to economic institutions.
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5.

Conclusion

This study examines the importance of Stimulating Human Resource on the Job Loyalty. Previous studies have shown
that training and motivation is one of the approaches that work to enhance the sustainable performance of economic
institutions, as training is the best way to prepare and develop human resources and acquire new knowledge and skills
that help him in improving and developing his performance, which contributes to enhancing the sustainable performance
of the economic institution. With regard to motivation, which plays an important and pivotal role in the life of the worker,
as he works to direct his behavior and determine his directions, and considering that motivation is one of the main engines
of work, production, stimulating activity and work proficiency as this contributes to increasing the efficiency of the worker
and works to enhance the sustainable performance of the economic institution, Thus, training and motivation are among
the modern approaches that enhance the performance and sustainability of the economic institution. The literature review
confirmed that the positive impact between motivating human resources on job loyalty. For this study, it is recommending
that the economic companies implement human resource motivation to achieve employee loyalty.

References
[1]

M. A. A. Al-Zaqeba and M. T. Al-Rashdan, “Extension of the TPB in tax compliance behavior: The role of moral
intensity and customs tax,” Int. J. Sci. Technol. Res., vol. 9, no. 4, pp. 227–232, 2020.

[2]

M. A. L. I. A. Al-Zaqeba, S. A. Hamid, and I. Muhammad, “Tax compliance of individual taxpayers: a systematic
literature review,” Proc. IIER Int. Conf., no. April, pp. 42–52, 2018.

[3]

M. Kayali and S. Alaaraj, “Adoption of Cloud Based E-learning in Developing Countries : A Combination A of
DOI , TAM and UTAUT,” Int. J. Contemp. Manag. Inf. Technol., vol. 1, no. 1, pp. 1–7, 2020.

[4]

M. A. A. Al-Zaqeba and M. T. AL-Rashdan, “The Effect Of Attitude, Subjective Norms, Perceived Behavioral
Control On Tax Compliance In Jordan: The Moderating Effect Of Costums Tax,” Int. J. Sci. Technol. Res., 2020.

[5]

E. Bash, “Balanced Scorecard_Empirical Study on Small and Medium Size Enterprises,” PhD Propos., vol. 1,
pp. 1–20, 2015.

[6]

M. Rodriguez-Fernandez, “Social responsibility and financial performance: The role of good corporate
governance,” BRQ Bus. Res. Q., vol. 19, no. 2, pp. 137–151, 2016.

[7]

A. Al-Jassasi, “The Impact of Financial and Moral Incentives in Improving the Performance of Workers in the
Ministry of Education and Education in Oman.” Master Thesis, 2011.

[8]

D. Walters, E. Wadsworth, and S. Bhattacharya, “What about the workers? — Experiences of arrangements for
safety and health in global container terminals,” Saf. Sci., vol. 121, no. September 2019, pp. 474–484, 2020.

[9]

O.-I. Dobre, “Employee motivation and organizational performance,” Rev. Appl. socio-economic Res., vol. 5, no.
1, 2013.

[10]

M. Uzair, W. Razzaq, M. Sarfraz, and Q. A. Nisar, “Impact of HR practices on employee loyalty and commitment:
Mediating role of job satisfaction,” Int. J. Manag. Excell., vol. 9, no. 2, pp. 1067–1073, 2017.

[11]

W. Fu and S. P. Deshpande, “The Impact of Caring Climate, Job Satisfaction, and Organizational Commitment
on Job Performance of Employees in a China’s Insurance Company,” J. Bus. Ethics, vol. 124, no. 2, pp. 339–349,
2014.

[12]

J. Mayfield and M. Mayfield, “Leader communication strategies critical paths to improving employee
commitment,” Am. Bus. Rev., vol. 20, no. 2, pp. 89–94, 2002.

[13]

R. Coughlan, “Employee loyalty as adherence to shared moral values,” J. Manag. Issues, pp. 43–57, 2005.

[14]

Q. Guillon, N. Hadjikhani, S. Baduel, and B. Rogé, “Visual social attention in autism spectrum disorder: Insights
from eye tracking studies,” Neurosci. Biobehav. Rev., vol. 42, pp. 279–297, 2014.

[15]

C. Hesselbarth and S. Schaltegger, “Educating change agents for sustainability–learnings from the first
sustainability management master of business administration,” J. Clean. Prod., vol. 62, pp. 24–36, 2014.

[16]

A. Turkyilmaz, G. Akman, C. Ozkan, and Z. Pastuszak, “Empirical study of public sector employee loyalty and
satisfaction,” Ind. Manag. Data Syst., 2011.

[17]

K. Davis, “A method to measure success dimensions relating to individual stakeholder groups,” Int. J. Proj.
Manag., vol. 34, no. 3, pp. 480–493, 2016.

[18]

T. E. Becker, D. M. Randall, and C. D. Riegel, “The multidimensional view of commitment and the theory of
reasoned action: A comparative evaluation,” J. Manage., vol. 21, no. 4, pp. 617–638, 1995.

