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Abstract

Different theories have been developed to discriminate between job satisfaction
and motivation. It is believed that job satisfaction is the lower level need and motivation is
the higher level need of the working personnel. Wages, salary, and compensation come
under the lower level need linked with job satisfaction. The present research conducted on
employees working in the insurance sector revealed that compensation management with
employee performance and employee motivation are connected. Compensation is the
outcome of the physical and mental effort given by the employees at the workplace. In this
changing scenario, compensating the employees according to their performance will
motivate them to give better and enhanced outcomes. Different statistical tools such as
correlation coefficient analysis and ranking scale have also been adopted to analyze the
responses of 77 numbers of employees working at Life Insurance Corporation of India,
Bhubaneswar.
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1.1 Introduction:

The compensation system plays an important role in motivating the human resources of any
organization. Many theories have been developed in this regard. Almost everywhere it is stated
that wages and salary structure are a hygiene factor. Such factor creates an environment where
the employees are satisfied with their job. In the present condition maintaining a high level of
commitment among the employees is a challenging task. A committed employee contributes
maximum towards the sustenance, growth, and expansion of any organization.

The present research has been conducted to identify the different parameters that create a poll
of committed and loyal manpower in the insurance sector. During the last two decades, the
insurance industry in India has made remarkable growth by introducing diversified products
and services. These products and services are related to life and general insurance. As per the
IRDA report (2016) in India total of 52 insurance companies were offering both Life and
general insurance products. Out of these 52 Insurance sectors, 23 insurance companies are
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dealing with life insurance products. It is stated that working in life insurance is very
challenging as compared to general insurance sectors. For that reason, only very few people
are interested in making a career in the life insurance sector. For research on the impact of
compensation on employee loyalty Life Insurance Corporation (LIC) of India has been chosen.
LIC has the highest share amongst the other 23 Life Insurance sectors operating in India. The
analysis and the research work are mainly based on the responses of the employees working at
LIC, Bhubaneswar.

A total thirty numbers of research articles have been studied in the related areas out of which
some specific literature are reviewed in the present paper. These articles are mostly related to
the areas of employee loyalty, reward and compensation, motivation, and the different
parameters that motivate employees. The review of the literature has helped to understand the
area of research, identify the research gap, and formation of research objectives and
hypotheses.

1.2 Review of literature on the importance of compensation management:

Retention of employees is the biggest challenge and it is more challenging when it comes to
retaining a committed employee. Employees leave the company for several reasons. Further,
these employees join with the competitor company. Organizations should take necessary steps
to retain loyal employees by providing good incentives and introducing better compensation
plans. The employees are motivated by providing attractive salaries and other financial benefits
as per the organizational standards and policies. Good compensation facilities can attract and
retain the best employees in an organization (Patnaik and Padhi 2012). There is a direct and
significant relationship between compensation benefits provided to the employee and
employee productivity (Emmanual 2013). It can also be stated that compensation is considered
by the employee in the form of financial and non-financial benefits for the efforts rendered to
the organization for a particular period (Gaol 2014). Compensation is the rate of return of an
employee regarding his/her investments made in the organization. This investment mainly
includes the time, effort, energy, and physical and mental ability rendered to the organization.
Compensation is the package offered by the enterprise to its employees in return for using the
outcome of tangible and intangible services.

