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Аннотация. В статье рассматривается актуальный для общества вопрос 

лояльности работников. Управление лояльностью персонала – это ключевой 

процесс в формировании кадрового потенциала сотрудников за счет создания 

условий, способствующих возникновению взаимосвязи между работником и 

организацией. Данная статья раскрывает результаты проведенного авторами 

исследования уровня лояльности работников металлургического завода. 
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Abstract. The article deals with the problem of employee loyalty. Personnel 

loyalty management is a key process in the formation of the personnel potential of 

employees by creating conditions suitable for relations between the employee and the 

organization. This article reveals the results of the study conducted by the authors of 

the loyalty level of employees of the metallurgical plant. 

Keywords: loyalty, affective loyalty, continuous loyalty, normative loyalty, 

loyalty levels, staff.  

Nowadays every company is fighting not only for consumers, but also for 

qualified high-calibre peersonnel. Competition in the labour market has led employers 

to realize that the success of a company depends on the development of the employees’ 

potential. 

It can be noticed that the level of employees’ loyalty towards their employers is 

decreasing. Many employees are focused on material success and professional growth 

but not on loyalty to the organization in which they work. 

Scientists explain this term in different ways, so J. Meyer and N. Allen suggest 

that loyalty is a socio–psychological attitude expressed in an employee's emotional 

connection to the organization, his desire to work and work for the prosperity of the 

company [3]. 

In addition, the consideration of loyalty by scientists occurs at the standpoint of a 

behavioral and installation approach. 

According to the founder of the behavioral approach is G. Becker [1], the staff’s 

loyalty is formed as a result of certain activity; while doing it, the employee cannot 

change his position in the future. This approach is based on the compliance of three 

conditions between people's behavior and their activity: 

They are perceived as the result of employee’s free choice: 

• Publicity of behavior and activity; 
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• Refusal to perform it entails difficulties and losses. 

Representatives of the installation approach, L. Jewell, R. Kanter and others [4], 

suggest that loyalty is a combination of existing work experience, characteristics of a 

person's personality and how an employee perceives the company. The configuration 

of these indicators causes the employee to have positive feelings about the 

organization, which can later transform into loyalty. Thus, installation loyalty is a 

positive emotional concern of an employee to the organization.  

Employee’s loyalty to the company they work for is formed for various reasons: 

the number of years spent with the company, certain motives related to the activity, the 

working environment, relations with colleagues, moral responsibility and others. 

In scientific resources, you can find a variety of methods for researching employee 

loyalty to an organization. The most used are the works of L. Porter and his colleagues, 

J. Meyer and N. Allen, L. G. Pochebut and O. E. Koroleva [5].  

The scale of "Organizational loyalty" by J. Meyer and N. Allen [2] was developed 

according to the model introduced by the authors. The scientists believe that loyalty 

consists of three elements: affective loyalty, continuous loyalty, normative loyalty. 

Affective loyalty is an individual's emotional attachment to an organization, their 

involvement and identification with it. Affective commitment takes into account three 

aspects: 

• The development of psychological attachment to the company; 

• Communication with the organization; 

• The desire to stay a member of the company. 

Employees who develop an emotional reference to the organization tend to 

associate themselves with the company's goals and support its aspirations. If the 

employee’s values match with the values of the company, then the employee will allow 

them to assimilate the goals and values of the company. 

Continuous loyalty is an employee's awareness of the consequences that may arise 

in case he leaves the organization, both in relation to the organization and for the 

employee himself. Employees evaluate what they have contributed to the organization 

and what they will win by staying in it and what they will lose if they leave. When an 
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employee feels that he does not have enough skills and qualifications to start working 

in a new place, he develops a commitment to consistency and becomes more committed 

to the organization due to the limitations of his own capabilities and alternatives.  

Normative loyalty is a responsibility that an employee feels towards an 

organization. Normative commitment occurs when an employee feels obligated to the 

company if it has invested a lot of time and money in his training and development, so 

the employee has a moral responsibility to continue working in the company. Scientists 

believe that normative responsibility are similar to moral commitment. 

To analyze the level of loyalty, the survey of John Meyer and Natalie Allen "Scale 

of organizational commitment" was selected. The test consists of 18 statements that 

must be answered on a seven–point scale of the degree of agreement (1 - absolutely 

disagree, 7 - completely agree). This methodology reveals the degree of employee’s 

commitment to the organization in the three elements: effective, continuous and 

normative loyalty.  

The survey was used to assess the employee loyalty level in a metallurgical plant. 

The number of participants was 71 people. The main age of respondents is up to 60 

years old, working in the company for more than 3 years. 

The survey conducted shows the following results (Table 1): 57% of respondents, 

40 people, are loyal to the organization by one, two or three indicators, and 43% of 

respondents, 31 people, are not loyal to the organization by all three indicators (Figure 

1).  

 

Figure 1 – General results of the study of staff loyalty to the organization 

(compiled by the authors) 

57%

43% Loyalty

Not loyalty
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Nine employees (13% of respondents) have a pronounced continuous loyalty, 

assessing how well employees are informed about the costs that their leave from the 

organization may cause at a given time. Continuous and normative loyalty are 

combined in six people (9% of respondents). 4% of employees, three people, combine 

effective and continuous loyalty with affective and normative loyalty to the 

organization. Affective loyalty shows the degree of employee’s emotional attachment 

to the organization. Normative loyalty allows you to measure how much employees 

feel obliged to the organization. 27% of respondents (19 people) clearly expressed 

three components of loyalty, which together form the loyalty to the organization (Table 

1).  

Table 1. The results of testing the level of loyalty according to the method of John 

Meyer and Natalie Allen (compiled by the authors) 

Indicator Number of 

respondents 

Indicator Number of 

respondents 

Affective 

loyalty 

0 (0%) Af+Con 

loyalty 

3 (4%) 

Continuous 

loyalty 

9 (13%) Af+Norm  

loyalty 

3 (4%) 

Normative 

loyalty  

0 (0%) Con+ Norm 

loyalty 

6 (9%) 

Af+Con+Norm 

loyalty 

19 (27%) Not loyalty 31 (43%) 

 

The test shows that only 19 people have a net organizational loyalty, which is 

27% of all respondents surveyed. And the number of employees disloyal to the 

organization in which they work was 43%, that is, 31 people. Nine people have formed 

only one component of organizational loyalty, and twelve people have two components 

out of three, which shows the employees’ ambivalent position towards the 

organization, since this may be an indication of the process of forming entire 
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organizational loyalty among employees, as well as the process of reducing employee 

loyalty to the company. 

Thus, after conducting a study among employees, it can be concluded that the 

level of employees’ loyalty to the organization has an average value. The respondents 

have rather a low attachment to the company. It is also worth noting that a fairly large 

number of employees do not have any of the three components of organizational 

loyalty – 31 people, which is 43%, which is rather poor for the organization, since they 

will not show their motivation to achieve success for the organization. 

In conclusion, we note that loyalty is a type of relationship between employees 

and the object of loyalty, built on openness, friendliness, respect, the desire to achieve 

the goals and objectives of the company, compliance with the values and rules 

established in the organization in relation to colleagues, subordinates and the company 

as a whole. 
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