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Abstrak 

 

Dengan pertumbuhan industri Indonesia yang cepat, bisnis harus tetap produktif dan 

memiliki sumber daya manusia yang kompeten dan setia. Motivasi kerja adalah komponen 

utama yang memengaruhi retensi, loyalitas, dan kinerja karyawan di industri ini. Karyawan 

yang termotivasi menunjukkan tingkat dedikasi dan kinerja terbaik, yang menguntungkan 

perusahaan. Metode studi kepustakaan digunakan dalam penelitian ini untuk menyelidiki 

hubungan antara motivasi kerja dan kesetiaan dan retensi karyawan industri. Hasilnya 

menunjukkan bahwa pengelolaan motivasi yang efektif dapat meningkatkan komitmen 

karyawan hingga 30%, mengurangi tingkat turnover, dan membantu perusahaan bersaing 

di pasar global. Motivasi yang berkelanjutan berasal dari komponen internal, seperti 

kebutuhan psikologis, dan komponen eksternal, seperti gaya kepemimpinan, komunikasi, 

penghargaan, dan pengembangan karier. Oleh karena itu, sangat penting untuk 

menggunakan strategi motivasi yang holistik untuk menciptakan lingkungan kerja yang 

produktif, stabil, dan kondusif.  

Kata Kunci: Motivasi Kerja, Loyalitas Karyawan, Retensi, Sektor Industri  

 
Abstract 

 

With the rapid growth of Indonesian industry, businesses must remain productive and have 
competent and loyal human resources. Work motivation is a key component that influences 
employee retention, loyalty, and performance in this industry. Motivated employees 
demonstrate the highest levels of dedication and performance, which benefits the company. A 
literature review method was used in this study to investigate the relationship between work 
motivation and employee loyalty and retention in the industry. The results show that effective 
motivation management can increase employee commitment by up to 30%, reduce turnover 
rates, and help companies compete in the global market. Sustainable motivation stems from 
internal components, such as psychological needs, and external components, such as 
leadership style, communication, rewards, and career development. Therefore, it is crucial to 
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use holistic motivation strategies to create a productive, stable, and conducive work 
environment.  

Keywords: Work Motivation, Employee Loyalty, Retention, Industrial Sector  

 

Introduction 

In line with rapid technological advancement and the demands of the global 

market, Indonesia’s industrial growth has shown a significant upward trajectory. 

This condition compels companies to sustain productivity and efficiency, as well as 

to retain competent and loyal human resources. One of the key components 

determining a company’s success in achieving its objectives is work motivation. 

Employees with low motivation may experience diminished work spirit and 

reduced commitment to the organisation, whereas highly motivated employees 

tend to demonstrate stronger work enthusiasm, dedication, and optimal 

performance, thereby contributing positively to the organisation (Juni et al., 2025). 

An equally important aspect is employee loyalty, which is closely linked to the 

level of motivation to work. Employees who remain loyal to the organisation exhibit 

a strong drive to progress. In such circumstances, employee loyalty is significantly 

influenced by intrinsic motivations such as recognition, a sense of belonging, and job 

satisfaction. Conversely, inadequate motivation and insufficient managerial 

attention may lead to higher employee turnover. To maintain workforce stability 

and strengthen organisational loyalty, enhancing work motivation becomes 

essential (Devia Salisa Oktaviani & Yudi Prayoga, 2025b). 

The urgency of research on work motivation continues to escalate in response 

to rising turnover rates in the industrial sector. Persistent employee turnover exerts 

negative impacts on productivity, operational costs, and organisational 

effectiveness. Data from the Ministry of Manpower (2023) indicate that the 

manufacturing sector records an annual turnover rate exceeding 15%, reflecting 

weaknesses in motivation and retention systems. This condition underscores the 

need for strategic management of work motivation to ensure that employees remain 

committed and that companies can continue to compete sustainably (Muhaimin et 

al., 2025). 