1.3 Review of literature on compensation system with job satisfaction and motivation:
The objective of providing compensation is to retain talented, potential, committed, and
competent employees and motivate them to take the initiative to produce innovative products
and strategies. Regarding this Abayomi and Ziska (2014) conducted a study to analyze the
relationship between employee compensation and employee job satisfaction of the employees
working in the insurance sector. The study revealed that there is a strong relationship between
these two factors as compensation management affects employee motivation and job
satisfaction level. Similarly, Odunlami and Matthew (2014) studied the influence of
compensation management on employees' motivation and performance. The study concluded
that with compensation some other factors also contribute to the employee's performance and
motivation. These are working conditions, welfare facilities, employee relationships,
retirement plans, promotion, and higher responsibility. Similarly, there are three major factors
which include wages and salary, working hours, and promotion system which complements
employee motivation. Apart from this the positive relationship among the employees also
motivates the employees (Madan and Bajwa 2015).
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In the organization, there is a direct relationship between compensation and job satisfaction.
The outcome of such interaction leads to the retention of employees. The other variables that
have a relationship with compensation and job satisfaction are the working environment,
promotion system, and career advancement. It may be rightly stated that employee retention is
the dependent variable and all other factors are the independent variables (Shyam and Shivani
2016). The different factors that regulate employee motivation are recognition, rewards,
satisfaction, gratitude, inspiration, and compensation. Establishments that identify the status of
motivating personnel, often introduce policies and strategies to motivate their employees to
work towards the achievement of individual and organizational goals and objectives. Among
the different strategies the most important for motivating employees are compensation&
incentive plans, employee participation in the decision-making process, collecting feedback
and response, and working environment (Bowen, 2000).

1.4 Review of literature on compensation system with employee commitment and
loyalty:

Loyal employees are devoted to the organizational success and always work for the interest of
the organization. Such types of employees never find any alternative organization for
employment purposes. These employees believe that the place where they are working is the
best and also the most suitable place to work (Pandey and Khare, 2012). One employee
becomes more committed and loyal if he/she is adequately paid. There is a direct relationship
between financial compensation and organizational commitment. The financial benefits and
compensation plans include merit-based pay, salary, bonus, and incentives (Low Bee et.al.
2016). Apart from compensation systems such as pension schemes, health care, insurance and
illness benefits, workplace safety, loan facilities, and work-life balance, a good relationship
between the management and employees also builds an environment where committed and
loyal employees are created (Ebele and Faith 2018).

1.5 Importance and Scope of the Study:

The above review states that it is very difficult to differentiate between a satisfied employee
and a motivated employee. Rather it can be stated that a well satisfied employee can become a
motivated employee. It is observed that employees usually commit to their organization. But it
is always wiser to commit to the work or the work or job more than the organization. It is also
observed that most of the research work has been conducted to find out the link between
compensation with motivation or job satisfaction. In this regard, the researchers have identified
the area of research to find out the link between compensation and employee loyalty and
commitment among the employees working in the Insurance Sector. Working in the insurance
sector is a challenging task. Expecting loyalty and commitment among the employees of the
insurance sector is also equally difficult. The study is conducted at Life Insurance Corporation,
Bhubaneswar Circle, Odisha. The data have been collected from the responses from the
employees who are on the payroll of LIC working within the Bhubaneswar circle. Further by
studying the different research articles, different variables have been identified under both
parameters such as compensation management and employee loyalty. All the responses of the
respondents were collected on these eighteen variables.
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Table No.01: The variables identified under compensation management system

Wages &
system

Salary

Hourly / daily/ monthly basis wages or salary paid for the physical
and mental effort given to the organization.

Bonus System

Paid to the employees on the basis of organizational profit or
productivity.

Incentive Facility

Incentives are financial benefits provided based on employees
efficiency or performance.

Insurance Facility
(Health & Life
Insurance)

covers whole or part of life/health risk of a person

Fringe Benefits

Additional benefits such as payment for time not worked.
Retrenchment compensation, employment security, education plan

Employee Allowances
(TA, DA, HRA)

Financial benefits provide by the employer to the employee.

Recreational Facility

It relates to sports, travel, hunting, gardening etc

Social Security

It relates to: Illness, Old age, Death, Injury, Occupational diseases
etc.

Retirement plan

It relates to employee pension plan.

(Source: Self developed by studying different research articles and literatures)
Table No.02: The variables identified under Employee loyalty

Work Responsibility

Responsibility of the employees to perform their duties

Job Involvement

It is a key to employee motivation, individual growth, performance
and job satisfaction in the workplace.

Fair Compensation and
Incentive Plan

Includes the fair wages and salaries and financial benefits paid to
the employees

Autonomy and

Empowerment

Right to make decision, independent authority and power

Work Dedication and
Career Development

Giving full of efforts towards their work and doing the quality of
work.