[19]

K. Durkin and G. Conti‐Ramsden, “Language, social behavior, and the quality of friendships in adolescents with
14

International Journal of Contemporary Management and Information Technology Vol. 1, No. 3, 2020

and without a history of specific language impairment,” Child Dev., vol. 78, no. 5, pp. 1441–1457, 2007.
[20]

S. Alaaraj, Z. A. Mohamed, and U. S. A. Bustamam, “Growth Strategies and Organizational Performance of
Service Companies in Malaysia : The Mediating Role of Knowledge Sharing,” Adv. Glob. Bus. Res., vol. 15, no.
1, 2018.

[21]

U.-C. Klehe, J. Zikic, A. E. M. Van Vianen, and I. E. De Pater, “Career adaptability, turnover and loyalty during
organizational downsizing,” J. Vocat. Behav., vol. 79, no. 1, pp. 217–229, 2011.

[22]

G. King, M. Tomz, and J. Wittenberg, “Making the most of statistical analyses: Improving interpretation and
presentation,” Am. J. Pol. Sci., pp. 347–361, 2000.

[23]

J. M. Beus, M. A. McCord, and D. Zohar, “Workplace safety: A review and research synthesis,” Organ. Psychol.
Rev., vol. 6, no. 4, pp. 352–381, 2016.

[24]

A. Marwick and R. Lewis, “Media manipulation and disinformation online,” New York Data Soc. Res. Inst., 2017.

[25]

D. Lam and B. Ozorio, “Linking employees’ personalities to job loyalty.,” Ann. Tour. Res., 2012.

[26]

H. G. Rainey, Understanding and managing public organizations. John Wiley & Sons, 2009.

[27]

J. Macke and D. Genari, “Systematic literature review on sustainable human resource management,” J. Clean.
Prod., vol. 208, pp. 806–815, 2019.

[28]

L. Yesufu, “The effect of human resource practices on the psychological contract of academics.” University of
Bath, 2016.

[29]

S. A. Madi, S. A. El Talla, S. S. Abu-Naser, and M. J. Al Shobaki, “The Organizational Structure and its Impact
on the Pattern of Leadership in Palestinian Universities,” 2018.

[30]

M. W. Sarhan, “Impact of Human Resource Strategy in Competitive Advantage,” J. Marcil Soc. Sci., 2010.

[31]

O. B. Al-gharaibah, “Predictors of E-banking Service Adoption in Malaysia Using an Extended Technology
Acceptance Model,” Int. J. Contemp. Manag. Inf. Technol., vol. 1, no. 1, pp. 23–29, 2020.

[32]

I. Ibrahim, K. Ali, and A. R. Zumrah, “An Empirical Study: The Mediating Role of Job Satisfaction on the
Relationship between Belongingness and Employee Retention in Malaysian Manufacturing Industry.”

[33]

M. H. Hussein, S. H. Ow, I. Ibrahim, and M. A. Mahmoud, “Measuring instructors continued intention to reuse
Google Classroom in Iraq: a mixed-method study during COVID-19,” Interact. Technol. Smart Educ., 2020.

[34]

M. R. M. O. Almansoori, “The Mediating Role of Sustainability between Strategic Planning and the Performance
of Governmental Organizations,” Int. J. Contemp. Manag. Inf. Technol., vol. 1, no. 2, pp. 28–34, 2021.

[35]

I. H. Mussa, “Mobile Learning adoption in the Middle East : Limitations , Challenges and Features of the Mobile
Devices,” Int. J. Contemp. Manag. Inf. Technol., vol. 1, no. 1, pp. 30–36, 2020.

[36]

S. Ghanem and S. Alshahrani, “The Effect of Cloud Computing Adoption on Organizational Performance of
SMEs in Saudi Arabia,” Int. J. Contemp. Manag. Inf. Technol., vol. 1, no. 2, pp. 1–6, 2021.

[37]

A. A. Alsmadi, M. S. Oudat, B. J. A. Ali, and O. A. Al-Ibbini, “Analyze the Impact of Exchange Rate on Inflation
Rate: Kuwait as a Case Study for the Period of 1990 to 2019.”

[38]

M. S. Oudat, N. Ahmad, and M. Yazis, “Examining Causality Relationships among Energy Consumption,
Economic Growth and Islamic Banking System Performance in Jordan,” Int. J. Econ. Financ., vol. 7, no. 6, p.
p116, 2015.

[39]

M. Oudat, H. Hasan, and A. Alsmadi, “Macroeconomic variables and portfolio investment in Bahrain using an
ARDL bound testing approach,” Accounting, vol. 6, no. 4, pp. 465–472, 2020.

[40]

B. J. A. Alia and M. S. Oudatb, “Financial Risk and the Financial Performance in listed Commercial and
Investment Banks in Bahrain Bourse.”

15

