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Abstract 
Organizations today are facing difficulties with gaining committed employees. As organizational success is 
dependent on employee commitment, researchers have in recent years implied that there is a relationship between 
organizational culture and organizational commitment. Organizational culture is described as the shared values, 
norms, assumptions and beliefs of a group. Moreover, research has shown that commitment consists out of three 
components, of which continuance commitment is described as employees need rather than willingness to stay 
with its employing organization. Although there are research concerning the two concepts in a profit-driven 
organizational context, there seem to be less research concerning non-profit organizations, such as universities. 

 
The purpose of this thesis is therefore to examine if there is a relationship between organizational culture and the 
component continuance commitment in universities. This was done through a quantitative research approach, with 
a positivistic research philosophy. To collect empirical data, a self-completion questionnaire was designed and 
distributed. The choice was made to limit the empirical context to three universities within the Swedish country 
Skåne. These universities are Malmö University, Kristianstad University and Lund University. Further, the context 
was limited to employees at the faculties of business administration and economics. 

 
The results of this thesis indicate that no relationship between organizational culture and continuance commitment 
exists among employees at the faculties of business administration and economics at the three universities. 
Nevertheless, the results indicate that half of the respondents recognized a lack of organizational culture, but 
believed in need for it to create employee commitment. 
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1. Introduction 
 
 

The first chapter, introduction, begins with a short background, describing the current 

situation for organizations. The following section presents the problem statement, purpose 

and research question of the thesis. The introduction concludes by describing the 

limitations of the chosen research context and the outline of the thesis. 

 
1.1 Background 
Organizations today are facing difficulties in finding adequate staff due to increasing 

competition (Garas, Mahran, & Mohamed, 2018). To further complicate the matter, 

organizations are also struggling with problems concerning how to differentiate 

themselves, and to communicate qualities of an intangible service (Raouf, Fouad, & 

Mohamed, 2018; Mittal, 1999). The true opportunity to differentiate services and create 

value lies in the competencies of organizational employees (Andreassen & Lanseng, 

2009; Anthony Bailey, Al-Meshal, & Albassami, 2016). For universities, this entails 

creating academic value for its students with the help of university employees. Moreover, 

for universities to create value for its employees, a co-creation process between the 

university itself and its employees is required (Andreassen & Lanseng, 2009). To 

facilitate such co-creation processes, the implementation of employee training has 

become common, to increase the standard of services, that is, the education provided by 

universities. 

 
 

Although relevant training could be a success-factor, it also creates challenges for 

organizations’, who struggle to keep their highly trained employees. Sloan, Buckham and 

Lee (2017) argue that organizational commitment is an important aspect in the 

relationship building process between organizations’ and its’ employees. Morrow (2010) 

suggests recent interests in the subject is partly due to the positive effects received by a 

high level of organizational commitment, such as increase in employee retention and 

satisfaction. The concept of commitment is divided by Allen and Meyer (1996) into three 

components, being normative-, affective- and continuance commitment. Normative 

commitment refers to employees feeling of obligation to stay with its employing 

7 



Amedi & Lundkvist 

8 

 

 

 
 
 

organization, while affective commitment refers to the emotional connection employees 

has to its employing organization. Continuance commitment refers to employees need to 

stay with its employing organization, and the costs associated with a leaving its 

employing organization. More specifically continuance commitment addresses three 

elements; monetary, social and professional, all of which can help an organization to 

attract or be deprived of employees (Allen & Meyer, 1990; Becker H. S., 1960). 

 
Like with organizational commitment, the concept of organizational cultures could 

provide organizations with a number of benefits. Organizational cultures could be defined 

as the shared values, norms, assumptions and beliefs of a group (Alvehus & Jensen, 2015; 

Schein E. H., 2010; Azizollah, Abolghasem, & Amin, 2016; Schein & Scheiner, 2016). 

Azizollah, Abolghasem and Amin (2016), as well as Garas, Mahran and Mohammed 

(2018) argue that a positive relationship has been found between organizational cultures 

and organizational commitment. Further, Azizollah, Abolghasem and Amin (2016) argue 

that the implementation of strong organizational cultures increases the chances of creating 

sustainable commitment amongst employees, while Randall (1987) argue that 

continuance commitment reflects the strength of employee engagement as well as its 

identification with its employing organization. Although important in terms of employee 

retention and satisfaction, the creation of organizational commitment as well as 

organizational cultures have proven difficult for many organizations. However, both 

Luthans (2001) and Pietersen (2017) argue that due to the complexity of today’s business 

environments, it is essential for organizations to have organizational cultures to reach 

long-term success. 

 
1.2 Problem statement 
Some of the difficulties faced by organizations today regarding how to gain committed 

employees lies in the tendency of employees to “job-hop”, that is to voluntarily change 

employing organization frequently (Guerry & Steenackers, 2016). A second reason is that 

unwilling, untrained and unmotivated staff are unlikely to commit to the standards set out 

by the organization in question (Garas, Mahran, & Mohamed, 2018). Due to these 

difficulties, it is of great importance for organizations to create sustainable organizational 

cultures, to meet the needs of employees and to create strong and long-lasting 

organizational commitment (Luthans, 2001). Further, the implementation of 
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organizational cultures is also important to truly understand employees and their 

intentions, as well as to be able to influence their behavior (Pietersen, 2017; Messner W, 

2013). Organizational cultures are created through shared values, beliefs, assumptions 

and norms amongst employees (Schneider, Smith, Taylor, & Fleenor, 1998; Luthans, 

2001). Schein (2010) argue that strong organizational cultures have the potential to 

greatly affect the individual employee, as well as organizations as a whole. Further, 

benefits such as increased commitment and motivation towards organizations could be 

created through development of organizational cultures. However, it is of the essence that 

organizations develop cultures appropriate to the specific organization and its employees, 

as the success of organizational cultures are dependent on the environment in which it is 

located (Schein E. H., 2010). 

 
Despite providing organizations with several benefits, not all seem to have successfully 

implemented strong organizational cultures, as employees today are constantly looking 

for its perfect match (Guerry & Steenackers, 2016). Since employees their decision to 

stay or leave its employing organization partly upon the relationship between the 

individual and the organization, it is important for organizations to understand what 

makes the individual commit. Allen and Meyer (1990) discuss three components of 

commitment, in which the concept of continuance commitment highlights three elements. 

These elements are monetary, social and professional, all of which influence the 

employees’ willingness to stay or leave an organization. Moreover, the volatility of 

employees today has increased the need for organizations’ to strategically maximize the 

level of organizational culture, to prevent losing out on knowledgeable employees’ due to 

low levels of commitment (Martinez, Beaulieu, Gibbons, Pronovost, & Wang, 2015). As 

research has demonstrated a positive relationship between organizational culture and 

organizational commitment, one could question why not all organizations are investing 

more in creating a strong internal organization culture? Retaining skillful employees is a 

problem faced by organizations today (Lis, 2012). Although there is research suggesting a 

positive relationship between organizational culture and organizational commitment, 

there is little research examining the relationship between organizational culture and 

continuance commitment specifically (Azizollah, Abolghasem, & Mohammad Amin, 

2016). 
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Our bachelor thesis aims to examine the relationship between organizational culture and 

continuance commitment within the context of universities in Skåne. To the best of our 

knowledge, previous research concerning the relationship mentioned above is very 

limited, regarding both the number of studies as well as their coverage. Further, there is 

no specific model solely describing the relationship between organizational culture and 

continuance commitment. Due to the scarce amount of research within the area, several 

reasons have been identified as to why it is important to further investigate the 

relationship of continuance commitment and organizational culture. Firstly, although 

some research has been performed on the subject of organizational culture and 

organizational commitment within the context of universities, these studies have not 

focused solely on the component of continuance commitment. To the best of our 

knowledge, continuance commitment seems to be less researched than the components of 

affective- and normative commitment. Moreover, previous research has shown to rather 

merge the three components of commitment together, rather than distinguishing them 

from each other. The effects of continuance commitment only could therefore be regarded 

as difficult to differentiate from those of affective- and normative commitment. These 

conclusions imply that continuance commitment could be researched further and is a 

contributing factor as to why the choice was made to focus on continuance commitment 

alone. Moreover, to our best knowledge, previous research has not studied the three 

elements of continuance commitment created by Allen and Meyer (1996). Previous 

research therefore only addresses continuance commitment as a concept, not its three 

elements. The elements created by Allen and Meyer (1996) are monetary-, social- and 

professional elements. Due to a perceived lack of focus on these three elements in 

previous research concerning commitment, it was found interesting to conduct a research 

dividing continuance commitment into these three elements. Our thesis will therefore 

provide a unique angle to the discussion of the relationship between organizational 

commitment and organizational culture, as the single component of continuance 

commitment will be studied, excluding other forms of commitment. 

 
Secondly, previous research found have been conducted in distant parts of the world. The 

results of these studies are based upon specific cases and cultures that highly differs from 

the cultures of the Western world. This makes results hard to generalize to all countries. 

This conclusion, in combination with the perceived lack of research focusing solely on 
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continuance commitment, implies that continuance commitment could be researched 

further in different contexts, to discover possible differences, concerning culture and 

organizational form, that is, profit- or non-profit driven organizations. 

 
1.3 Purpose 
The purpose of the thesis is to examine if there is a relationship between organizational 

culture and the continuance commitment of university employees at business 

administration and economic faculties. 

 
1.4 Research questions 
The main research question is “Does organizational culture affect the continuance 

commitment of employees within the faculties of business administration and economics 

at universities in Skåne?”. A sub-research question was chosen, being “Is there a 

dominant element of continuance commitment amongst employees within the faculties of 

business administration and economics at universities in Skåne?”. The sub-question was 

chosen as it was believed to contribute with empirical data that would strengthen the 

results of the main research question, by presenting results that would suggest which 

element of continuance commitment that was most affected by organizational culture. 

 
1.5 Limitations 
Due to limitations in time and resources, the decision has been made to limit our research 

in different ways. The first limitation of this thesis is that only the faculties of business 

administration and economics were studied. The results of the thesis are therefore most 

likely not applicable to employees of other faculties, or of profit-driven organizations. 

Another limitation of this thesis is that the concept of organizational culture was limited 

to four characteristics. Although these four characteristics highly important in describing 

organizational culture, researchers have yet not formed a common definition of the 

concept. The choice to focus on the four characteristics of norms, values, assumptions and 

beliefs could therefore have excluded other aspects of organizational culture. 

 
1.6 Outline 
The thesis exists of six sections. The first section consists of an introduction, which 

presents the background, problem statement, research question and the purpose of the 
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thesis. The second section presents the theoretical method, the choice of methodology, the 

research philosophy, research approach, the choices of theories and the choice of context. 

The third section presents the literature review, discussing the concepts of organizational 

culture, continuance commitment and job satisfaction. The third section is concluded by 

presenting the twelve hypotheses of the theses. The fourth section presents the empirical 

method, which describes the research strategy, data collection method, population and 

sample selection, data analysis and analytical tools, reliability and validity, 

generalizability and lastly, the ethical considerations. The fifth section provides an 

analysis of the empirical data, where the results of the descriptive statistics, Spearman´s 

correlation test, Cronbach´s Alpha test, the Kolmogorov-Smirnov test, the Kruskal-Wallis 

test and the linear multiple regression is discussed. Lastly, the sixth section consists of the 

discussion. In this final section the findings, reflections and conclusions of the results are 

discussed. 
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2. Theoretical method 
 
 

The second chapter concerns the theoretical method. The choice of methodology will be 

discussed, followed by the research approach and lastly, the choice of theory. 

 
2.1 Choice of methodology 
Denscombe (2016) argue that there are many ways to describe, explain and interpret 

empirical data. The commonly used methods are qualitative and quantitative. A 

qualitative method aims to make use words and/or pictures for analysis. Contrary, a 

quantitative method uses numbers for analysis. When collecting data, there are several 

instruments one could use, all of which are used to clarify the object of study and help 

measure it (Denscombe, 2016). The choice of method is therefore highly dependent on 

the choice of qualitative or quantitative method. In this thesis a quantitative method will 

be used, as we aim to study a relationship rather than to explain it. The empirical data will 

be collected through a self-completion questionnaire, in which most of the questions are 

closed questions, to assure a quantitative result. However, a few open questions were also 

included. 

 
2.2 Research philosophy 
Bryman and Bell (2011) discussed the subject of epistemology and argue whether it is 

suitable for all sciences to be studied in the same way, or if studies of the social world 

require a unique approach. Following this discussion, Bryman and Bell (2011) introduce 

three research philosophies. The first philosophy is positivism. According to positivism, 

social sciences should be studied with methods comparable to those used within natural 

sciences, suggesting that knowledge must stem from observations confirmed by the 

senses. Further, the authors suggest that one essential idea of positivism is that the reality 

is objective and undependable of the human perception of reality (Bryman & Bell, 2011). 

The second philosophy presented is realism. Realism is tightly connected to the concept 

of positivism, sharing the idea that the approach towards social studies could be 

performed similarly to those of a natural sciences nature. However, Bryman and Bell 

(2011) propose that realism in some respects also differ from the positivistic positioning. 