Training and | Educating and deploring the knowledge, skill and ability of the
Development employees

Health and Safety Safety working condition and covering life and health risk
Interpersonal Relation | It includes support, professional, peer and friendly relationship.
& Employee

Belongings

Team Sprit It shows positive attitude, loyalty, coordination and collaboration

among the member of a team.

(Source: Self developed by studying different research articles and literatures)

1.6 Objectives:

e To analyze the relationship between compensation management and employee loyalty.
o To identify the various variables of compensation management and employee loyalty
that influence the behavior of the employees working in the insurance sector.
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1.7  Hypotheses:
o HO: No significant relationship between compensation management and employee
loyalty in the Insurance sector.
e HI: A significant relationship between compensation management and employee
loyalty in the Insurance sector.
1.8  Research Methodology:
A Structured questionnaire was developed in Google form and circulated the same among 110
respondents working in LIC, Bhubaneswar circles through mail and WhatsApp. Out of the 110
respondents, 84 (76.36%) number of LIC employees have submitted the e-questionnaire. Out
of these 84 responses, 77number (91.66 %) of responses were valid and error-free. The simple
random sampling method is used for the study. The correlation and coefficient test and ranking
test are adopted to analyze and interpret the data collected from the respondents. All the data
were calculated in SPSS.

1.9  Data Analysis:

Table No. 03: Tabular representation of Socio Demographic factor of the Respondents

Parameters Category No of Respondents Percentage %
Male 60 77.9
Gender Female 17 221
Below 30 Years 15 19.5
Age 31 to 40 Years 17 22.1
41 to 50 Years 7 9.1
Above 51 Years 38 494
Educational Graduate 31 40.3
Qualification Post Graduate 46 59.7

Diagram No. 01: Graphical representation of Socio Demographic factor of the
Respondents

77.9
59.7
49.4
40.3
221 19.5 22.1
I I I =
Male Female Below 30 Years 31to40Years 41to50Years Above 51 Years| Graduate Post Graduate
Gender Age Educational Qualification

The above diagram shows the analysis of the demographic variables. It reflects out of the total
population gender variable 77.9% are male and 22.1% are female. This shows that most male
employees are working in the Insurance sector where as very few females prefer insurance as
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a career. Considering age as a variable, out of the total population 19.5% of people are less
than 30 years of age, 22.10% of respondents are between 31 to 40 years of age, 9.10% of
respondents are within the range 41 to 50 years of age and 49.40% of people are more than 51
years of age group. This shows that mostly half of the total population, working in the insurance
sector is above the age category of 51 years and the rest employees are in the other age
categories. Under educational qualifications out of the total population, 40.30% of respondents
are graduates where as 59.7% of respondents are post-graduate degree holders.

Considering the objectives of the present research work the interaction, impact, and the
relationship between compensation management and employee loyalty is studied in the
following table.

Table No 4: Significance of Correlation Coefficients Between Total Rank Scores of
Compensation Management and Employee Loyalty.

Correlation Significance | Degree of
Parameters Category Coefficient level of ‘1’ Freedom
(r) P) (DF)

Gender Male 0.048 0.718N8 59

Female -0.217 0.404 NS 16

Below 30 Years 0.252 0.364 N8 14
Age 31 to 40 Years 0.348 0.171N8 16

41 to 50 Years 0.416 0.353 N8 6

Above 51 Years -0.239 0.148 N8 37
Educational Graduate -0.046 0.807 NS 30
Qualification Post Graduate 0.029 0.846 NS 45
Pooled Data 0.003 0.977N8 76

N.B. — NS — Not Significant at 5% level (P>0.05).

The above table No. 04 shows that there is no significant correlation coefficient
between total rank scores of compensation management and employee loyalty against all
segments of demographic distributions. The result demonstrates a very weak relationship as
well as no impact of one over the other among these two. So the possibility of non-impact
compensation management on employee loyalty is identified. Hence, the null hypothesis (HO)
stated as “there is no significant relationship between compensation management and employee
loyalty in the Insurance sector” is accepted thereby rejecting the alternative hypothesis (H1) -
“There is a significant relationship between compensation management and employee loyalty
in the Insurance sector”. As per the research work of Vroom (1964), the factors related to job
satisfaction will not always improve job performance, effectiveness, and involvement of an
individual in the workplace.