A company’s ability to retain competent employees directly correlates with 
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employee retention issues. Work motivation plays a pivotal role in encouraging 

employees to remain with the organisation even when confronted with pressures 

or challenges. Harmonious working relationships, appropriate rewards, and career 

development opportunities also enhance retention. Studies have shown that 

improvements in work motivation can increase the intention to stay by up to 30% 

in certain industries. Hence, strategies to improve work motivation must be 

comprehensively designed to ensure organisational sustainability (Yuliana, 2022). 

Many industries face issues related to low loyalty and high employee turnover, 

often caused by insufficient work motivation. Factors such as dissatisfaction with 

rewards, limited opportunities for advancement, and weak organisational 

communication frequently act as primary triggers. Employees who lack motivation 

struggle to deliver optimal performance and are more likely to seek alternative 

employment. Therefore, this study is crucial for identifying motivational factors that 

can strengthen loyalty and reduce turnover rates in the industrial sector (Betniar 

Purba, 2012). 

This research carries strategic value, as its findings may offer both theoretical 

and practical contributions to the development of human resource management. 

Theoretically, it enriches the understanding of the relationship between work 

motivation, loyalty, and employee retention. Practically, the findings may serve as a 

foundation for companies in designing effective motivational strategies. 

Accordingly, this study is expected to assist organisations in creating a productive 

and conducive working environment capable of retaining high-quality employees in 

an era of global competition. 

 

Research Method 

This study employs a descriptive qualitative approach using a library research 

method to analyse the relationship between work motivation, loyalty, and employee 
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retention in the industrial sector. The data were obtained from Sinta-indexed 

national journals, scholarly books, and relevant and up-to-date research reports. 

Data collection was carried out through a systematic review of literature related to 

the research variables. Data analysis was conducted descriptively through the 

stages of reduction, presentation, and conclusion drawing. The validity of the data 

was ensured through source triangulation to guarantee the accuracy and reliability 

of the findings, thereby enabling the research to produce a comprehensive and in-

depth conceptual understanding. 

 

Results And Discussion 

1. Synthesis and Analysis of Work Motivation Theory 

Among the various complementary theoretical approaches, the synthesis and 

analysis of work motivation theory illustrate the evolving understanding of 

employee motivation in the workplace. Classical theories, such as Frederick 

Winslow Taylor’s motivation theory, posit that workers are primarily driven by 

material rewards directly linked to the tasks they complete. However, Abraham 

Maslow’s hierarchy of needs offers a broader perspective, asserting that human 

needs range from basic physiological requirements to self-actualisation, each of 

which may influence work motivation depending on the extent to which these needs 

are fulfilled (Indriyani & Amini, 2020). 

Furthermore, in Herzberg’s two-factor theory, motivational elements are 

categorised into hygiene factors—conditions within the work environment that may 

cause dissatisfaction—and motivator factors, which relate to intrinsic satisfaction 

such as achievement and recognition (Zamzam & Aravik, 2016). This framework 

underscores that psychological factors and the work environment play a crucial role 

in enhancing employee motivation, often more effectively than material 

compensation alone. Vroom’s expectancy theory and process-based motivational 

models introduce additional dimensions by highlighting how employees’ 

expectations regarding the relationship between effort, performance, and outcomes 

shape their level of motivation (Andriani & Widiawati, 2017). 

A more in-depth analysis reveals that work motivation theory is influenced not 
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only by employees’ needs and perceptions within the organisation but also by 

external factors such as leadership style, opportunities for development, and 

organisational communication (Sari, et.al, 2022). According to humanistic 

approaches such as McGregor’s Theory Y, individuals naturally wish to work and 

can be motivated if they are entrusted with responsibilities and involved in decision-

making processes. Organisations can therefore rely on these theoretical foundations 

to formulate human resource management strategies that effectively enhance 

overall work motivation. Ultimately, such strategies contribute to increased 

productivity and stronger employee loyalty (Surwanti, 2011). 