To begin with, realism is divided into two forms. Empirical realism states that by 

implementing the appropriate methods to a study, reality can be understood correctly 
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(Bryman & Bell, 2011). Critical realism however, argues that to truly understand the 

social world, one must understand the underlying structures that lead certain events, 

which only can be found by performing theoretical and practical work of social sciences 

(Bryman & Bell, 2011). 

 
The last philosophy presented is interpretivism. Interpretivism largely differ from the two 

previous philosophies as it condemns the application of natural sciences approaches to 

social scientific studies (Bryman & Bell, 2011). Bryman and Bell (2011) argue that 

studies concerning the social world must be approached with a different logic than studies 

of other types, as people and objects cannot be studied in the same way. Similarly, 

Denscombe (2016) argue that it is important to take the context and circumstances 

surrounding a certain study into consideration when choosing research strategies and 

methods. 

 
The aim of this thesis is to examine the social reality of employees at business 

administration and economic faculties, in relation to a possible relationship between 

organizational culture and continuance commitment. This possible relationship was 

examined through the use of a quantitative research approach, in which the aim was to 

find a relationship rather than to explain it. Further, through the use of an internet based 

self-completion questionnaire, empirical data concerning employees’ perception of their 

social reality could be collected and interpreted though the senses of the authors of this 

thesis. Based on these factors, a positivistic research philosophy seemed most suitable 

(Denscombe, 2016). The positivistic philosophy enabled the formulation of hypotheses 

based on relevant previous research, which in our case was the research of Allen and 

Meyer (1996), Becker (1960), Alvehus and Jensen (2015) and Schein (1990) to name a 

few. Furthermore, the collection of empirical data through a quantitative approach made it 

possible to test the relationships of the hypotheses to find possible significant 

relationships between the elements of continuance commitment and the characteristics of 

organizational culture. 

 
2.3 Research approach 
Bryman and Bell (2011) argue that there are three ways to approach research. These 

approaches are deductive, inductive and abductive. The deductive approach is used when 
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researchers want to formulate one or several hypotheses, based upon knowledge gained 

from results of previous research. The aim is then to scrutinize the hypotheses with the 

help of collected empirical data. Traditionally, a deductive approach contains of six steps, 

which most often follow a linear course of action. The first step is to find relevant theory, 

followed by a step where hypotheses are formulated. The third step entails collecting 

empirical data is through by the chosen method, followed by a step where the findings of 

the research are concluded. In the fifth step, the hypotheses are discussed, with the 

authors either confirming or denying its relevance and credibility. Lastly, the theory 

regarding the chosen subject are revised to reflect the results of current research. Most 

commonly, the deductive approach is used in quantitative studies (Bryman & Bell, 

Business Research Methods 3, 2011). 

 
 

Contrary to the deductive approach, the inductive approach derives new theory from the 

research conducted by researchers (Bryman & Bell, Business Research Methods 3, 2011). 

The main goal within this approach is to be able to draw generalizable conclusions from 

the observations made throughout the course of the study. This approach is applied to 

studies where researchers want to examine an already known phenomena, or try to 

discover a new one, from a perspective which will differ from those previously used. 

Traditionally, the inductive approach is used less often than the deductive approach in 

studies where a qualitative method has been implemented (Bryman & Bell, Business 

Research Methods 3, 2011). Lastly, the abductive approach acts as a combination 

between the deductive and inductive approaches. The abductive approach has a clear 

connection to theory, although not through the formulation of hypotheses grounded in 

theory nor through the collection of empirical data, but through the integration of theory 

into the process of collecting empirical data. The aim of the abductive approach is to 

identify and develop theoretical concepts that influence the characteristics of the 

researched phenomena (Lind, 2015). The aim of this thesis is to examine if there is a 

relationship between organizational culture and continuance commitment. As this is 

done through the formulation of hypotheses based on previous literature, the deductive 

approach is appropriate to use. 
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2.4 Choice of theory 
The purpose of this thesis is to examine the relationship between organizational culture 

and continuance commitment within the faculties of business administration and 

economics at three universities in Skåne. The choices of theories are based upon 

understanding the concept of organizational culture, four characteristics that describe 

organizational culture and the concept of continuance commitment and its three elements. 

Although only the continuance commitment component is used in the thesis, the concept 

of organizational commitment was brought up to create broader understanding of the 

concept of commitment. The thesis moreover also includes a section describing 

continuance commitment and its three elements in detail. Later, a short section follows in 

which each of the three elements are discussed thoroughly, together with the side-bet 

theory. Lastly, a discussion of Allen and Meyers (1990) original scale for measuring 

organizational commitment and its reliability is presented. 
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3. Literature Review 
 
 

In the third chapter, literature review, the theories used in the thesis will be presented. 

Initially, the concept of organizational culture will be discussed, together with four 

characteristics describing organizational culture. Following, some criticism concerning 

implementation of too strong organizational cultures will be brought up. Secondly, the 

concept of organizational commitment will be discussed, with a focus on the component of 

continuance commitment, it´s three elements and the side-bet theory. The literature 

concludes with a presentation of the 12 hypotheses of this thesis, and a conceptual model. 

 
3.1 Organizational Culture 
Schein (2010) argue that the powers created within social- and organizational situations, 

such as organizational cultures, have the potential to be great, if understood correctly. 

When not understood, the powers created could be devastating to organizations, making 

organizations victims of its own constructs. However, organizational cultures are not 

always controllable. Schein (2010) suggest that cultural powers are created and happen 

outside of our awareness. Consequently, all members of an organization are ought to be 

affected by external factors outside of the organization, such as experiences from 

previous employments, family relations, previous encounters etcetera (Schein E. H., 

2010). Due to the complexity and abstractness of organizational culture, a common 

definition is yet to be formed. However, Messner (2013) as well as Alvehus and Jensen 

(2015) describes organizational culture as the shared values, assumptions, beliefs and 

norms created by a specific group. Pietersen (2017) recognizes organizational culture as 

an essential dimension within organizations, and that organizational cultures will either 

act as an asset or hindrance in the search for long term success. Similarly, many authors 

argue that organizational cultures act as the ‘glue’ that holds organizations together 

(Dwivedi, Kaushik, & Luxmi, 2014; Messner, 2013; Luthans, 2001). 

 
Schein (2010) identifies that the efficiency and success of organizational cultures are 

highly dependent on the environment in which it exists. Further, Marshak (2006) argue 

that organizational cultures create specific mindsets, which guide and restrain the way 

members of a group think and act. Similarly, Messner (2013) argue that organizational 
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culture works as a guideline for members of a group, telling them how “we do things 

around here”, as well as what behavior is accepted and not. 

 
Moreover, there are many benefits of having a strong organizational culture. Firstly, 

Wilkins (1978) argue that strong organizational cultures are closely related to the level of 

loyalty and engagement towards an organization. Secondly, Bang (1999) cite Schein 

(1990) by arguing that development of patterns of basic assumptions within given groups 

will teach its members the ability of handling internal as well as external problems. 

Examples of such problems is how members should relate to each other and how world 

related tasks should be performed and evaluated. Thirdly, Bang (1999) also suggest that 

strong organizational cultures help organizations to develop and provides motivational 

factors for its members. Lastly, Bang (1999) states that if organizational members share 

the values, preferences and so on of its employing organization, they will act according to 

organizational standards, parading a unified front. 

 
3.1.1 Four characteristics of organizational culture 
Alvehus and Jensen (2015) and Messner (2013) argue that there are four characteristics 

that describe organizational culture. These characteristics are values, norms, assumptions 

and beliefs. The first characteristic, values, is described as consisting of principles, which 

are shared amongst members of group. Schein (2010) state that values often are a subject 

of discussion amongst individuals, such as organizational members, and that it is not 

unusual for members to differ in their opinion regarding organizational values. Moreover, 

Alvehus and Jensen (2015) argue that although each member´s individual values are 

present within organizations, it is the shared values of a group that act as useful guidelines 

regarding how to express what an employing organization stand for, to their own 

members as well as to external parties. However, Schwartz, Owens, Harris, Burgess, 

Melech and Lehmann (2001) argue that what is valued may also differ between 

organizational members. While the social side of life is argued to be highly valued by 

individuals, work related aspects such as personal success and status are also commonly 

valued factors (Schwartz, et al., 2001). Further, Akhtar, Aziz, Ali, Salman (2014) and 

Schuck and Rabe-Hemp (2018) argue that monetary rewards are highly valued by 

employees. Moreover, Inabinett and Ballaro (2014) have identified a positive relationship 

between the alignment of individual values and organizational culture. 
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The second characteristic, social norms are specific, unwritten and unconsciously 

understood rules shared by a group (Schein E. H., 2010; Alvehus & Jensen, 2015). 

Luthans (2001) as well as Alvehus and Jensen (2015) state that social norms, much like 

values, guide organizational members in their actions regarding what is right and wrong, 

and accepted or not. Similarly, Burchell, Rettie and Patel (2013) state that social 

behaviors are constricted to follow the social norms prevailing in a certain group. When 

understood as desired, social norms will create common understandings within groups, 

and therethrough lead to the development of cohesiveness amongst employees (Schein E. 

H., Organizational culture and leadership, 2010). However, what derives the creation of 

social norms is still rather unexplored (Lapinski, Kerr, Zhao, & Schupp, 2017). 

 
 

The third characteristic, assumptions, is described by Alvehus and Jensen (2015) as 

“[...]underlying pre-conscious that is deeply embedded in our perception of the world, we 

unconsciously think about them [...]”. Similarly, Schein (2010) and Schein and Scheiner 

(2016) describe assumptions as an unconscious, underlying premise and “taken for 

granted” belief, that determines the perceptions, behaviors, feelings and thoughts of 

organizational members. Schein and Scheiner (2010) also argue that organizational 

cultures are created through assumptions, and that assumptions act as a foundation to how 

work-related tasks should be performed within organizations. If and when, organizational 

assumptions create consensus amongst its members, the assumptions will in time become 

values and beliefs (King, 2007; Schein & Scheiner, 2016) However, assumptions could 

also create difficulties for organizations. When repeatedly enforced within organizations, 

assumptions could reach a point in which it becomes stable, and therefore very hard to 

change. When this point is reached, the only way to create new assumptions is to change 

a certain organizational group completely (Schein & Scheiner, 2016). Assumptions can 

therefore be regarded as a having the largest impact on organizational members. 

However, King (2007) argue that the need for organizational assumptions is of great 

importance when establishing sufficient organizational cultures, as it aims to create 

consensus amongst organizational members (King, 2007) 

 
Schein (2010) describes that the last characteristic of organizational culture, beliefs, 

concerns imbedded perceptions, as well as ideals, goals and aspirations held by an 

individual or a group. Similar to the characteristics described above, the beliefs of an 
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individual or group is highly influenced by the norms and values held by its employing 

organization (Schein E. H., 2010). The beliefs however are dependent on social 

interaction to develop or change (Ellinas, Allan, & Johansson, 2017). Contrary to the 

social norms, what derives the creation of beliefs have therefore received more attention 

from researchers. Aside from the social aspect of beliefs, Furnham (1996) argue that 

monetary incentives have a big impact on the beliefs of individuals or groups. 

Additionally, Ali and Ahmed (2017) and Nouri and Parker (2013) argue that professional 

aspects, such as the ability to excel within ones employing organization, and the 

possibility to receive benefits, are highly dependent on the employees’ beliefs regarding 

its employing organizations prestige. 

 
3.1.2 Critique towards strong organizational cultures 
Although there are much research pointing towards the positive aspects of strong 

organizational cultures, there is also research suggesting the opposite. The concept of 

“group thinking” was introduced by Janis in 1979, posing as a consequence of having too 

strong organizational cultures. Janis (1979) describes group thinking as a mindset that 

emerge in groups where the need for unity is so strong that realistic options to alternative 

courses of actions are ignored. Janis (1979) therethrough suggest that too strong 

organizational cultures could lead to members disregarding the organizations wellbeing in 

favor of preserving and developing the sense of togetherness. 

 
3.2 Organizational commitment 
Recent research has proved a positive relationship between organizational cultures and 

organizational commitment. Meyer, Schutz and Martin (2017) as well as Klein, Meyer 

and Becker (2009) define organizational commitment as being a social construct, which 

concerns the employee involvement in its employing organization. In addition, Klein, 

Meyer and Becker (2009) state that organization commitment also concerns employees 

desire to stay with its employing organization. According to Allen and Meyer (1996), 

employees desire to remain with its employing organization is based upon the existence 

of a psychological link between employees and their organizations. Such links are 

believed to decrease the likelihood of employees voluntarily departing from an 

organization (Allen & Meyer, 1996) 
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Furthermore, Allen and Meyer (1990) also argue that the previously mentioned 

psychological link, which represents the commitment of employees, could be divided into 

three components of organizational commitment. The affective component refers to 

employees’ emotional connection to an organization, as well as their identification with 

the organization. It stems from positive work experiences, like high levels of work-related 

satisfaction, desirable outcomes of the work performed and low levels of absence and 

holdbacks (Wasti, 2002). Due to its affective nature, employees with strong affective 

commitment are known to stay with an organization due to its will to do so (Wasti, 2002). 