In the present research, the two parameters such as compensation management and employee
loyalty are treated as dependent entities on the respondent’s demographic factors. The
respondents have ranked the different variables as per their preference of choice (stated in
Tables No. 1 & 2) under the two parameters. The opinions towards these have been drawn on
a 9-point scale on a preferential rank basis where 1 represents mostly preferable and 9
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represents least preferable. The following tables, diagrams, and analysis represent the results
relating to rank analysis regarding the demographic sub-sections.

Table No. 5: Tabular representation of Gender-wise Rank Analysis of Variables of
Compensation Management

) Male Female
S1. No | Variables Avg. Rank Score | Rank | Avg. Rank Score | Rank
1. | Wages and Salary System 37.925 1 35.118 1
2. | Bonus System 38.450 3rd 36.676 2nd
3. | Incentive Facility 38.400 2nd 39.588 6
4. | Health and Life Insurance 39.325 6 38.588 5th
5. | Fringe Benefits 39.742 gth 42.794 gth
6. | Employee Allowances 38.833 4th 37.853 4th
7. | Recreational Facility 39.658 7th 41.118 gth
8. | Social Security 40.100 gth 40.941 7th
9. Retirement Plan 38.890 5t 36.382 3

Diagram No. 2: Graphical representation of Gender-wise Rank Analysis of Variables of
Compensation Management

m Male

m Female

The above table and the diagram show that, there is little difference of opinion between male
and female respondents. Both the male and female have given “Wages and Salary System” as
the rank one. Further male respondents ranked “Bonus System” as third whereas the female
respondents ranked it as second. The female respondents have given more importance to
retirement plans (3rd rank) than incentives (6th rank) as compared to the male respondents.
Further, the male respondents ranked the “Incentive System” as the second rank and the
“Retirement Plan” as the fifth rank. “Employee Facility” has been preferred in 4th rank by both
males and females. Ranking of remaining variables bears the least interest.
Table No. 6: Tabular representation of Age-wise Rank Analysis of Variables of
Compensation Management

SL Below 30 31t040 Years | 41 to 50 Years Above 51

Variabl
No artables Years Years

35|Page



36 Business, Management and Economics Engineering, 2024 Volume 22 Issue 2, ISSN: 2669-2481 / eISSN: 2669-249X

Avg. Avg. Avg. Avg.
Rank | Rank | Rank |Rank| Rank | Rank | Rank | Rank
Score Score Score Score
Wages and
1. | Salary 34.600 | 204 | 32794 | 1% | 30214 | 1% | 36.184 | 1%
System
2. ]SB;;‘;; 36.900 | 39 | 38.118 | 3¢ | 31.714 | 2 | 38.355 | 3%
Incenti
3. Fri‘:ﬁt;ve 31567 | 1t | 34.618 | 2% | 36357 | 4% | 40.487 | 6%
Health and
4. | Life 42.167 | 7 | 39.588 | 5" | 40500 | 5™ | 39.658 | 5®
Insurance
=
5, Brel;lf;ts 45767 | 8" | 47588 | 9" | 59714 | 9™ | 40.197 | 8®
Empl
6. Arﬁlg;zrf:es 37.967 | 4™ | 40706 | 6% | 41.929 | 6" | 41.039 | 7th
Recreational
7. F:;rl‘?f‘ylona 46.400 | 9B | 40.882 | &M | 43357 | 8 | 41.145 | ot
ial
8. zzsllljity 40367 | 6 | 40324 | 7 | 42929 | 7% | 38789 | 4
Reti t
9, Plz:emen 38.467 | st | 38971 | 4% | 32714 | 3¢ | 37.882 | 2

Diagram No. 03: Graphical representation of Age-wise Rank Analysis of Variables of
Compensation Management

s A
N H Below 30 Years M 31 to 40 Years 141 to 50 Years Above 51 Years
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The above table no 06 and Diagram no 03 show the rank-wise preference of the respondents
on compensation management considering their age as a factor. It identifies that most of the
employees have preferred the “Wages and Salary System” as the priority. Further, the similarity
of ranking of viable is seen in the case of “Bonus System” (ranked either 2nd or 3rd ), “Fringe
Benefits” & Recreational Facilities (ranked either 8th or 9th ). However, it is seen that the
respondents above 51 years have preferred “Retirement Plan” as the second option and the
“Incentive Facility” as the sixth option. Regarding this, the respondents less than 30 years have
opted, for “Incentive Facility” as the priority and preferred “Retirement Plan” as the fifth
option. Ranking of remaining variables bears the least interest.