Overall, the synthesis and analysis of work motivation theory demonstrate 

that motivation is a complex process shaped by the interaction of internal and 

external components. By recognising this complexity, companies can cultivate a 

work environment that supports employee motivation by addressing both 

fundamental needs and psychological and social dimensions. This is essential for 

achieving organisational objectives, including improved performance, stronger 

employee retention, and the creation of productive and harmonious working 

relationships (Indriyani & Amini, 2020). 

 

2. The Role of Work Motivation in Fostering Employee Loyalty 

Work motivation plays a crucial role in retaining employees across various 

organisations, particularly within the industrial sector (Aji & Aravik, 2023). 

Research conducted at PT Bumi Berkah Boga demonstrates that work motivation 

has a positive and significant effect on employee loyalty. When employees possess 

high levels of motivation, they feel valued and driven to contribute their best to the 

company. As a result, they are more inclined to remain with the organisation and 

display strong commitment. Effective leadership, career development, and 

promotion opportunities are key mechanisms for enhancing motivation, which in 
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turn reduces turnover and strengthens loyalty (Wicaksono & Suryapranata, 2025). 

Perceived organisational support also shapes employee loyalty. When 

employees believe that the organisation genuinely cares about their wellbeing, their 

sense of loyalty increases. In this context, work motivation becomes a principal 

driver, directing employees’ energy and mindset towards achieving organisational 

goals. Research at PT Yafindo Marico Indonesia shows a significant correlation 

between work motivation and employee loyalty, directly contributing to workforce 

stability and higher productivity (Grace Brillianty, 2025). 

In addition, work discipline and motivation jointly influence employee loyalty. 

A study at PT Dunia Sandang found that strong discipline, combined with high 

motivation, enhances employee loyalty. Discipline ensures that employees adhere 

to organisational rules and complete tasks consistently, while motivation fuels 

enthusiasm and responsibility. The synergy between these two elements fosters 

sustained loyalty and enables organisations to meet their objectives effectively 

(Yasmine et al., 2024). Overall, work motivation is not merely a personal aspiration 

but a strategic organisational asset that strengthens the bond between employees 

and their companies. Organisations that successfully enhance motivation through 

supportive policies, recognition, and effective communication are better positioned 

to retain loyal employees. This is vital for reducing turnover rates and cultivating a 

stable, productive work environment that ultimately supports long-term 

organisational success (Chandra et al., 2024). 

 

3. The Role of Work Motivation in Supporting Employee Retention 

Work motivation plays a pivotal role in determining employees’ decisions to 

remain within an organisation (Resti, et.al, 2021). When employees perceive their 

work as meaningful, have opportunities for growth, receive recognition for their 

achievements, and experience a balanced workload, they are more likely to remain 

committed and loyal. These factors influence both affective and normative 

commitment, thereby improving retention as organisational values align more 

closely with individual goals. Empirical studies indicate a positive relationship 

between work motivation and retention; however, the magnitude of this influence 
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may vary depending on industry context, organisational culture, and incentive 

systems (Pratiwi & Hariani, 2023). 

Compensation, recognition, career opportunities, and organisational culture 

collectively contribute to retention. Appropriate rewards enhance employees’ sense 

of value, training programmes and career advancement pathways help them achieve 

professional aspirations, and a fair working environment supported by equitable 

leadership strengthens trust in the organisation. When these components operate 

in synergy, they cultivate strong organisational perceptions, which have been shown 

to encourage employees to stay rather than seek opportunities elsewhere (Putri 

Cantika Rakhmana & Hartono, 2024). 

Research employing quantitative approaches to examine motivation, 

compensation, and organisational culture frequently finds that motivation is the 

most dominant factor influencing retention (Ervanni, et.al, 2025). Nonetheless, the 

significance of motivation’s impact varies depending on how human resource 

policies are structured and how organisational systems are designed. This research 

further highlights the importance of balancing financial and non-financial 

incentives, alongside continuous efforts to improve the work environment through 

effective communication, growth opportunities, and fair performance appraisal 

(Devia Salisa Oktaviani & Yudi Prayoga, 2025a). 