The normative component refers to when employees feel obligated to remain with an 

organization, because of their belief that it is the right thing to do, despite feeling 

unsatisfied with the organization (Wasti, 2002). The existence of normative commitment 

is argued by Wasti (2002) to develop from internal and specific organizational 

commitment norms. These norms are said to be predictors of positive outcomes, such as 

increased turnovers, and are to be developed either before or after an individual become a 

member of an organization (Wasti, 2002). 

 
 

Lastly, the continuance component refers to employee commitment based upon the notion 

that the costs the costs associated with a departing of an organization outweigh those 

costs of staying with the organization (Allen & Meyer, 1996). This suggests that 

employees who have high levels of continuance commitment remain with its employing 

organization because they must, and not necessarily because they want to. The concept of 

continuance commitment will be discussed further in chapter 3.3. 

 
Allen and Meyer (1996) argue that three components of commitment have two major 

aspects in common. Firstly, all three components of commitment characterize the 

relationship between employee and the organization. Secondly, all three components of 

commitment have implications for how members of organizations view and decide upon 

their membership within an organization. However, the authors also argue that there are 

differences between the three components. For example, the three components are results 

of different antecedents, and all three components entail different implications for 

organizations (Wasti, 2002).
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3.3 Continuance commitment 
The concept of continuance commitment concerns, as previously mentioned, the 

commitment employees show its employing organization. The concept aims to examine 

the nature of employees´ commitment, that is, to see if employees’ commitment is based 

upon a need to stay with its employing organization (Allen & Meyer, 1990). While 

researchers have agreed on the definition of continuance commitment, the opinions 

regarding its structure is divided (Meyer, Stanley, Herscovitch, & Topolnytsky, 2002). 

The continuance commitment was in initially structured as a unidimensional concept 

(Shore & Tetrick, 1991; Ko, Price, & Mueller, 1997; Dunham, Grube, & Castaneda, 

1994). However, recent research has found the concept to be two dimensional (Hackett, 

Bycio, & Hausdorf, 1994; Meyer, Allen, & Gellatly, 1990; Somers, 1993). The first 

dimension concerns the low number of employment alternatives for individuals, and the 

second dimension the high amount of sacrifices, that is side-bets, recognized by the 

individual if leaving its employing organization (Jaros & Culpepper, 2014; McGee & 

Ford, 1987; Taing, Granger, Groff, & Johnson, 2010). In this thesis, the choice was made 

to base the concept of continaunce commitment on its three elements, being the 

monetary-, social and professional element. In order to do so, it came naturally to make 

use of Becker´s (1960) side-bet thory, from which these three elements stem. Moreover, 

as the second research question aim to discover a possible dominant element of 

continuance commitment, the need to use the three side bets invented by Becker (1960) 

was found. The side-bet theory is discussed in detail in chapter 3.3.4. 

 
As mentioned, the side-bets of continuance commitment could be divided into three 

elements. These elements are monetary, social and professional, all of which have proven 

to have effects on the willingness of employees to commit to its employing organization 

(Garas, Mahran, & Mohamed, 2018). To measure the three elements, Allen and Meyer 

(1990) have conducted an Organizational Commitment Scale. To more specifically assess 

continuance commitment, the authors developed scales for each component. In this thesis, 

the focus will be on the Continuance Commitment Scale (See Appendix 1). The scale 

aims to explain employees’ performance, behavior and career opportunities (Jaros & 

Culpepper, 2014). The Continuance Commitment Scale, as well as its validity, will be 

discussed in detail in chapter 3.4. Moreover, the three side-bets of continuance 

commitment will be presented below. 
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3.3.1 The monetary element 
The first element of continuance commitment are the monetary side-bets. These side-bets 

refer to salaries, bonuses, pensions and other monetary benefits (Ali & Ahmed, 2017). 

Powell and Meyer (2004) emphasize that the monetary side-bets are often regarded as the 

most important by employees, due to that monetary means heavily affect possible 

economic investment made by employees. The monetary side-bets are therefore said to 

have a great impact on organizational members continuance commitment (Taing, 

Granger, Groff, & Johnson, 2010). Further, Ritzer and Trice (1969), as well as Cohen and 

Gattiker (1992) argue that employees with higher earnings associate leaving its 

employing organization as a big loss, and therefore often chose to remain with its 

employing organization (Ritzer & Trice, 1969; Cohen & Gattiker, 1992). 

 
3.3.2 The social element 
The second element of continuance commitment, the social side-bets, includes marital 

status as well as social network and relationships with colleagues in organizations 

(Becker H. S., 1960). Research has shown that social side-bets are often prominent in the 

decision-making processes of organizational employees, suggesting that if a person is 

married or has children, the commitment towards the employing organization will 

increase, as one must consider the consequences of the decision for both itself and its 

family (Wallace, 1997; Ritzer & Trice, 1969; Cohen & Gattiker, 1992). Contrary, 

individuals who are not involved in committed relationships, nor have any responsibilities 

towards its family, are more likely to leave an organization. 

 
However, marital status and family is not the only social side-bet that has the capability to 

influence employee’s continuance commitment. The social-networks of organizations or 

communities, as well as one’s relationship with members of its employing organization, 

are just as important (Powell & Meyer, 2004). Moreover, Powell and Meyer (2004) argue 

that some might face difficulties when leaving its employing organization, due to the 

social contacts and relationships created. The decision to stay put rather than to leave is 

therefore common in organizations where the social side-bets are prominent. 
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3.3.3 The professional element 
The third side-bet of continuance commitment is professionalism. Professionalism 

concerns promotions, rewards, benefits and different types of recognition (Ali & Ahmed, 

2017). Although being recognized as very important for most, Ali and Ahmed (2017) 

argue that employees’ value non-monetary rewards as important as monetary rewards. 

One such reward is promotions, which according to Valaei and Rezaei (2016) correlate 

positively with all types of commitment, including continuance commitment. Promotions 

are described by Ali and Ahmed (2017) as the process of climbing the corporate ladder, 

that is, to move from one position to another. Becker (1960) argue that for many, being 

presented in a positive light is very important, and that having a higher position in itself 

could act as a reward from the employing organization. For some, promotions are even 

the most important factor in reaching job related satisfaction (Ali & Ahmed, 2017). 

Moreover, employees who gain status and seniority within its employing organization are 

more likely to stay with that specific organization (Becker H. S., 1960). Wallace (1997) 

discusses promotions in the following way: 

 
 

Promotion from associate to partner reflects not only a meaningful advancement, which 

should therefore not only contribute to increased organizational commitment, but also 

increased occupational commitment as well (Wallace, 1997). 

 
However, rewards provided in the form of recognition could also work efficiently in 

increasing job-related commitment. Ali and Ahmed (2017) describe recognition as a 

verbal form of appreciation, which acknowledges good work done by employees. This 

type of reward often increases the enthusiasm, satisfaction and productivity of employees, 

making them feel valued and needed within the employing organization (Ali & Ahmed, 

2017). 

 
3.3.4 The side-bet theory 
The theory of commitment, or ‘side bet theory’ was developed by Becker (1960). This 

theory aims to show employees’ commitment and what ties an employee to an 

organization is the result of the recognized side-bets. Becker (1960) argue that ‘side-bets’ 

occur when individuals chose the greatest cost related to a specific action (Allen & 

Meyer, 1990). To specify it more; 
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[...] side-bets refers to anything of importance that an employee has invested, such as time, 

effort or money, that would be lost or devalued at some cost to the employee, if he or she left 

the organization (Wallace, 1997). 

 
 

The likelihood of employees to stay with its employing organization will show a positive 

relation to the numbers of side-bets recognized. On the contrary, if employment show a 

lack of investment into the organization, the costs associated to leaving the organization 

will increase amongst employees’ (Becker H. S., 1960). With the help of the side-bet 

theory, Allen and Meyer (1990) have succeeded in combining the organizational 

commitment theory with the side-bet theory. Even though the side-bet theory has been 

used for research purposes by many, the theory has received a lot of criticism (Jaros & 

Culpepper, 2014). Cohen and Lowerberg (1990), as well as Allen and Meyer (1990), 

argue that previous research of the theory has many limitations and too little empirical 

support, which additionally could make one question the credibility of past studies. 

However, Allen and Meyer (1990) explain that Becker’s (1960) side-bet theory is more 

reliable when used to measure continuance commitment (Wallace, 1997). The following 

is argued regarding the subject; 

 
 

Continuance commitment is an affectively neutral response that is largely influenced by the 

presence or imminence of penalties associated with the intention or decision to discontinue 

membership with the organization or occupation, related to leaving (Wallace, 1997; Stebbins, 

1970) 

 

Although the concept of continuance commitment has been defined as an employees need 

to stay with its employing organization, researchers are yet to discover the main 

intentions of employees to stay with its current employer. Further, Wallace (1997) states 

it is necessary to combine the side-bet theory with the theory of continuance commitment 

in order to identify different side-bets as well as to understand employees’ intention of 

remaining with an organization. 

 
3.4 Allen and Meyer´s Continuance Commitment Scale 
In 1990, Allen and Meyer created their Organizational Commitment Scale, measuring the 

commitment of employees. The scale consisted of 24 items, which represented the three 

components of commitment, being affective, normative and continuance commitment. 



Amedi & Lundkvist 

26 

 

 

 
 
 

Each component is represented by 8 items in the scale. At this moment, being almost 30 

years old, Allen and Meyers (1990) commitment scale has, and still does, receive a lot of 

attention from fellow researchers (Garas, Mahran, & Mohamed, 2018; Jaros & 

Culpepper, 2014; Meyer, Stanley, Herscovitch, & Topolnytsky, 2002; Taing, Granger, 

Groff, & Johnson, 2010; Khalili, 2014; Messner & Schäfer, 2012). Due to the quantity of 

researchers that have used and further developed Allen and Meyers (1990) scale and 

items, it can be regarded as valid. Moreover, there are researchers that have tested Allen 

and Meyers (1990) commitment scale to see if the scale truly is rightful. Examples of 

such studies are The Two-Factor Solution to Allen and Meyer’s (1990) Affective 

Commitment Scale: Effects of Negatively Worded Items by Merritt (2012) and The 

Multidimensional Nature of Continuance Commitment: Commitment Owing to Economic 

Exchanges Versus Lack of Employment Alternatives by Taing, Granger, Groff, Jackson 

and Johnson (2010). Both studies have confirmed the validity of the scale. Moreover, the 

creators of the original scale, Allen and Meyer (1990) have tested their own scale in the 

article Affective, Continuance, and Normative Commitment to the Organization: An 

Examination of Construct Validity by reviewing research which has applicated their scale 

(Allen and Meyer, 1996). The results of the study show that the continued 

implementation of Allen and Meyers (1990) Organizational Commitment Scales are 

legitimate (Allen and Meyer, 1996). 

 
3.5 Criticism towards organizational commitment 
The increasing attention payed to the theory of organizational commitment have given rise 

to several advantages and disadvantages. It is therefore considered important to understand 

the shortcomings as well as the sufficiency of the theory of organizational commitment. 

Solinger, von Olffen and Roe (2008) criticize the theory by arguing that affective, 

normative-, and continuance commitment cannot be considered as separate elements, since 

the three are similar to each other. Swailes (2002) agree that there are weaknesses of the 

organizational commitment theory. More specifically, the author argues that Allen and 

Meyers (1990) frequently used Continuance Commitment Scale does not say anything of 

employees’ commitment for its’ employing organization (Swailes, 2002). While the 

continuance commitment scale has proven to help measure the barriers for leaving an 

organization, it does not say if the employee wants to stay or feels obligated to do so. 

Moreover, Swailes (2002) mean that although employees could receive a significant value 
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on the Continuance Commitment Scale, it does not necessarily suggest that employees are 

truthfully committed to its employing organization. Moreover, it has been acknowledged 

by Becker (1960), that employees that find it difficult to separate from its employing 

organization might intentionally align their values, norms, beliefs and assumptions to fit 

with those necessary for the employee´s position. However, Swailes (2002) opposes the 

philosophy of Becker (1960), suggesting that the measurements of the Organizational 

Commitment Scale rather measure the perceived exit barriers of organizational employees 

than the actual commitment. 

 
3.6 Hypotheses 
The aim of this thesis is to examine if there is a relationship between organizational 

culture and continuance commitment amongst employees at universities in Skåne. 

Although some research suggests that there is a relationship between the two concepts, no 

research has, to our best knowledge, focused solely on continuance commitment and 

organizational culture. In order to examine if there is a relationship between the two 

concepts, twelve hypotheses were formulated and presented below. Note that in the 

hypotheses the expression ‘organizational cultures’ is used when referring to the 

organizational cultures of universities. Also note that the word “strong” is used in the 

hypotheses when referring to organizations in which the values, norms, assumptions and 

beliefs of the organization are clearly defined and understood by organizational members. 

 
 

Van Hoorn (2017) describe the existence of organizational cultures as an essential part of 

the organizational environment, having highly noticeable effects on organizational 

members, their commitment, behaviors and actions. The values of individuals influence 

all decisions taken by him or her (Schein E. H., 2010). Schwartz et al. (2001) argue that 

each individual has its own set of values, in which the importance of each value differs 

hugely. Further, Schwartz et al. (2001) argue that there are different types of values. 

However, most values are concerned with the social aspect of life, with Schwartz et al. 