Table No. 7: Tabular representation of Education-wise Rank Analysis of Variables of
Compensation Management

S No | Drivers Graduation Post-Graduation
Avg. Rank Score | Rank | Avg. Rank Score | Rank
1. | Wages and Salary System 33.726 2nd 34.565 I
2. Bonus System 33.629 1 38.511 3rd
3. Incentive Facility 38.629 3 38.043 2nd
4. | Health and Life Insurance 39.645 5t 38.511 4th
5. | Fringe Benefits 40.419 7t 38.935 6'h
6. | Employee Allowances 39.097 4th 42.554 gth
7. | Recreational Facility 45.581 gth 42.620 gth
8. | Social Security 40.726 gth 39.250 7th
9. | Retirement Plan 39.726 6 38.565 5th

Diagram No. 04 : Graphical representation of Education-wise Rank Analysis of Variables
of Compensation Management

50 w N a5 ) B 252 —eog  ou
w (=3 v
¥, .4 43 55 F§F §°7 ~ 53 5%
40 —3 4 =z
m Graduation 30
20
W Post- 10
Graduation

The above table No 07 and diagram No. 04 show the rank-wise preference of the respondents
on compensation management considering their educational qualification as a factor. The rank-
wise preferences of the employees from qualification are mostly similar except for one
parameter i.e. “Employees Allowances”. The graduate respondents have opted for it as their
fourth preference where whereas the post-graduate respondents have given it the least
preference (8th rank).
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Table No. 8: Tabular representation of Gender-wise Rank Analysis of Variables of
Employee Loyalty

Sl Male Female
No Drivers Avg. Rank | Rank | Avg. Rank | Rank
Score Score
1. | Work Responsibility 39.050 4th 35.794 3rd
2. | Job Involvement 36.617 1 47.412 gth
3. i?;; Compensation and Incentive 38.933 3rd 33.441 1
4. | Autonomy and Empowerment 37.650 2nd 43.765 gth
s Work Dedication and Career 39.342 5t 18.824 6h
" | Development '
6. | Training and Development 39.908 7th 39.235 7th
7. | Health and Safety 39.600 6h 36.882 4th
g Interpersonal Relation and 40.275 gth 37.794 5t
" | Employee Belongings ’
9. | Team Sprit 40.575 gth 34.500 2nd

Diagram No. 5: Graphical representation of Gender-wise Rank Analysis of Variables
of Employee Loyalty

50
45 -

H Male

® Female 20 4

The above table No. 08 and diagram No. 05 show the rank-wise preference of the respondents
on Employee Loyalty considering gender as an independent factor. It shows that there is a big
difference of opinion between the male and female category. The males have opted for “Job
Involvement” as their priority (1st rank) whereas females have given it as their least priority
(9th rank). The male respondents opted for “Autonomy and Empowerment” as the second
option where whereas the female respondents opted for the eighth option. The female
respondents prefer “Team Spirit” and “Interpersonal Relationship” (2nd and 5th rank
respectively) as contributors towards loyalty as compared to the male respondents. The males
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ranked “Team Spirit” as the ninth option and “Interpersonal Relationship” as the eighth

option. Ranking of remaining variables bears the least interest.