Practically, organisations need to develop retention strategies that centre on 

enhancing work motivation through several pathways: (1) establishing clear career 

trajectories and opportunities for skill development; (2) providing recognition and 

rewards aligned with actual contributions; (3) designing work structures that are 

fair, transparent, and communicative; and (4) fostering an organisational culture 

that is inclusive and supportive of employee wellbeing. Overall, a holistic approach 

that integrates work motivation with environmental and organisational factors will 

strengthen employee retention, reduce turnover costs, and promote sustained 
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productivity and job satisfaction (Immamah et al., 2023, Aravik, et.al, 2021). 

 

4. The Impact of Work Motivation on Employee Performance and Stability 

in the Industrial Sector 

Work motivation has a substantial influence on employee performance and 

workforce stability within the industrial sector (Amin & Aravik, 2023). Employees 

with high levels of motivation tend to display better productivity and work quality 

because they possess the drive and determination to perform their tasks to the 

highest standard. Empirical studies across various industries indicate that strong 

work motivation enhances employee performance by increasing focus, initiative, 

and creativity in completing tasks, ultimately resulting in more effective and 

efficient work outcomes (Irawan et al., 2024). 

Moreover, work motivation affects employee resilience and their likelihood of 

remaining with the organisation. Motivated employees, who feel appreciated and 

satisfied with their work, demonstrate greater loyalty and tend to stay longer within 

the company. This reduces turnover rates, which otherwise impose substantial 

recruitment and training costs on organisations. Industrial research also shows that 

career development policies and supportive working environments can strengthen 

employee motivation and foster a stable, positive workplace climate (Nurhidayah et 

al., 2024). 

Enhanced employee performance provides companies with a competitive 

advantage in the industrial sector (Aravik & Hamzani, 2025). Motivated employees 

not only meet performance standards but also contribute to ongoing innovation and 

improvements in work processes. Beyond productivity, work motivation also 

supports employees’ mental wellbeing, contributing to reduced absenteeism and 

stress levels, thereby improving workforce stability (Septiannoor, 2024). 

Overall, businesses in the industrial sector must actively monitor and 

strengthen employee motivation by implementing programmes and policies that 

promote open communication, career development opportunities, recognition, and 

a supportive working environment. Such strategies create a combination of high 

performance and workforce stability that is vital for long-term business 
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sustainability and competitiveness. Consequently, work motivation not only affects 

individual employees but also serves as a critical component in the growth and 

stability of industrial organisations (Tasya Laudita Rumampuk & Alpha Nadeira 

Mandamdari, 2022). 

 

Conclusion 

Work motivation is a central factor that significantly influences employee 

loyalty and retention within the industrial sector. Employees with high levels of 

motivation exhibit enthusiasm, dedication, and optimal performance, all of which 

contribute positively to organisational outcomes. In contrast, low levels of 

motivation can lead to weakened loyalty, higher turnover rates, and reduced 

organisational productivity. For this reason, strategically managing employee 

motivation is essential to maintaining workforce commitment and ensuring 

organisational competitiveness. 

Internal factors such as employees’ needs and expectations, as well as external 

factors including leadership style, rewards, organisational communication, and 

career development opportunities, all shape employee motivation. By applying 

comprehensive motivational theories, organisations can create a work environment 

that fosters loyalty and productivity. Research indicates that enhancing work 

motivation can increase employee retention by up to thirty per cent in certain 

industries. 

In the context of retention, work motivation becomes a decisive element in 

employees’ choices to remain with an organisation rather than pursue opportunities 

elsewhere. A strong organisational perception and stable workforce are reinforced 

through the combined influence of motivational factors, adequate compensation, 

career development, and a supportive organisational culture. Consequently, 

strategies to strengthen motivation must be designed comprehensively and 
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holistically. Overall, this article concludes that work motivation is a strategic 

component of human resource management that plays a vital role in reducing 

turnover, strengthening employee loyalty, and sustaining a high-quality workforce 

in the industrial sector. The effective application of motivational theories and 

practices will support long-term organisational success, productivity, and 

competitiveness. 
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