(2001) and Von Hoorn (2017) bringing up aspects such as security of relationships, social 

status and personal success according to social standards. In addition, Inabinett and 

Ballaro (2014) argue that organizations’ which align the values of their members with the 

organizational culture, most likely will increase job satisfaction and employee retention 

rates. Thus, our first hypothesis is: 
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H1: Organizational cultures with strong values are positively related to the social 

element of continuance commitment. 

 
 

The values of organizational members also focus on the monetary aspect. Schuck and 

Rabe-Hemp (2018) argue that salary works as an important incentive to motivate 

employees to follow rules and regulations set out by an organization. Further, the authors 

also argue that salary highly correlates with job performance-, satisfaction- and effort 

(Schnuck & Rabe-Hemp, 2018). However, Vales (2014) state that the kinds of benefits 

distributed by an organization to its members play a big role in the creation of 

organizational commitment. Example of benefits given are vacation days or treatment of 

employees by the management. Further, Vales (2014) argue that higher salaries have 

shown to decrease voluntary turnover rates, suggesting high levels of commitment. The 

second hypothesis presented is therefore: 

 
 

H2: Organizational cultures with strong values are positively related to the monetary 

element of continuance commitment. 

 
Lemons and Jones (2001) suggest that organizational members also value the professional 

aspects of work. Becker (1960) argue that being presented in a positive light is of great 

importance for many, while Ali and Ahmed (2017) goes as far as stating that professional 

aspects are the most important in reaching job related satisfaction. However, 

organizations today are having problems with employees who think that promotions are 

unfairly distributed amongst organizational members, indicating that gaining promotions 

is of value to employees. Moreover, Luthans (2001) state that the distribution of 

promotions and recognition must be perceived as valid in order to create satisfaction and 

therethrough commitment. In addition, Tzafrir and Hareli (2009) argue that the promotion 

of an employee is bound to create an emotional reaction for the employee. Whereas, Bang 

(1999) suggest that expressed emotional reactions correlate with how strongly an 

individual feel bound to certain values. Based on this knowledge, our third hypothesis is: 

 
 

H3: Organizational cultures with strong values are positively related to the professional 

element of continuance commitment. 
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Burchell, Rettie and Patel (2013) argue that norms are rules that guide and regulate the 

social behavior of members of a group. Norms could be either implicit or explicit, making 

them hard to identify in some cases. Consequently, social norms concern patterns of 

behavior for different groups (Patel, Rettie, & Burchell, 2013). The existence of 

organizational cultures is highly dependent on social norms to create a consensus 

regarding employees’ actions and behaviors (Patel, Rettie, & Burchell, 2013; Schein, 

2010). When a group has established its social norms, a common language will develop, 

shared learning experiences will arise and a sense of togetherness within the group will 

emerge (Schein E. H., 2010). Social norms are therefore tightly connected to the social 

relationships within organizational groups. Our fourth hypothesis is therefore: 

 
H4: Organizational cultures with strong norms are positively related to the social element 

of continuance commitment. 

 
Rinne, Steel and Fairweather (2012) conclude that scholars are certain that culture affect 

the economic behavior of employees. However, Lapinski, Kerr, Zhao and Schupp (2017) 

argue that little research has focused on how financial incentives affects the social norms 

of groups, although financial incentives are important in promoting desirable behaviors 

and collective good. Moreover, the authors argue that for norms to be affected by 

monetary rewards, these must be provided continuously to keep affecting social norms. 

Araujo (2004) argue that that social norms could work as a substitute for money in certain 

situations. Our fifth hypothesis is therefore: 

 
 

H5: Organizational cultures with strong norms are negatively related to the monetary 

element of continuance commitment. 

 
Burford, Murrow, Rothwell, Carter and Illing (2014) argue that professionalism is created 

in societies, and that the understanding of the concept of professionalism varies between 

organizational groups. Three discourses were identified by Burford et al. (2014) in which 

the societal-institutional discourse referred to professionalism as being concerned with 

organizational cultures and group norms. Norms emerging from a group of employees 

contribute to and affects the establishment of social norms in organizational cultures 

(Burford, Rothwell, Morrow, & Illing, 2014). Moreover, Enosh, Nouman and Sharon 
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(2017) argue that traditional social norms affect the decisions taken by individuals. Our 

sixth hypothesis is therefore: 

 
 

H6: Organizational cultures with strong norms are positively related to the professional 

element of continuance commitment. 

 
 

The assumptions of organizational groups concern the underlying, sometimes unknown, 

perception of reality and how to think about ones surrounding reality (Alvehus & Jensen, 

2015). King (2007) agree with Alvehus and Jensens (2015) description of assumptions 

and suggest that assumptions are formed when members of groups experience different 

kinds of situations together, such as when problems need to be coped with and when 

opportunities are taken advantage of. Schein and Scheiner (2016) argue that assumptions 

are the core of organizational cultures, despite its nature of being less tangible and visible. 

Based on this knowledge, it is concluded that new members of organizations often find it 

hard to learn and interpret the set of assumptions belonging to the specific organization. 

Schein and Scheiner (2016) argue that the only way for a new member to learn and 

understand these assumptions is by experiencing what behaviors are rewarded and 

punished by established members of the specific organization (Schein & Scheiner, 2016). 

Moreover, King (2007) argue that the emerge of organizational cultures happen when a 

consensus is reached regarding the existing assumptions. Our seventh hypothesis is 

therefore: 

 
H7: Organizational cultures with strong assumptions are positively related to the social 

element of continuance commitment. 

 
 

Although King (2007) agrees with previously formed definitions of the concept of 

assumptions, he also argue that the concepts of values and assumptions are very similar to 

each other. Further, King (2007) as well as Schein and Scheiner (2016) argue that 

assumptions eventually become values, if repeatedly accepted by the group. The 

somewhat interdependent relationship between values, assumptions and even beliefs 

could be a reason for the lack of research regarding assumptions as a whole, with 
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researchers focusing more on values rather than assumptions. Our eighth and ninth 

hypotheses are therefore: 

 
 

H8: Organizational cultures with strong assumptions are negatively related to the 

monetary element of continuance commitment. 

 
 

H9: Organizational cultures with strong assumptions are negatively related to the 

professional element of continuance commitment. 

 
Schein (1990) describes beliefs as individually imbedded perceptions of in the minds of 

each individual. This definition suggest that everyone possesses its own specific set of 

beliefs (Ellinas, Allan, & Johansson, 2017). Schein (2010) argue that much like with 

assumptions, the beliefs are influenced by the specific norms and values set out by 

employees employing organizations. Moreover, Ellinas, Allan and Johansson (2017) 

argue that the most common way for individuals to be exposed to new beliefs is through 

social interaction, and that social interactions lead to the adaption or disregard of the 

beliefs one becomes exposed to (Ellinas, Allan, & Johansson, 2017). Moreover, Ellinas, 

Allan and Johansson (2017) argue that organizational cultures emerge when the beliefs of 

organizational members are merged. To conclude, the authors suggest that any set of 

beliefs that affect an organization, reflects its organizational culture (Ellinas, Allan, & 

Johansson, 2017). Based on this, our tenth hypothesis is: 

 
 

H10: Organizational cultures with strong beliefs are positively related to the social 

element of continuance commitment. 

 
 

Furnham (1996) argue that monetary means have a big symbolic value to individuals, 

although its importance have shown to differ between groups. Research regarding 

monetary beliefs and behaviors show that individuals who hold employment value 

monetary means as more important, powerful and desirable than those who do not hold 

employment (Furnham, 1996). Further, Benz (2005) argue that paid employees of non- 

profit organizations, such as universities, are more motivated to voluntarily donate their 
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time and energy to reach organizational goals. This is due to motivation being embedded 

in the value and belief system of individuals (Bassous, 2014). Based upon this, our 

eleventh hypothesis is: 

 
H11: Organizational cultures with strong beliefs are positively related to the monetary 

element of continuance commitment. 

 
 

Al-Emandi and Marquardt (2007) argue that due to lacking research within the subject, it 

is still unclear what kind of job-related benefit creates the strongest organizational 

commitment. Ali and Ahmad (2017) discuss the kinds of different rewards organizations 

use to show their appreciation of employees. Monetary rewards include salaries and 

bonuses, promotions include gaining higher positions, while verbal appreciation is a form 

of recognition. If the reward is not believed to be equal in comparison to the job 

performed by the employee, it will affect its motivation (Ali & Ahmed, 2017). Moreover, 

Nouri and Parker (2013) argue that the beliefs employees have regarding the 

organization’s prestige will affect its beliefs regarding opportunities to advance within the 

organization, reasoning that organizations with high prestige will offer better 

opportunities to advance. Our twelfth and last hypothesis is therefore: 

 
H12: Organizational cultures with strong beliefs are positively related to the professional 

element of continuance commitment. 

 
In table 4.1, the hypotheses are presented by explaining which variables are believed to 

correlate with each other by the help of plus and minus signs. Note that a ’-’ indicates a 

negative relationship and a ‘+’ a positive relationship. 

 
Table 3.1: Our hypotheses 
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3.6.1 Conceptual model of the thesis 
In figure 3.1 the conceptual model of the thesis is presented. The model illustrates the 

same relationships as table 3.1. Note that the dotted lines indicate a negative relationship 

between the variables, and the lines not dotted a positive relationship. 

 
 

Figure 3.1: Illustration of the hypotheses. 
 
 

In figure 3.1, continuance commitment is represented by its three elements, being 

monetary, social and professional. Likewise, the concept of organizational culture is 

represented by its four characteristics, being values, norms, assumptions and beliefs. As 

mentioned by Meyer, Schutz and Martin (2017) the term organizational culture is a social 

construct that concerns employee’s involvement and desire to stay with its employing 

organization. As mentioned previously, Allen and Meyer (1996) argue that employees 

desire to remain with its employing organization is dependent on the existence of a 

psychological link. This link is of great importance, as it heavily affects the different 

levels of commitment shown by employees to its employing organizations. The existence 

of such links is believed to reduce the chances of high employee turnover (Allen & 

Meyer, 1996). Moreover, the concept of continuance commitment concerns the 

commitment employees show its employing organization. There is therefore reason to 

believe that the concepts of organizational culture and continuance commitment could 
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possibly affect each other. If employees experience positive connections between the four 

characteristics of organizational culture, and the three characteristics of continuance 

commitment, one could assume that employees perceive its employing organization more 

positively than if no relationships were found between the two concepts. 

Based on this assumption, 12 hypotheses have been formed (see table 3.1 and Figure 3.1). 

The hypotheses are based upon relevant literature. Out of 12, four hypotheses assume a 

negative relationship between the concepts of organizational culture and continuance 

commitment, while 8 hypotheses assume a positive relationship between the concepts. 
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4. Empirical method 
 
 

The fourth chapter begins with the research strategy, the data collection method and a 

headline describing the types of variables used in the thesis. The chapter continue with 

information regarding the questionnaire, the data analysis and analytical tools, reliability 

and validity and generalization. Lastly, a short section concerning the ethical 

considerations of the thesis is presented. 

 
4.1 Research strategy 
Denscombe (2016) defines a research strategy as a course of actions which are conducted 

with the aim of reaching a specific goal. Similarly, Bryman and Bell (2011) argue that the 

research strategy is the orientation to which one conducts business research. In order to 

answer the two research questions presented previously, the choice was made to use a 

quantitative approach. This choice is based upon the fact that we aim to explore if a 

relationship exists, rather than why it exists. Moreover, in order to examine a possible 

relationship, twelve hypotheses were formed, based on previous research, such as peer- 

reviewed articles retrieved from the search engines HKR Summon and Google Scholar, 

as well as relevant literature. By doing this, validity of the content in the thesis is 

guaranteed. 

 
4.2 Data collection method 
As previously discussed, necessary data was collected through a self-completion 

questionnaire. For us, there were several benefits of using self-completion questionnaires. 

Firstly, questionnaires are cheap to administer, mainly as resources, such as time and 

money, does not have to be spent on matters such as travelling. Secondly, questionnaires 

are quick to administer, as large quantities of the questionnaire could be distributed at the 

same time. Thirdly, the use of self-completion questionnaires was sufficient as the need 

for standardized questions were found, due to the aim of the thesis being to find a 

relationship between organizational culture and continuance commitment (Bryman & 

Bell, 2011; Denscombe, 2016). Moreover, the use of questionnaires also provided the 

respondent with benefits. One example of this is that questionnaires allow the respondent 
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to provide his or her answers at a suitable time and at his or her own pace (Denscombe, 

2016). 

 
4.3 Population and sample selection 
For this thesis, the choice was made to gather empirical data from employees of business 

administration and economic faculties at universities in the Swedish county Skåne. 

Makani and Marche (2010) argue that a new type of organization has emerged, in which 

the factor differentiating it from others is the knowledge intensive climate. Although all 

jobs require knowledge, it is stated that not all organizations could be regarded as 

knowledge intense. The three universities chosen for this thesis together employ around 

9600 individuals, with different positions (Malmö Universitet, 2018; Högskolan 

Kristianstad, 2017; Lunds Universitet, 2018). The choice was made to limit the context 

of universities further, by focusing on employees of business administration and 

economic faculties at the three universities. This limitation was made due to two 

reasons. Firstly, business administration and economics is one of the most studied 

subjects. Two of the three targeted universities offer well-recognized business 

administration and economics programmes and courses, therefore employing a large 

number of employees educated within these areas. This gave us a large sample of 

possible respondents. Secondly, as our education lies within the faculty of business 

administration, we have personal interest in the field of understanding the commitment 

of these employees. 