Table No. 9: Tabular representation of Age-wise Rank Analysis of Variables of Employee

Loyalty
Below 30 31to 40 41 to 50 Above 51
Years Years Years Years
SI.
Dri . . . .
No FIVErs Ave Ran Ave Ran Ave Ran Ave Ran
Rank Rank Rank Rank
k k k k
Score Score Score Score
1. rd rd nd 37.18 st
Work Responsibility 35.800 | 3 34265 | 3 26.286 | 2 4 1
2 24.600 | 1% | 38.618 | 4™ |36.714 | 34 39-65 6'h
Job Involvement 8
3. | Fair Compensation |y 50 | 5t | 40065 | 6" | 39.643 | 50 | 258 | 3w
and Incentive Plan 2
4. | Autonomy & 38.033 | 4% [ 33500 | 1% | 23286 | 1% | 200 | 4w
Empowerment 6
5. | Work Dedication and 34300 | 2% | 33765 | o | 42429 | g 39.93 gh
Career Development 4
6. | Training 47367 | 8% 40971 | 70 |49286| on | 1075 | om
&Development 0
7. 39.22
2 142412 th . 4th th
Health and Safety 53.267 9 8 37.857 4 >
8. | Interpersonal Relation 37.97
& Employee 42900 | 71 | 44.824 | 9% | 46.214| 8 4 2nd
Belongings
- . 41.500 | 6th |39.882 | 5™ |43.643| 7™ 3985 7th
Team Sprit 5

Diagram No. 6: Graphical representation of Age-wise Rank Analysis of Variables of
Employee Loyalty
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The above table No. 09 and diagram No. 06 show the rank-wise preference of the respondents
on Employee Loyalty considering their age as a factor. It shows that the respondents above 51
years of age group gave first preference (1strank) to “Work Responsibility” whereas the rest of
respondents in other age groups identified mostly it as the third rank. The younger generation
(less than 30 years) identified “Job Involvement” as the first rank where whereas the senior
respondents (above 51 years) prefer it as the sixth rank. All the respondents below 40 years
have ranked two to “Work Dedication and Career Development” whereas the respondents
belonging to the age group of 41 to 50 years and above 51 years have ranked it as sixth and
eighth respectively. The age group of 41 to 50 years and above 51 years have ranked “Health
and Safety” as their fourth and fifth options respectively where whereas the rest respondents of
two different age groups preferred either the eighth or ninth option. The age group of more than
51 years of respondents identified Team Sprit as the second option where whereas the other
respondents from different age groups preferred it within the fifth rank to the seventh rank. The
ranking of remaining variables bears the least interest.

Table No.10: Tabular representation of Education-wise Rank Analysis of Variables of
Employee Loyalty

Sl Graduation Post-Graduation
N(; Drivers Avg. Rank Rank Avg. Rank Rank
Score Score
1. | Work Responsibility 37.613 4t 34.739 1
2. | Job Involvement 36.903 3rd 36.554 2nd
3. IIZ?;I Compensation and Incentive 18,500 5th 40.413 7t
.| Autonomy and Empowerment 35.290 1 38.793 3rd
5. | Work Dedication and Career 36,661 ond 39.120 Ath
Development
6. | Training and Development 39.306 7th 39.935 6
7. | Health and Safety 45.323 gth 40.576 gth
8. Interper'sonal Relation and Employee 12.823 6 41.500 oth
Belongings
9. | Team Sprit 42.629 gth 39.337 5th
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Diagram No. 7 : Graphical representation of Education-wise Rank Analysis of Variables
of Employee Loyalty
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The above Table No. 10 and Diagram No. 07 show the rank-wise preference of the respondents
on Employee Loyalty considering their education as a factor. It shows that the respondents
having graduated give less importance (4th Rank) to "Work Responsibility” than the
respondents qualifying post-graduation degree(1st Rank). Further, the graduate respondents
preferred “Team Spirit” as the eighth rank whereas the respondents having post-graduate
qualifications placed in fifth rank. The ranking of remaining variables bears the least interest.
1.10 Major Findings:

The following is the conclusion of the research paper considering the review of literature,
hypothesis, objectives, and the analysis of responses collected from the respondents:

Review of Literature:

e The compensation management system includes several subsystems such as wages and
salary, bonuses, incentives & allowances, insurance, recreational & social security
system, and retirement benefits.

o The different factors that promote someone to become loyal and committed to the
organization are higher responsibility & empowerment, involvement decision-making
process, fair compensation & incentive, autonomy, career planning, training &
development, safety measures, and relationships among employees.

