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Abstract 
 The purpose of this research is to examine factors affecting organisational loyalty, 
four variables will be analysed including the Employees’ loyalty to the organisation, the level 
of support of the managers, job satisfaction and Job Commitment. To achieve this aim, a path 
diagram is developed for examining effect between each variable. The level of support of 
managers, Job Commitment, and Job Satisfaction affect employees’ loyalty to the 
organisation. The result indicates that the total effect of the level of support of managers on 
loyalty is positive 0.6. The total effect of the Job Commitment on loyalty is positive 0.17, and 
the total effect of satisfaction on loyalty is positive 0.37. In addition, the indirect effects are 
also contribute employees loyalty to organization. 
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Introduction 
 Employee loyalty is a key to business success. In the intervening years, many 
researchers have examined the links between organisational loyalty and various elements of 
working life (Chen, Tsui & Farh, 2002; Morozova et al., 2016; Nisar et al. 2017,). Some studies 
have found strong links while others have found the connection to be weaker depending on 
the area of focus (Bell & Menguc, 2002; Eungswan & Chantuk, 2016; Teeratanachaiyakun, 2016). 
It is widely believed that organisational loyalty are influenced by many factors such as job 
satisfaction, job influence, job commitment, relationships between managers and employees, 
working arrangement, training and skills, information and consultant, employee representation 
and working hours (Judge et al., 2017; Maloni et. al., 2017; Zopiatis, Constanti & Theocharous, 
2014) 
 To examine factors affecting organisational loyalty, four variables will be analysed 
including the level of loyalty to the organisation, the level of support of the managers, job 
satisfaction and Job commitment. The reasons behind choosing these variables are that the 
level of support of the managers and job commitment in organisations are critical as it 
influences employee behaviour and the level of trust between employees and management, 
this in turn directly affects employees’ loyalty (Judge et al., 2017; Kurtessis et al., 2017;  
Mayfield & Mayfield, 2006). Furthermore, job satisfaction and Job commitment enhance critical 
psychological states that results in both personal and work outcomes and lead to increased 
organizational loyalty and productivity gains. 
 
Literature Review 
 Employees’ loyalty in organization is considered as valuable asset for the company.  
Many academic researchers found that the loyalty employee contributes to organizational 
success (Bhuvanaiah & Raya, 2014; Ibrahim & Al Falasi, 2014). It is important to note that 
employees’ loyalty are viewed as important component of organizational resources, which 
lead to companies’ sustained competitive advantage.  According to Fu & Deshpande (2014), to 
be loyal, employees have to feel like a part of the organization through a matrix of 
relationships in terms of Job commitment, Job satisfaction and relationship between manager 
and employee. Findings of an investigation by Ingersoll et al. (2002) and Maloni et al. (2017) 
suggest that the management and organizational environment in which employee performs 
their jobs directly influences their attitudes related to job satisfaction, job commitment, and 
plans for continuing their employment. Therefore, the purpose of this research is to focus on 
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the importance of these factors to provide a better understanding of their interrelatedness: 
employee loyalty, levels of job satisfaction, the level support of the manager, and job 
commitment can be linked to management practices within the organization.  
 
 

  
 
 

 
 
 
 

 
 

 
Figure 1: Path Diagram: Research Conceptual Model 
 

 To achieve this aim, a path diagram is developed for examining effect between each 
variable. The research questions are addressed as follows: 
 To what extent do the level of support of the managers and job commitment in 
organizations and job satisfaction contribute to the employees’ loyalty to the organization? 
 
Research Methodology  
 The measurements used for this study are established scales to measure the 
constructs including level of support of the managers, job commitment in organizations, job 
satisfaction and employees’ loyalty.  The Likert scales ranging from 1 (strongly disagree) to 5 
(strongly agree) were employed for each of the questions in the questionnaire. The 
questionnaire were developed from the theoretical framework, which was based on the 
previous studies of employee loyalty, the level of support of the managers, job satisfaction 
and Job commitment concepts. A review of literature related to employee loyalty was also 
undertaken to support the development of relevant questionnaire. These included the studies 
by Ingersoll et al. (2002), Judge 2017 and Maloni et al. (2017). Consequently, the questions 
were reviewed by academic experts in the survey research areas to increase the creditability of 
the current study. 

Commitment 

Satisfaction  

Loyalty  Support  
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 The survey of employees which contains questions on the level of loyalty to the 
organisation, the level of support of the managers, job satisfaction and Job Commitment was 
used to analyse in this study. An illustration of the measurements used in this research shows 
in Table 1, with acceptable Cronbach’s alpha coefficient of .70 indicating these scales are 
reliable (Gliem & Gliem, 2003). 
 
Table 1: Reliability Analysis  
Variable Cronbach’s Alpha Coefficient (α) 
Support of the Managers 0.93 
Job Commitment 0.89 
Job Satisfaction 0.83 
Employees’ Loyalty 0.85 

 
 Accordingly, Cronbach alpha coefficient for all scales exceeded .80, which indicate 
excellent reliability for all factors under study including support of the managers, Job 
commitment, Job satisfaction and Employees’ Loyalty. Thus, the results of reliability are 
reflected to be acceptable.   
 