 
Initially, the choice was made to focus on employees of the business administration and 

economics faculty at Kristianstad University. This specific university was found 

interesting as it during 2012 received the grade “mycket hög kvalitet”, that is “very high 

quality” for their Business and Economic Programmes, by the Swedish National Agency 

for Higher Education (Högskolan Kristianstad, 2012). As the aim of the thesis was to 

examine a possible relationship between organizational culture and continuance 

commitment, and not a possible relationship at Kristianstad University specifically, the 

choice was made to include two other near-by universities in our sample, being Lund 

University and Malmö University. The choice of Lund- and Malmö University is based 

upon its geographical location, posing as main competitors to Kristianstad University. 

Malmö University differ from both Lund University and Kristianstad University as there 

is no faculty solely for business administration and economics.  
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However, as the faculty of IT and society at Malmö University offers a bachelor's 

program in IT and Business, and since Malmö University employ individuals of the 

same types of employment as Lund University and Kristianstad University, the use of 

respondents employed at Malmö University is justified (Malmö Universitet, 2018). 

 
The previously mentioned self-completion questionnaire was distributed to 79 employees 

at Kristianstad University, 387 to employees at Lund University and 14 employees at 

Malmö University. The large variety in the number of self-completion questionnaires sent 

out to the three universities is mainly due to the size of the universities. While Lund 

university has over 40 000 students and 7400 employees, the number of suitable 

responders were larger than at for example Kristianstad University, which employs only 

484 individuals, and has roughly 15 000 students. The employees who received the self- 

completion questionnaire were of different positions, ranging from administrative 

personnel, such as librarians, communicators and student counselors, to professors and 

lecturers. The e-mail addresses of the respondents were gathered from the universities 

web pages and then distributed via Google Forms. The choice of distributing the self- 

completion questionnaire to employees of different positions, employed at faculties of 

business administration and economics was based upon the chosen relationship 

mentioned in the problematization. 

 
 

Sample collection could be conducted in two different ways, through probability- and 

nonprobability sampling (Bryman & Bell, Business Research Methods 3, 2011). The first 

method, probability sampling, is when the participants in the study are chosen through a 

random selection. The second method, non-probability sampling, is when the participants 

are intentionally chosen by the researchers (Bryman & Bell, 2011). In this thesis the non- 

probability sampling was used, since the participants was selected based upon the faculty 

at which they were employed. 

 

4.4 Attribute-, opinion- and behavioral variables 
The process of operationalization is where researchers measure the extension of a 

concept by using indicators, in order to translate data gathered into understandable 

information (Bryman & Bell, 2011). To measure the relationship between organizational 

culture and continuance commitment amongst employees’, a questionnaire was 

conducted (See Appendix 2). According to Dillman (2007), there are three different  
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data variables to collect when conducting a questionnaire. These are attribute variables, 

opinion variables and behavioral variables. Firstly, the attribute variables accumulate 

data concerning the respondent’s characteristics. Secondly, the opinion variables measure 

the respondent’s emotions and perceptions, such as what the individual is feeling or 

thinking of, such as a situation or object. Thirdly, the behavioral variables are questions 

concerning the respondent’s past, their current situation and their future plans (Dillman, 

2007). Due to the choice of this relationship, the variables applied must be chosen 

accordingly. Therefore, the variables used in the thesis are mainly opinion variables with 

some control variables (See Appendix 3). The types of variables used are discussed 

further in chapters 4.4.2 and 4.4.3. 

 

4.4.1 Questionnaire  
The self-completion questionnaire conducted for this thesis is influenced by Schein 

(2010), Schein and Scheiner (2016), Bang (1999), Luthans (2001), Alvehus and Jensen 

(2015) and Allen and Meyer (1990). The self-completion questionnaire is divided into 

three parts, in which statement 1-5 are personal questions, concerning the respondents 

age, gender, position, education and number of years employed at ones’ current position. 

The second part concerns the four characteristics of organizational culture, starting with 

statements 6-10, which concern the values of the respondents. These statements are 

influenced by the theories of Schein (2010), Alvehus and Jensen (2015) and Bang (1999). 

Statements 11-15 concern the perceived norms by respondents. Similarly, these 

statements are influenced by the theories of Alvehus and Jensen (2015) and Schein 

(2010). However, the theories of Luthans (2001) have also influenced the formulation of 

the statements concerning the characteristic norms. Statements 16-20 refer to the 

assumptions of respondents. These statements are influenced by Alvehus and Jensen 

(2015) and Schein (2010), as well as Schein and Scheiner (2016). The last statements 

concern the characteristics beliefs are statements 21-25. These statements are influenced 

by Schein (2010) and Furnham (1996). The statements regarding each characteristic were 

placed together. Two questions concerning employees’ perceptions and opinions 

regarding organizational culture in their employing organization were asked (see 

appendix 2, questions 26 and 27) after the statements concerning organizational culture. 

These two questions were purposely placed at the end of the self- completion 

questionnaire. This choice was made as we suspected that if placed earlier, the questions  
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would affect the answers to statements concerning the four characteristics of 

organizational culture. Finally, 9 statements 28-36 in appendix 2 were formulated, which 

concern continuance commitment (See Appendix 3, table 2). These statements are solely 

influenced by the theories of Allen and Meyer (1990). Each element of continuance 

commitment was represented by 3 statements. As with the statements concerning the four 

characteristics of organizational culture, the statements representing the same elements 

were also placed together, starting with monetary, and ending with professional. 

The first section of the self-completion questionnaire consists out of control variables. 

Control variables aim to reduce the influences of external factors on the dependent 

variables. The control variables for this thesis are therefore gender, age, level of 

education, current position and number of years employed at the current position (See 

table 4.1). All five control variables were chosen based on previous research by Cohen 

(1993) as well as Russ and McNeilly (1995), which have indicated that these variables 

correlate with organizational commitment. 

 

Table 4.1: The variables used in the thesis 
 

 
Table 4.1 exhibits the dependent and independent variables, as well as opinion variables 

and the 5 control variables found in the self-completion questionnaire. The dependent 

variable is divided into three elements, being monetary, social and professional. Moreover,  

the independent variables consist of four characteristics of organizational culture, being 

values, norms, assumptions and beliefs. 

 

The questionnaire also measures employees’ commitment towards their employing 

organization. The purpose was to measure and analyze the organizational culture at the 
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three universities through the respondent’s opinion on how important the four elements of 

culture are to them. Moreover, it is of great importance to consider that sensitive 

statements, such as those concerning monetary means and family relationships, could 

contribute to ethically correct answers. That is, answers which might be considered 

correct by others, but do not reflect the individual´s true opinions. To avoid receiving 

ethically correct answers, the choice was made to not inform the participants that our 

thesis will focus on continuance commitment. Further, to minimize the risk of the 

respondents finding out the purpose of the self-completion questionnaire, statements were 

formulated as being general statements of how they believe organizational cultures should 

be implemented. 

 
The statements were answered through a grading scale which consisted of 6 alternative 

answers (points), where 1 represented ‘strongly disagree’ and 6 represented ‘strongly 

agree’ (See Appendix 2). The purpose of having a 6-point scale was to limit the 

alternatives for respondents to answer, as well as to avoid receiving neutral answers 

where the respondent either agreed or disagreed. The 6-point scale therefore resulted in 

distinct answers to each statement (Bryman & Bell, 2011). The use of a 6-point grading 

scale could provide difficulties, if an individual truly don’t know the answer to a question. 

However, as it was believed that a 6-point scale would encourage respondents to truly 

reflect upon organizational culture and continuance commitment, and therethrough 

confide their honest opinions and perceptions, the choice was made to proceed with the 

scale. 

 
As mentioned, the self-completion questionnaire conducted was distributed via the 

application Google Forms, to 479 employees of different positions at the universities of 

Malmö, Lund and Kristianstad. Email addresses were gathered through the websites of 

the three universities. Due to restrictions in the number of allowed emails sent daily, the 

chosen population was divided into two groups, in which the first group received the self- 

completion questionnaire one day before the other group. A reminding e-mail was sent to 

those who did not answer the self-completion questionnaire within 4 days, in order to 

increase the response frequency. To decrease the chance of respondents’ answers being 

dependent of others, the questionnaire was formed for the purpose to be answered. To  

decrease the chance of respondents’ answers being dependent of others, the questionnaire 

was formed for the purpose to be answered individually (Bryman & Bell, 2011). In total,  
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the self-completion questionnaire contains 29 statements and 7 questions (See Appendix 

2). Each statement is based upon Allen and Meyers (1990) continuance commitment 

items (see appendix 1), as well as relevant research concerning continuance commitment. 

To successfully measure continuance commitment, Allen and Meyer (1990) formulated a 

continuance commitment scale, which consisted out of 8 items, or statements, which 

explain employee performance, behavior and career opportunities (Jaros & Culpepper, 

2014). The statements concerning continuance commitment in the conducted self-

completion questionnaire (see appendix 2), are based upon the 8 items from Allen and 

Meyers (1990) continuance commitment scale (see appendix 1). Some of the statements 

in the self-completion questionnaire are very similar to those of Allen and Meyers (1990) 

scale. However, most statements are based upon knowledge concerning continuance 

commitment, gathered from several authors. The reason as to why Allen and Meyers 

(1990) continuance commitment scale wasn´t used solely is that the authors tend to focus 

on the whole component of continuance commitment, and do not take the three elements 

of continuance commitment into consideration as separate elements. 

 

4.5 Data analysis and analytical tools 
Google Forms was used to carry out the self-completion questionnaire. By using this 

application, the distribution of questionnaires was easy and quick. In addition, the 

answers from the respondent are easily collected by the application and presented to us 

either by seeing each participants’ answers or through diagrams presenting the overall 

result. After collecting data, the results were analyzed with the use of the analytical 

software program IBM SPSS Statistics. IBM SPSS Statistics is widely recognized by 

researchers and was very useful in the process of interpreting the collected data from the 

self-completion questionnaires. By the help of IBM SPSS Statistics, the Kolmogorov- 

Smirnov test, the Cronbach´s Alpha test, Spearman´s correlation matrix, the Kruskal- 

Wallis and the multiple linear regression test could be conducted. 

 
4.6 Reliability and validity 
As a researcher, it is important to assure reliability and validity of data collected. 

Reliability refers to the consistency, conformity and trustworthiness of information. To 

ensure reliability of a measurement, Bryman (2011) argue that three important factors 

must be examined. The factors are; stability, internal reliability and inter-rater reliability 

(Bryman, 2011). In this thesis, the first and second factor have been used to assure  
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reliability of the measurement. The stability factor implies that if the measurements 

would be tested again, the results should not differ between each other. The result of a 

sample of respondents cannot fluctuate for the measurement to be convincing of its’ 

stability. For this thesis, the stability factor would imply that the results of the items 

gained by Allen and Meyer´s (1996) Continuance commitment Scale should correspond 

to some of the statements of the conducted self-completion questionnaire. However, in 

our case, such a comparison seems less suitable, as the focus of this thesis has been the 

three elements of continuance commitment, not the concept as a whole. The internal 

reliability factor examines if any questions are related to one another, meaning that the 

questions aim to measure the same things, and if these create similar scores. How 

questions are formulated and expressed is very important, as questions touching ethical 

subjects could impact the responses (Bryman, 2011). Thus, to assure truthful answers, 

some of the questions in the self-completion questionnaire were formulated in reverse. In 

this thesis, internal reliability was assured by conducting the Cronbach´s Alpha test on the 

dependent and independent variables. The results of the performed Cronbach´s Alpha 

tests are discussed in detail in chapter 5.2. 

 
Validity concerns the question of whether a measurement really measures a specific 

concept or not. According to Bryman (2011), validity could be examined in five different 

ways; face validity, concurrent validity, predictive validity, construct validity and 

convergent validity. For this thesis, construct validity has been used to assure validity 

regarding the measurement of the concepts. Construct validity refers to when validity of 

measurements is assured though using suitable theories for creating hypotheses out of the 

specific concepts being examined. In this thesis, twelve hypotheses were constructed, 

based upon the recognized concepts of organizational culture and continuance 

commitment. The two concepts, that is organizational culture and continuance 

commitment, are based upon research performed by several researchers, which have 

reached similar conclusions and perceptions regarding the concepts. Based on this, the 

use of construct validity is regarded as enough to assure internal validity in this thesis. 

 
4.7 Generalizability 
Due to the context of this thesis, the possibility to generalize the findings will be limited. 

This is mainly due to our thesis being restricted to a very small sample of respondents  
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(Bryman & Bell, 2011). Moreover, the study will be conducted in Swedish universities, 

further limiting the results to the Swedish context. Another limitation of the 

generalizability is that the thesis focuses on three different universities, being Malmö 

University, Lund University and Kristianstad University. Even though most universities 

in Sweden is assumed to have similar academic cultures and purposes, that is to educate 

people, every university is unique in their own way. Thus, the results from this thesis 

could not be generalized for all universities, national nor international. Lastly, the results 

are not applicable to other organizational forms, such as profit-generating organizations. 