Socio-demographic aspects:
o In the insurance sector, more number of male employees are working as compared to

the female category.

o In the present condition, very few from the younger generation are working in the
insurance sector.

o Nowadays more and more highly qualified people are shifting to the insurance sector.

Interaction between compensation and employee loyalty:

e Many theories have developed where the linkages were tried to identify the different
factors that satisfy the individuals with the factor that motivates them. It is seen that a
well-motivated employee becomes very committed and dedicated to the organization.
In the end, such categories of employees become loyal to the organization. The
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conclusion of the analysis of the table reflects that there is no positive relationship
between the compensation system with employee loyalty. Compensation and other
financial systems only make someone satisfied in the workplace. Many other
parameters motivate the individuals these are individual identity, career planning &
growth, succession planning, autonomy, freedom for expansion, higher responsibility,
achievements, power & position, etc.

Rank-wise perception of the respondents on compensation management system regarding their

socio-demographic factors:

Most of the respondents have opted for wages and salary as the most preferred option
as compared to other variables. The male respondents and the respondents less than 30
years of age have given maximum priority to incentive plans as compared to bonus and
retirement benefits. Whereas the female respondents and the respondents having more
than 50 years of age group have preferred bonus and retirement plans more as compared
to other variables.

The younger generations are giving more importance to employee allowances as
compared to other respondents from age as an independent variable. Recreational
facilities are given the least priority as compared to the other variables.

Rank-wise perception of the respondents on employee loyalty regarding their socio-

demographic factors:

1.11

For the male respondents job involvement, autonomy, and career development are the
major factor that contributes to the loyalty of an employee. Whereas the female is
becoming loyal to the organization due to, team spirit, compensation plan, interpersonal
relationship, health, and safety.

Work dedication and career planning are the major factors to become loyal for the
respondents having the age group under 40 years. Whereas all the respondents above
40 years prefer responsibility, interpersonal relationships, health and safety measure
makes an individual more loyal.

The postgraduate respondents prefer work responsibility and job involvement which
plays a vital role in making someone, loyal to the organization. Whereas the graduate
respondents opined autonomy, empowerment, and career development are the broad
parameters by which someone becomes loyal to the organization.

Suggestion and Conclusion

The organization needs dedicated, committed, motivated employees. Nowadays it is very
difficult to get such categories of people in the organization. Retention of qualified and
competent employees is a difficult challenge. The organization takes different steps to balance
the demand and supply of manpower. The organization also needs multi-skilled employees to
face unexpected and unforeseen challenges. Based on the present research the following
suggestions and recommendations are drawn.

Incentive facilities encourage someone to perform more. Based on the research it is
suggested that a separate incentive plan should be introduced for the female employees.
Again distinguished target should be adopted for male and female groups as it is very
difficult for the female group to compete with the male group. Such practice will help
the female categories of employees to take an active interest in performing more.
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The job target for the senior-aged group of people and the younger generation should
also be distinguished. It is seen that higher-aged people are giving more preference to
retirement plans, and social security as compared to incentive facilities. But the reverse
is seen in the case of the younger generation.

Organizations should introduce a clear and fair wage structure because such variable
promotes mostly all categories of employees as compared to other variables.

Training and development are the major parameters of an HRD sub-system. In the
insurance sector, employees are more interested in career development, autonomy, job
involvement, and work responsibility. Organizations should also give more importance
to these factors.

The organization should implement a proper mechanism to enhance and develop the
careers of the employees working in the insurance sector.

It has been suggested to give importance to the employees’ ideas and also power be
given to make a decision. More and more involving the employees in the decision-
making process will create a good loyal team for the organization. Variables like fixing
the responsibility and giving autonomy for making decisions will encourage the
individuals to [perform more.

In the present scenario, it is necessary to prepare the people by adopting different mechanisms
such as training, counselling, monitoring, guiding, giving feedback, etc. Research in the present
area is of utmost required. This will help researchers, academicians, and entrepreneurs to find
out the alternative mechanisms for making an employee more committed and loyal. The present
research is conducted on the employees working in the insurance sector, such research can be
extended to other areas which can give insight knowledge on compensation management and
employees' commitment and loyalty.
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