The Scope and Coverage of the Study 
 The data was collected from managers with responsibility for employment relations 
or personnel matters; trade union or employee representatives; and employee themselves. 
The focus of the survey was the practice of employment relations at the workplace. This 
survey covers workplaces in both private and public sectors in Bangkok Thailand. A self-
administered questionnaire with the closed-end and scale type format was used to ask 
including the level of loyalty to the organisation, the level of support of the managers, job 
satisfaction and Job Commitment.  

 
Sample size 
 This survey was based on a random sample of establishments in existence in 2017. 
The survey data conducted from approximately 200 face -to-face interviews with managers, 
200 face-to-face interviews with employees via a self-completion questionnaire. 
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Research Finding 
 
Table 2: Pearson’s Correlation Coefficient   

 Support of 
the Managers 

Job 
Commitment 

Job Satisfaction Employees’ 
Loyalty 

Support of the 
Managers 

1 .589 .617 .516 

Job Commitment .589 1 .446 .615 
Job Satisfaction .617 .446 1 .539 
Employees’ 
Loyalty 

.516 .615 .539 1 

            
 As shows in Table 2, the Pearson correlation coefficient is calculated to examine for 
multicollinearity. There is no substantial correlation between any of the variables (R>.9). The 
correlation is used for choosing variables that have a strong relationship in order to develop an 
input path diagram.  
 

              Independent variables      Dependent variable 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Figure 2: A set of Diagram analysis 
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 As shows in Figure 2, an input path diagram is developed to present the causal 
connections.  
 
Path Analysis  
 To move from this input diagram to the output diagram, computing path coefficients 
is needed by setting up structural equation. 
 
Table 3: Structural Equation   
 
 
 
 
 

The beta are then taken from the output and then inserted into the output path 
diagram. Thus the complete output path diagram as follows: 

 

 
Figure 3: Path Analysis 
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0.28 
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0.37 

Loyalty = b11 support+ b12 commitments + b13 satisfaction + e1 
     Satisfaction = b21 support + b22 commitments + e2 
 Commitments = b31 support + e3 

       Find that      b11 = 0.28, b12=0.11, b13= 0.37 
       b21 = 0.48, b22= 0.17 
       b31 = 0.80  
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 The overall result may seem surprisingly intuitive:  the level of support of the 
managers was found to highly affect the employees’ commitment and in a positive direction 
(0.80).  The level of support of the managers and satisfaction were also found to be positive 
related, but more weakly (0.48). The direct effect from the level support of the managers to 
loyalty was weakly positive (0.28). 
 In addition, indirect effects of the level support of the manager on loyalty are also 
suggested: the level of support of managers affects job satisfaction which in turn affects the 
level of loyalty to the organisation. The level of support of manager also affects commitment 
which in turn affects loyalty and the level of support of managers affects commitment which 
affect job satisfaction which affects loyalty. 
 
Table 3: The indirect effects coefficients the level of support of mangers to the level of 
loyalty in organisation 

 
 Total effect of the level of support of managers on Loyalty:  The total indirect effect 
of the level of support of managers on loyalty is positive (0.32) and direct effect is also 
positive (0.28). The total effect is then 0.32 + 0.28 = 0.6 
 Total effect of the Job Commitment on Loyalty:  The total indirect effect of the 
employees commitment on loyalty is positive 0.06 (0.17 x 0.37) and direct effect is also 
positive (0.11). Therefore, the total effect is 0.06 + 0.11 = 0.17 
 Total effect of Satisfaction on Loyalty: Direct effect of satisfaction on loyalty is 
positive 0.37 and no indirect effect. Therefore, the total effect is 0.37 
 
 
 
 

Support -> Satisfaction   -> Loyalty   0.48 x 0.37 = 0.18 
Support -> Commitment -> Loyalty  0.80 x 0.11 = 0.09 
Support -> Commitment -> Satisfaction -> Loyalty  0.80 x 0.17 x 0.37 = 0.05 
Total indirect effect = 0.32 
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Conclusion and Discussion  
 The key objective of this study is to explore factors influencing organisational loyalty. 
The study is designed to test model to predict the level of loyalty to the organization. Three 
independent variables are used for testing including the level of support of managers, Job 
commitment, and Job satisfaction. The proposed framework is that these three variables affect 
the likelihood that employees will engage in the level of loyalty to organization.   
 The level of support of managers, Job commitment, and Job satisfaction affect 
employees’ loyalty to the organisation. The result indicates that the total effect of the level of 
support of managers on loyalty is positive 0.6. The total effect of the Job Commitment on 
loyalty is positive 0.17, and the total effect of satisfaction on loyalty is positive 0.37. 
 The results show that of the level of support of managers is stronger direct effect on 
the level of loyalty to organization than the Job Commitment. In addition, it should be noted 
that indirect effects are also contribute employees loyalty to organization. The findings provide 
good support for the proposed concept. Therefore, it could be claimed that the greater level 
of support of the managers, the greater the job commitment in the organisation. The higher 
the level of satisfaction, the higher the level of loyalty to the organisation. These findings 
would benefit for companies to increase the employees’ loyalty in organization.  
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