 
4.8 Ethical considerations 
One ethical consideration was made during the process of writing this thesis, which 

concerned the design of the questionnaire. The self-completion questionnaire was 

conducted in such a way that the answers received from the respondents were 

anonymous. This was done by avoid asking organization specific questions, rather 

focusing on gender, age, position, educational level and number of years employed at 

the current organization. Moreover, as the distribution of the self-completion 

questionnaires were done via e-mail, the anonymity of respondents could be assured. 
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5. Results and Analysis 
 
 

In the fifth chapter, analysis, the results of the completed self-completion questionnaire 

will be presented and discussed. Necessary descriptive statistics is presented, followed by 

an assessment of the normality of the collected data. The results of Cronbach’s Alpha 

test, the Kolmogorov-Smirnov test, Spearman´s correlation matrix, the multiple linear 

regression test and the Kruskal-Wallis test are presented. 

 
5.1 Descriptive statistics 
According to Black, Hashimzade and Myles (2017), descriptive statistics summarize the 

characteristics of collected empirical data. Based on this definition of descriptive statistics, 

and the need to clarify the results, the choice was made to include descriptive statistics in 

the analysis of this thesis. The descriptive statistics section begins with a table explaining 

the response frequency of the self-completion questionnaire, as well as the reasons behind 

the response frequency. Moreover, the descriptive statistics provide a comprehensive 

picture of the variables used throughout the thesis. A categorization of the variables used 

is presented in table 4.1. 

 
5.1.1 The respondents 
In table 5.1, the response frequency of the thesis is presented. 

 
 

Table 5.1: Response frequency 

 
 

As seen in table 5.1, the self-completion questionnaire was distributed to 479 university 

employees of different positions. 435 non-responses and 8 unusable responses were 

received, in which the respondents sent automatic response emails, mentioning their 

inability to respond to the self-completion questionnaire. The inabilities were a result of
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being on sick-leave, holiday or parental leave. The total responses therefore concluded to 

36 completed self-completion questionnaires. However, 1 of the 36 self-completion 

questionnaires lacked responses to all statements and questions and was therefore 

disregarded. The total number of valid self-completion questionnaires subsumed to 35 

questionnaires. 

 
Thornhill, Saunders and Lewis (2012) argue that the number of respondents providing 

valid responses depends on the kind of questionnaire conducted. Self-completion 

questionnaires are described as having lower respond rates than other types of 

questionnaires (Thornhill, Saunders, & Lewis, 2012). Moreover, when using the internet 

as an intermediary between researchers and respondents, the likely respond rate will be 

below 11 % (Thornhill, Saunders, & Lewis, 2012). The calculated response rate for the 

conducted self-completion questionnaire is 7.3 %, which is well below the likely rate set 

out by Thornhill, Saunders & Lewis (2012). As mentioned previously, Mangione (1995) 

argue that response rates below 50 % should be considered not accepted, which entails 

that the response rate in thesis is not considered sufficient enough to generalize a whole 

population. However, Bryman and Bell (2003) argue that if the limitations of a low 

number of respondents is well recognized and considered when analyzing results, 

response rates below 50 % could be regarded as acceptable. Moreover, Thornhill, 

Saunders and Lewis (2012) argue that response rates depend upon several factors. One 

factor is that respondents could refuse to answer all questions or statements involved in a 

specific research, without providing a reason. This could be a reason for the low response 

rate in this thesis, as some of the statements in the self-completion questionnaire could be 

regarded as sensitive. A second factor is that respondents may be unreachable. This 

seemed to be the case during the time of data collection, as several unusable responds 

were received. A third factor being for the low response rates could be the very limited 

time that the self-completion questionnaire was available to answer, that is, six days. 

Moreover, the self-completion questionnaire was distributed just before a bank holiday, 

which also could have influenced response rates, as employees most likely were off duty. 
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5.1.2 The control variables 
As presented in table 4.1, the thesis contains 5 control variables. The first control variable 

is sex. Table 5.2 presents that out of the 35 valid self-completion questionnaires received, 

16 of the respondents were women and 19 were men. 

 
Table 5.2: Sex 

 

 
 

The second control variable is age and is presented in table 5.3. 
 
 

Table 5.3: Age 
 

 
The choice was made to divide the variable age into five groups. As seen in the table, 

responds were received from all groups. The age group 20-29 had the least respondents, 4 

respondents, while the age groups 30-39 and 40-49 had the most respondents, both with 

10 respondents. Further, the age groups 50-59 and 60-69 also shared the same number of 

respondents, being 5. 

 
The third control variable is highest finished education, as presented in table 5.4. 

 
 

Table 5.4: Highest finished education 
 
 
 

 
Table 5.4 presents that the majority of the respondents, 21 individuals, had a post 

graduate degree, while 11 of the respondents had a master or magister degree. Only 3 of 

the respondents had a bachelor’s degree.
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Table 5.5 presents the fourth control variable, position. 
 
 

Table 5.5: Position 
 

As seen in the table, 17 of the respondents were employed as a lecturer or senior lecturer, 

therethrough representing most of the respondents. 6 of the respondents were 

administrative personnel, representing the second largest group. Doctoral and research 

students, and professors each represented 5 of the respondents, while only 2 of the 

respondents were employed as post docs. 

 
The fifth and last control variable is number of years employed at current position. This 

control variable was an open question. The results are therefore presented in a histogram 

(See Appendix 4). The x-axis presents the number of years that respondents have been 

employed at its current organization, while the y-axis presents the frequency of 

respondents that have answered. As shown in the histogram, the number of employed 

years at the current position varied greatly between respondents. However, the histogram 

present that the majority of respondents had been employed at its current position for a 

maximum of 10 years. The respondent with the shortest time employed at the current 

position answered 6 months, while the respondent who had been employed at its current 

position the longest time answered 30 years. 

 
5.1.3 The dependent variables 
Table 5.6 presents the dependent variable, continuance commitment, and its three 

components. The elements are monetary, social and professional. To receive mean values 

for the monetary-, social- and professional element of continuance commitment, summary 

variables were created by summarizing the three statements concerning each of the three 

elements (See appendix 3, table 2). The results of the summary variables for the 

dependent variables are presented below. 
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Table 5.6: The dependent variables 
 

 
Table 5.6 presents the mean values for the summarized dependent variables. The table 

presents that the professional element has the highest mean value, with 12.7, out of the 

three elements. The monetary element has the lowest mean value of 11.1 and the social 

element a value of 12.0. 

 
5.1.4 The independent variables 
Table 5.7 presents the independent variables, which are four characteristics of 

organizational culture. These characteristics are values, norms, assumptions and beliefs. 

As with the dependent variables, the independent variables were created into summary 

variables by summarizing five statements concerning each characteristic of organizational 

culture, to receive mean values for the four characteristics (See appendix 3, table 1). The 

results of the summary variables for the independent variables are presented below. 

 
Table 5.7: The independent variables 

As seen in table 5.7, the characteristic values have the highest mean value, followed by 

beliefs. The mean value of norms is close to that of values and beliefs, however, the mean 

value of assumptions differs noticeably from the three other characteristics. 

 
5.1.5 The opinion variables 
The self-completion questionnaire contains two opinion variables. The first opinion 

variable concerns the employees’ perception of if the employing organization has a strong 

organizational culture or not and is represented by question 26 in the questionnaire (See 

Appendix 2). 
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Table 5.8: Perception of the organizational culture in the employing organization 

 
Table 5.8 reports that 17 out of 35 respondents did think that their employing organization 

had a strong organizational culture, while 18 respondents did not believe so. In conclusion, 

it is noticeable that the perception of if the three employing organizations in this thesis 

contain a strong organizational culture or not is almost equally divided. 

 
 

The second opinion variable concerns the question of if the employees believe that it is 

important to have a strong organizational culture to create organizational commitment and 

is represented by question 27 in the questionnaire (See Appendix 2). 

 
 

Table 5.9: Opinion regarding the need for a strong organizational culture when creating 

commitment 
 

 
As seen in table 5.9, 26 out of 35 respondents believe that organizational culture is needed 

to create commitment amongst employees. Contrary, only 8 respondents believe that 

organizational culture is not needed to create organizational commitment. In conclusion, it 

is noticeable that most respondents believe that organizational culture is important in 

creating commitment. 

 
5.2 Cronbach´s Alpha test 
Prior to performing any statistical tests, the normality of the collected data was assessed 

with the help of the Kolmogorov-Smirnov test (see Appendix 5). Cronbach´s Alpha test 

was conducted to be able to create summary variables of the independent as well as 

dependent variables, to be used for further analyses. To assess the normality of the 

collected data concerning the dependent and independent variables, the statements 

referring to the three elements of continuance commitment as well as the four 
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characteristics of organizational culture were summarized into summary variables. Each 

group represented the monetary, social and professional elements of continuance 

commitment and the values, norms, beliefs and assumptions characteristics of 

organizational culture. To assure internal reliability of all the summary variables, 

Cronbach´s Alpha test was conducted. Cronbach´s Alpha test is a well-recognized test, 

that measures the correlation between questions and statements that should be related. By 

assessing answers received by respondents, Cronbach´s Alpha test examine if similar 

values are received on related questions, and thereafter value the correlation on a scale 

from 0 to 1 (Bryman & Bell, 2011). A value of 0 indicates no correlation between the 

statements, whereas a value of 1 indicate a very strong correlation. Moreover, a value 

below 0.7 is regarded as low and therefore unacceptable, whilst values above 0.7 are 

acceptable (Bryman & Bell, Business Research Methods 3, 2011). 

 
5.2.1 Cronbach´s Alpha test on the dependent variables 
As seen in Appendix 5, table 1, the results of Cronbach´s Alpha test are 0.769 for the 

monetary element, 0.442 for the social element and 0.710 for the professional element. The 

values of the monetary and professional elements surpass the accepted limit of 0.7, which 

according to Bryman and Bell (2011) signify an accepted level of internal reliability. 

Moreover, the social element received a value of 0.442, which is substantially below the 

accepted limit. However, Pallant (2016) argue that there are other factors influencing the 

reliability of Cronbach´s Alpha test. For example, the number of items within a scale highly 

influence the value of Cronbach´s Alpha test. Short scales, containing less than 10 items, 

often result in low values according to Bryman and Bell (2011). As the dependent variables 

in this thesis were measured by summary variables, representing each element of 

continuance commitment, it is likely that the number of statements has affected the values 

received by the test. Based on this knowledge, the low Cronbach´s Alpha value received 

for the social element of continuance commitment is accepted in this thesis. 

 
5.2.2 Cronbach´s Alpha test on the independent variables 
As seen in Appendix 6, table 1, the results of Cronbach´s Alpha test are 0.790 for the 

values characteristic, 0.763 for the norms characteristic, 0.714 for the assumptions 

characteristic and 0.756 for the beliefs characteristic. Since the values of Cronbach´s 
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Alpha test on the independent variables surpass the accepted limit of 0.7, internal 

reliability can be assured. 

 
5.3 Spearman´s correlation matrix 
When examining a possible relationship between two variables, either Spearman´s 

correlation test or Pearson correlation test could be implemented. In this thesis, the choice 

was made to use Spearman´s correlation test. The choice is based upon three main 

reasons. Firstly, no linear relationship between two exact variables has been found. 

Secondly, as seen in figure 1 Appendix 5, the collected data is not normally distributed. 

Lastly, Spearman´s correlation test is designed to be used with ordinal scales or ranked 

data (Pallant, 2016). As the performed self-completion questionnaire allowed respondents 

to provide answers on a 1-6-point scale, which were later translated into ranked data, the 

use of Spearman´s correlation test was suitable. Moreover, the values received from 

Spearman´s correlation matrix is described on a relationship scale. The scale runs from -1 

to 1, in which -1 presents a perfect negative relationship, and 1 a perfect positive 

relationship. A value of 0 in Spearman´s correlation test present that no relationship exists 

(Pallant, 2016). The results of Spearman´s correlation test can be seen in table 5.10. To 

find possible relationships between the variables, a five percent level of significance was 

used. 

 
Table 5.10: Spearman´s correlation test 

 
 

 
The results of Spearman´s correlation matrix present no significant relationship between 

any of the dependent and independent variables. These results indicate that our first 

research question is not supported, that is, organizational culture does not necessarily 

affect the continuance commitment of employees at business administration and 

economic faculties at universities in Skåne. The most likely reason as to why no 
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significant relationship was found is due to the very limited empirical data collected. Due 

to a low response rate, it is difficult to distinguish any significant relationships which are 

applicable to a population, in this case, all employees at the business administration and 

economic faculties at the universities of Malmö, Lund and Kristianstad. 

 
5.4 The multiple linear regression 
In this thesis we have tested three multiple linear regression models, one for each of the 

elements of the dependent variable continuance commitment, that is monetary, social and 

professional. The three multiple linear regression models were conducted to find to what 

extent the four characteristics of organizational culture and the five control variables can 

explain the level of continuance commitment amongst employees of business 

administration and economic faculties. Multiple linear regression is used to examine the 

relationship between a dependent variable and independent variables. The multiple linear 

regression test was conducted based on three reasons. Firstly, the test allows for 

measurement of the correlation between variables of different types. Secondly, the test 

allows for researchers to examine the significance of the model conducted. Moreover, the 

test also allows for researchers to identify the effect of each independent variable on the 

dependent variables. Lastly, the test allows researchers to discover possible 

multicollinearity. Multicollinearity appears when a strong relationship is found between 

independent variables. Pallant (2016) argue that it is important for researchers to look for 

possible multicollinearity, as it impacts calculations concerning the variables and since it 

decreases the chance of providing a good regression model. Thus, multicollinearity is 

necessary to inspect (Pallant, 2016). When measuring the presence of multicollinearity, 

two values are provided by SPSS IBM. The variance inflation factor (VIF) must be below 

10 to assure no presence of multicollinearity. Moreover, Tolerance indicates how much of 

the variability of a dependent variable is not affected by the independent variables. 

Tolerance values below 0.1 indicates the presence of multicollinearity (Pallant, 2016). As 

noted in tables 5.11, 5.12 and 5.13, all VIF values fall below the limit of 10, and all 

Tolerance values exceed the limit of 0.1. These results indicate no presence of 

multicollinearity. In the following parts, the most relevant findings of the multiple linear 

regression test will be presented. 
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5.4.1 Continuance commitment 

 

To assess the significance of the models, ANOVA tests was conducted. By examining 

the p-values, the significance of the models can be decided upon. As seen in 

Appendixes 8, 9 and 10, tables 2, the p-values provided by the ANOVA test is 0.016 for 

the professional element, 0.048 for the monetary element and 0.083 for the social 

element. These results indicate that the two models professional and monetary elements 

have provided statistically significant results, as the p-values are below the accepted 

limit of 0.05 (Pallant, 2016). However, the social element of continuance commitment 

received a p-value of 0.083, which exceeds the accepted limit. This result imply that the 

value of the model is not significant. Although a difference in the significance of the 

models were found, the effects of each independent variable on the dependent variables 

will be examined below. Further, to compare the variables in an equal scale, the choice 

was made to use the standardized Beta value instead of the unstandardized Beta value 

(Pallant, 2016). The next section will focus on the results of the multiple linear 

regression test. 

 
 

5.4.2 Results of the multiple linear regression on the formulated 

hypotheses. 

The results of the multiple linear regression analyses for the monetary (see table 5.11) and 

social elements (see table 5.12) of continuance commitment presented no statistically 

significant contribution of the independent variables, as all p-values succeeded the accepted 

significance level of 0,05. Based on the results of the multiple linear regression test, none 

of the hypotheses regarding the monetary element or the social element can be supported.  

 

Table 5.11: The dependent variable – The monetary element 
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Table 5.12: The dependent variable – The social element 
 

The results of the regression models of the monetary and the social elements of continuance 

commitment was expected since the result of the Spearman correlation test (see table 5.10) 

display no significant relationships. However, when examining the control variables in the 

thesis, one statistically significant relationship was found between the control variable 

“work years” and the dependent variable the social element. As seen in table 5.12 “work 

years” display a p-value of 0,014 in relation to the social element. This p- value falls below 

the accepted significance level of 0,05, suggesting that a relationship between these 

variables could be found. However, as mentioned previously, the multiple linear regression 

test for the social element of continuance commitment presented that the model was not 

statistically significant. Based on this result, the relationship found between the social 

element of continuance commitment and the control variable “work years” should be 

interpreted with caution. Contrary to the results of Spearman´s correlation test, the results 

of the multiple linear regression analyses presented two statistically significant 

contributions of the independent variables on the dependent variable the professional 

element (see table 5.13). 
 

Table 5.13: The dependent variable – The professional element 
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As seen in appendix 10, table 1, the adjusted R2 measurement indicate that the independent 

variables included in the model affect the professional element with 39,7 %. The first 

significant contribution found is the relationship between the professional element of 

continuance commitment, and the characteristic assumptions. This significance is based 

upon the p-value of 0,0195 (0,039/2, the test is one-tailed), given in table 5.13. As this value 

is below the accepted significance level of 0,05, it indicates a relationship between the two 

variables. Moreover, as seen in table 5.13, the beta-value for the relationship between the 

professional element and the characteristic assumptions is -0,508. The beta-value is used to 

determine which variable has the strongest unique contribution to the dependent variable 

(Pallant, 2016). The beta-value for the relationship between the professional element and 

the characteristic assumptions indicate a negative relationship, that is, when one variable 

increases, the other decreases (Pallant, 2016). Our hypothesis that organizational cultures 

with strong assumptions is negatively related to the professional element of continuance 

commitment (H9) therefore correspond with the direction of the provided beta-value (see 

table 5.13). The hypothesis (H9) is therefore supported. This may suggest that organizations 

in which the level of assumptions, that is the unconscious and underlying premise that affect 

behaviors, feelings and thoughts of organizational members (Schein, 2010) (Schein & 

Scheiner, 2016), is high, lower levels of the professional element of continuance 

commitment should be found. 

 

The second significant relationship found was between the professional element of 

continuance commitment and the characteristic beliefs. This significance is based upon the 

p-value of 0,008 (0,016/2, the test is one-tailed), given in table 5.13. Again, as this value is 

below the accepted significance level of 0,05, it indicates a relationship between the two 

variables. The beta-value for the variable belief is presented as 0,660 (see table 5.13). This 

beta-value indicates a positive relationship between the two variables, that is, when one 

variable increase so does the other (Pallant, 2016). Our hypothesis that organizational 

cultures with strong beliefs is positively related to the professional element of continuance 

commitment (H12), correspond with the direction of the provided beta-value (see table 

5.13). Our hypothesis is therefore supported. This result suggests that in organizations in 

which the level of beliefs is high, that is the imbedded perceptions, ideas and goals of an 

individual or group (Schein E. H., 2010), the level of professionalism will also be high. 

 



56 

Amedi & Lundkvist 
 

 

 

Table 5.14: The results of the hypotheses 
 

Based on the results presented in table 5.13, the two remaining hypotheses concerning the 

professional element of continuance commitment and the characteristics norms (H6) and 

values (H3) cannot be supported. Moreover, a relationship was found between the variables 

“work years” and the professional element. As seen in table 5.13, the p-value of “work 

years” is 0,015 in relation to the professional element. This p- value falls below the accepted 

significance level of 0,05, suggesting that relationships between these variables could be 

found. 

 
5.5 The Kruskal-Wallis test 
The aim of this thesis was to examine if there is a relationship between organizational 

culture and the continuance commitment of university employees. However, as mentioned 

in the purpose, the aim was also to see if there is a significant difference in the type of 

commitment of the employees, that is, to see if the employees favor any of the three 

elements of commitment over the other. To do this, the Kruskal-Wallis test was conducted. 

Pallant (2016) describe the Kruskal-Wallis test as a non-parametric test, that allows 

researchers to compare results collected from empirical data of three or more groups. The 

Kruskal-Wallis test is suitable to use due to one main reasons. This reason is that it allows 

comparison between one independent variable and several independent variables, which 

may be categorized into groups. As the dependent variable continuance commitment was 

divided into three elements, being monetary, social and professional, the Kruskal-Wallis 

test appeared useful to examine possible relationships. Table 5.15 presents the results of 

the Kruskal-Wallis test performed. 
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Table 5.15: The Kruskal-Wallis test 

 
 

 
The p-values are 0.095 for the monetary element, 0.905 for the social element and 0.363 

for the professional element (see table 5.15). Thus, common for all three p-values is that the 

significance level of 0.05 is surpassed. The results seen in table 5.15 therefore indicate that 

no significant relationship in type of continuance commitment was found, and that there is 

no dominant element of continuance commitment. 
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6. Conclusions 
 
 

The following section presents a comparison between the results of the thesis and previous 

research. A discussion of the results and conclusions are thereafter presented, followed by 

implications, a critical review and suggestions for future research. 

 
6.1 Summary of the thesis 
The purpose of this thesis has been to explore a possible relationship between 

organizational culture and continuance commitment amongst employees of different 

positions, at business administration and economic faculties at Kristianstad-, Malmö- and 

Lund University. Organizational commitment is based upon three components, being 

normative-, affective- and continuance commitment. The two first are well researched, 

however, the component of continuance commitment is relatively unknown in the context 

of universities and was therefore chosen for this thesis. A quantitative approach was chosen. 

, as the aim of the thesis was to find a relationship between the two concepts mentioned 

above. A self-completion questionnaire was conducted and distributed to employees at the 

universities, to gather empirical data on employees’ perception of organizational culture 

and continuance commitment. A low response frequency of 7.3 %, was received. The self-

completion questionnaire as well as the hypotheses is based upon original research of the 

concepts of continuance commitment, including the professional-, social- and monetary 

elements, as well as the concept of organizational culture, including the characteristics 

values, norms, assumptions and beliefs. The findings are surprising, presenting that no 

significant relationship exists between the characteristics of organizational culture and the 

elements of continuance commitment. This result suggest that organizational culture does 

not necessarily influence continuance commitment in the context of employees at business 

administration and economic faculties. However, a multiple linear regression test was 

conducted as it allows for testing with variables of different types. The multiple linear 

regression test presented two significant relationships between the professional element 

of continuance commitment and the characteristics beliefs and assumptions of 

organizational culture. However, these results are considered too weak to ascertain a 

significant relationship between organizational culture and continuance commitment. 

Moreover, the results of the Kruskal-Wallis test indicate that no element of continuance 

commitment is more dominant than the other. 
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6.2  Discussion of the results 
The results of the multiple linear regression test present a significant relationship between 

the professional element of continuance commitment and the characteristic beliefs of 

organizational culture. This implies that beliefs correlate positively with the professional 

element, which is in accordance with the formulated hypothesis. This result suggests that 

high levels of organizational beliefs, which are created through ideas, goals and aspirations 

that are transferred from the organization to its members, will result in higher levels of 

professionalism. High levels of professionalism entail that employees strive to reach high 

positions, promotions and seniority. Similarly, Ali and Ahmed (2017) and Nouri and Parker 

(2013), state that there is a relationship between professional aspects of life and the beliefs 

of individuals. A potential explanation to this relationship could be dependent on the 

development of comprehensible and easily understood norms and values (Schein, 2010). 

Moreover, Ali and Ahmed (2017) and Nouri and Parker (2013) argue that the beliefs 

employees have regarding the prestige of its employing organization will affect its beliefs 

regarding the chances of promotion, recognition and other benefits related to one’s 

profession. With this knowledge in consideration, one could wonder whether the way the 

employing organization presents itself to its employees, influence the employee’s beliefs 

regarding professional aspects of life. Based on these results, it could be argued that 

organizations should put effort into ensuring that employees have positive perceptions of 

the employing organization.  

 

A second significant relationship was found was between the characteristic assumptions of 

organizational culture, and the professional element of continuance commitment. This 

relationship is negative, which is in accordance with the hypothesis that organizational 

cultures with strong assumptions is negatively related to the professional element of 

continuance commitment. This relationship entail that the more assumptions employees 

have, the lower the desire for professional aspects of life are. Schein and Scheiner (2010) 

argue that organizational cultures are built upon the existence of commonly accepted and 

repeated assumptions by a group of members. Simultaneously, assumptions affect the 

individual subconsciously, implying that one does not always know what is assumed or not. 

The negative relationship found between the two variables could therefore be explained by 

respondents not recognizing how group-specific assumptions subconsciously have affected 

or is affecting oneself. King (2007) and Schein and Scheiner (2016) argue that the 

distinguishing of the characteristics of organizational culture can be hard, arguing that  
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repeatedly accepted assumptions eventually become common values and norms within a 

group. It could be assumed that the distinguishing of assumptions could have been hard for 

responds, which could further entail that the results of the questionnaire could have been 

affected. If one does not recognize the effects of group-specific assumptions, it is hard to 

account for and explain these. Moreover, an interesting aspect is whether the creation of 

strong assumptions is a risk to take for an employing organization, as it might affect employee 

willingness to evolve within the organization. 

 
6.2.1 Control variables  
The result of the multiple linear regression test presented significant relationships 

concerning the control variable “work years” and the elements professional and social of 

continuance commitment (see tables 5.12 and 5.13). The relationship between “work years” 

and the professional element present a negative direction, which suggest that the number 

of years an individual has worked at an employer does not correlate positively with his or 

her perception of the importance of professional aspects of one’s job. It can therefore be 

concluded that factors apart from number of years worked at a certain employer affect the 

perception of the professional element of continuance commitment. Moreover, the 

relationship between “work years” and the social element of continuance commitment also 

present a negative relationship. As with the previous relationship, this means that number 

of worked years at a certain employer does not correlate with social aspects of one’s life. 

 

6.2.2 Opinion variables  
The results of the two opinion variables provided surprising results about organizational 

culture. The first control variable concerns if employees believed that the employing 

organization had a strong organizational culture. Half of respondents believed that their 

employing organization lacked a strong organizational culture. This is interesting as 

organizational cultures are essential dimensions for organizations (Pietersen, 2017). 

Moreover, Dwivedi, Kaushik and Luxmi (2014) and Messner (2013) and Luthans (2001) 

argue that organizational cultures are the glue that keeps organizations together and 

employees committed. The results of these findings therefore justify the questioning of the 

togetherness of the employees at the three examined universities. 
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The second opinion variable concerned if employees believed that an organizational culture  

was needed to create commitment. 75 % answered yes. The conclusion is that the 

characteristics of organizational culture does contribute to creating commitment amongst 

employees, however, what type of commitment is not studied. These results are in 

accordance with Wilkins (1978) theory that organizational cultures are closely related to 

the level of loyalty and engagement employees show its employing organization. The large 

percentage of employees believing the opposite is interesting, as research proves that there 

is a need for a psychological link between organizational culture and employees to create 

organizational commitment (Allen & Meyer, 1996). Therefore, it could be argued that this 

link is non-existent between the employees answering ‘no’ and their employing 

organization. 
 

6.3 Conclusions 
Organizational commitment is an important aspect in the relationship building process 

between organizations and their employees (Sloan, Buckham, & Lee, 2017). High levels of 

commitment could result in increased employee satisfaction and retention. This thesis has 

contributed with knowledge regarding relationships between the three elements of 

continuance commitment, and four characteristics of organizational culture. We argue that 

that there is no relationship between organizational culture and continuance commitment. 

However, we suggest that there are significant relationships between the professional 

element of continuance commitment and the characteristics beliefs and assumptions of 

organizational culture. Development of organizational beliefs are dependent on social 

interaction. Similarly, professional aspects of employees work-related life concerns 

promotions and recognition, that is, social forms of appreciation (Ali & Ahmed, 2017). 

Results of this study suggest a positive relationship between organizational beliefs and 

professional aspects of one´s life. Organizations which have implemented embraceable, 

understandable and desirable beliefs regarding the organization to its employees will 

therefore most likely experience employees who are more engaged in gaining promotions 

and other types of social recognition, than organizations who lack mutual beliefs. This 

conclusion is in line with the statements of Ali and Ahmed (2017) and Nouri and Parker 

(2013), who argue that that professional aspects are dependent on employees’ beliefs. The 

results also suggest a negative relationship between professional aspects of life and the 

assumptions lived by, set out by an organization in question. This indicate that the more 

assumptions present within a group of employees, the less attention is payed to the  
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individual’s professional development. The interdependent relationship between the 

characteristics of assumptions and values have according to King (2007) led to little 

research being done concerning the relationship between professional aspects and the 

characteristics assumptions solely. It can be concluded that more research needs to be 

executed within the area in order to truthfully reflect this relationship.  

 

Organizational culture is one of the most important factors in retaining committed and 

loyal employees (Dwivedi, Kaushik, & Luxmi, 2015; Messner, 2013). The results of this 

thesis support that organizational culture is needed to create commitment amongst 

university employees, who seem to feel that organizational culture is important, however, 

that the presence of such is very low. This result could be a consequence of a lack of a 

psychological link between the employing organization and its employees, or possibly a 

result of badly communicated and misinterpreted organizational culture. Moreover, 

organizational culture act as a glue that creates committed and engaged employees. 

Despite this, the results of the thesis present that not all employees believed that the 

employing organizations had strong organizational cultures, which could suggest low 

levels of committed employees. To conclude, organizational cultures are not always 

controllable. From our perspective, the different aspects of organizational culture are 

seem to not always be easy to distinguish. While little research suggests a positive 

relationship between organizational culture and continuance commitment, this thesis, 

suggests the opposite. We conclude that organizational culture at business administration 

and economic faculties seem weak and could be strengthened. To avoid less committed 

and loyal employees, it is of importance that universities put effort into creating values, 

norms, assumptions and beliefs that are easy to embrace and understand in order to 

successfully create long term loyalty and engagement amongst employees.  

 
6.4 Implications 
 
The aim of this thesis was to explore a possible relationship between four characteristics 

of organizational culture, and three elements of continuance commitment. Although 

there are research concerning commitment and organizational culture, much is focused 

on the concept of commitment, not on single components. This thesis is therefore of 

academic value as it aims to explore organizational commitment in relation to 

continuance commitment solely. The theoretical contributions from this thesis concern  
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significant relationships between the characteristics of organizational culture, and the 

professional element of continuance commitment. Moreover, the thesis has contributed 

with practical implications through knowledge concerning the, by employees, perceived 

organizational culture at the current employers, and the perceived need of organizational 

culture to create commitment. We believe that the results of this thesis could help 

employers understand the wants and needs of organizational culture according to 

employees in order to create an embraceable organizational culture that employees 

strive to live by.  

 
6.5 Critical review and future research 
A few critical matters have been identified. Firstly, the low rate of useable responses has 

affected the results of the thesis. The low rate has restricted the ability to make broader 

generalizations and to reach any exact conclusions. Thus, the results should be interpreted 

with caution as a larger sample size is needed to make any guaranteed conclusions. We 

recommend future researchers to use higher response rates, to rightfully generalize the 

results. Secondly, the context of Swedish universities has limited the possibility to 

generalize results. Further, we have some general suggestions for future researchers who 

are interested in the relationship between organizational culture and continuance 

commitment. As the aim of the thesis was to find a possible relationship between 

organizational culture and continuance commitment, it would be interesting to look 

further into which individuals express high or low levels of continuance commitment. 

Further, a collaboration between researchers and universities examined could be 

beneficial, in order to observe the behaviors of employees. This would reduce the risk of 

ethically correct answers.  
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Appendix 
 

 

Appendix 1: Allen and Meyers original continuance commitment scale items 
 

I am not afraid of what might happen if I quit my job without having another one lined up 

It would be very hard for me to leave my organization right now, even if I wanted to 

Too much in my life would be disrupted if I decided I wanted to leave my organization now 
 
 

It wouldn't be too costly for me to leave my organization now 
 

Right now, staying with my organization is a matter of necessity as much as desire 

I feel that I have too few options to consider leaving this organization 

One of the few serious consequences of leaving this organization would be the scarcity of 
available alternatives 

 
One of the major reasons I continue to work for this organization is that leaving would 
require considerable personal sacrifice — another organization may not match the overall 
benefits I have here 
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Appendix 2: The self-completion questionnaire 
 

Survey on organizational Culture and commitment 
 

Hi! 
 

Are you an employee or student at the faculty/faculties of Economy and/or Business administration at Lund, 

Malmö or Kristianstad University? We would like to remind you to please answer our survey, it would be 

of great importance to us! 

Our names are Maja and Blerta, and we are currently writing our bachelor thesis within the subject of 

organizational culture and organizational commitment. We are contacting you as we are interested in the 

opinions of university employees and students. Our survey is online-based, and takes approximately 7 

minutes to answer. Your participation is optional, and the results of the survey will be anonymous and 

treated with great care. The results of the survey are only to be used in research purposes. The survey is 

available through the link below. Note that the survey requires you to fill in your email. This is only to 

avoid receiving a second email reminding you to participate in the survey. Thank you for your time! 

 
Kind regards 

 
Maja Lundkvist and Blerta Amedi 

 

A few personal questions 
 

1. I am a: 
Mark only one oval. 

 

 
 

2. My age is: 
Mark only one oval. 
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3. My highest finished education is: 
Mark only one oval. 

 

 
 

4. My current position is: 
Mark only one oval. 

 

 
 

5. I have been working at my current position for... years: 
 

 

20 statements about your workplace 
 

6. I value my employing organization. Mark only one oval. 
 

 
 

7. My values are similar to those of my employing organization. Mark only one oval. 
 

 
8. I value my colleagues. Mark only one oval. 
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9. I often agree with my colleagues. Mark only one oval. 
 

 
 

10. I know how to deal with work-related problems. Mark only one oval. 
 

 
 

11. In my employing organization there are unwritten rules. Mark only one oval 
 

 
 

12. I follow the unwritten rules of my employing organization. Mark only one oval. 
 

 
 

13. All members of my employing organization follow its unwritten rules. Mark only one oval 
 

 
 

14. I know what is considered right and wrong by my employing organization. Mark only one oval. 
 

 
 

15. If I were to witness one of my colleagues breaking the rules of our employing organization, I would 

inform my supervisor or manager. Mark only one oval. 
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16. Me and my employing organization share a lot of assumptions regarding how things should be done. 

Mark only one oval. 
 

 
 

17. My employing organization often use the same solution to different problems. Mark only one oval. 
 

 
 

18. I do not need to think before acting in work-related matters. Mark only one oval. 
 

 
 

19. Me and my colleagues often behave in a similar way. Mark only one oval 
 

 
 

20. Me and my colleagues share the same assumptions in work-related matters. Mark only one oval. 
 

 
 

21. My beliefs are similar to those of my employing organization. Mark only one oval. 
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22. Me and my colleagues often believe in the same things. Mark only one oval. 
 

 
 

23. I have strong opinions in different matters. Mark only one oval. 
 

 
 

24. When in an argument, I stand up for myself and what I believe in. Mark only one oval. 
 

 
 

25. Me, my colleagues and my manager/supervisor often agree on what actions will lead to organizational 

success. Mark only one oval. 
 

 
 

26. Do you believe that your employing organization has a strong organizational culture? Mark only one 

oval 
 

 
 
 
 

27. Do you believe that it is important for organizations to have a strong organizational culture to create 

commitment amongst its employees? Mark only one oval 
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9 statements regarding organizational commitment 
28. My economic well-being is very important to me. Mark only one oval. 

 

 
 

29. When looking for a job, the salary and other financial benefits (for example pensions) are the most 

important to me. Mark only one oval. 
 

 
 

30. When I look for a new employer, I consider my financial situation, and what I might win or lose by 

changing employer. Mark only one oval. 

 
 

31. My colleagues are very important to me. Mark only one oval. 
 

 
 

32. My work-related satisfaction is dependent on my relationship with my colleagues. Mark only one oval. 
 

 
 
 

33. My choice of work is dependent on my family. Mark only one oval. 
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34. My career is very important to me. Mark only one oval. 
 

 
 

35. I value the possibility to develop within my employing organization highly. Mark only one oval. 
 

 
 

36. It is important to me to have a certain status and seniority within my professional life. Mark only one 

oval. 
 

 

Thank you for taking the time to answer our questions! Your opinions are of great value to us. 
 

37. Lastly, is there anything you would like to add? 
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Appendix 3: Organizational culture traits in the self-completion questionnaire 
 

Table 1: Division of the four characteristics into statements for the self-completion questionnaire 
 

 
 

Table 2: Division of the three elements of continuance commitment into statements for the self- 

completion questionnaire 
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Appendix 4: Work years 
 
 

Figure 1: Histogram presenting the number of years employed at current organizations 
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Appendix 5: The Kolmogorov-Smirnov test 
 

Normally distributed data refers to a symmetrical, bell-shaped curve, in which the 

frequencies are divided so that the smallest frequencies are found in the beginning and 

end of the curve, and the larger frequencies are found in the middle of the curve (Pallant, 

2016). To assess the normality of the collected data, and to see which tests are suitable for 

further analysis, the Kolmogorov-Smirnov test was conducted. The Kolmogorov-Smirnov 

test assess normality of data through examining the distribution of values. For the results 

of the Kolmogorov-Smirnov test to be significant, that is for the results to indicate that the 

data is normally distributed, it must surpass an accepted limit of 0.05 (Pallant, 2016). 

 
Table 1: Results of the Kolmogorov-Smirnov test 

 

 
The results of the Kolmogorov-Smirnov test are presented in table 1. As seen in the table, 

the monetary element received a value of 0.2, the social element a value of 0.005 and the 

professional element a value of 0.009. The results of the test indicate that the social and 

professional elements of continuance commitment are not normally distributed. The 

monetary element is however normally distributed, as the result of 0.2 surpass the limit of 

0.05. As the results of the Kolmogorov-Smirnov test do not fulfill the requirements of 

normally distributed data, the collected data is not considered normally distributed. 
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Appendix 6: Cronbach´s Alpha test values on the dependent variables 

Table 1: Result of Cronbach´s Alpha test 
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Appendix 7: Cronbach´s Alpha test values on the independent variables 

Table 1: Result of Cronbach´s Alpha test 
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Appendix 8: Multiple linear regression results – The monetary element 
 
 

 
 

The R2 for the monetary element present a value of 0.537 (see Appendix 7, table 1). This 

value indicates that the monetary element is affected by the independent variables by 53.7 

%. Further, the standardized Beta value presents which of the independent variables has the 

strongest effect on the dependent variable (Pallant, 2016). In table 5.13, it can be noted that 

the characteristic beliefs have the highest standardized Beta value, 0.377, and therefore has 

the biggest effect on the monetary element. Moreover, table 5.13 presents large variations 

in the p-values of the variables. As the test is one-tailed, all p-values presented in the tables 

5.13, 5.14 and 5.15 must be divided by two to be compared to the significance level of 0.05. 
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Appendix 9: Multiple linear regression – The social element 
 
 
 

 

The R2 for the social element presents a value of 0.483, indicating that the independent 

variables effect the social element by 48.3 % (See Appendix 8, table 1). Further, the highest 

standardized Beta value belong to the characteristic assumptions, showing a value of 0.222 

in table 5.14. Moreover, the norms characteristic also provides a positive standardized Beta 

value of 0.091. Contrary to the monetary element, the social element presents a negative 

standardized Beta value for the control variable Sex. 
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Appendix 10: The multiple linear regression – The professional element 
 
 
 


