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Abstract 
The ability to shift loyalty from time to time gives one the possibilities to adapt in different 

situations. The postmodern society, constantly in a flux, offers the organisation several 

challenges where one is to attract and keep employees. Through a qualitative approach, this 

thesis aims to study on which level nurses are loyal towards an organisation such as 

Sahlgrenska Universitessjukhuset and if they are to be seen as tourist from a postmodern 

context. The results from the interviews have been analysed from an identifying perspective, 

where loyalty is based on feelings rather than the labour law perspective, which offers a 

fragmentary, instrumental and less dynamic version than the identifying perspective.  

 

The result shows that loyalty is something the nurses see as important in the nurses – patient 

relationship and that loyalty is something that is developed through care for patients and 

colleagues and not through organisational efforts. Analysing the result also shows that nurses 

could be seen as tourists from a postmodern context, based on the possibilities in society that 

their education give them. 
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Fluids travel easily. They flow, spill, run out, splash, pour over, leak, flood, spray, drip, 

seep, ooze; unlike solids, they are not easily stopped – they pass around some obstacles, 

dissolve, some others and bore or soak their way through others still. From the meeting 

with solids they emerge unscathed, while the solids they have met, if they stay solid, are 

changed – get moist or drenched. The extraordinary mobility of fluids is what 

associates them with the idea of lightness. There are liquids which, cubic inch for inch, 

are heavier than many solids, but we are inclined nonetheless to visualize them as 

lighter, less weighty than everything solid. We associate lightness or weightlessness 

with mobility and inconstancy: we know from practice that the lighter we travel the 

easier and faster we move. These are the reasons to consider fluidity or liquidity as 

fitting metaphors when wishing to grasp the nature of the present, in many novels, 

phase in the history of modernity. 
 

- Bauman Liquid Modernity 

1. Introduction and problematisation 
After leaving what I had expected to be a lifelong career in the armed forces for university 

studies, my loyalty, which I believed was carved in stone suddenly changed in to something 

liquid. Changing my career path also made me interested in loyalty, realizing that loyalty is 

something that changes during time, and in a post-modern society where change is constant. 

Specifically, it made me ponder upon if lifelong employment is something to strive for or if it 

belongs to the past. If changing jobs seems to be more commonplace today than it was in the 

past, is this then an aspect of globalisation and does it affect everyone? Among all it affects, 

the thought of the ability to follow the constant changes and create a new identity for every 

situation together with the concept of loyalty, struck me as very important. There is no longer 

a structure that provides useful guidelines as before. You are left on your own, to choose what 

you think is best and to create an identity of your own without guidelines. 

 

Stefan Fölster
1
 considers that the individual who possesses specific or unique knowledge is 

more valued than others. This makes the relationship between employers and employees 

different, since companies have to show more consideration for the employees because of the 

fact that people are individuals and need an individual relation to the company to be able to 

perform optimally;
2
 moreover, when the cost of a new employee can run up to a total of 200 

% of the individual’s annual income according to Kaye & Jordan-Evans,
3
 this is one good 

reason why organisations should be aware of how to connect with employees to create 

loyalty. Should employees trust the organisation, are they allowed to feel commitment, who 

should they identify themselves with, and does the organisation trust them – are they really 

important? 

 

Seeing the organisation as a political arena might help to add new dimensions to the 

development of the way to lead and create new means of treating the employees. Should one 

abandon Weber's rational paradigm
4
 in organisational progress and allow more room for the 

human relational paradigm, especially when, seen from an organisational perspective, more 

and more people tend to put their trust in networks? Networks are hard to monitor and there is 

seldom a specific goal to strive for; therefore more time has to be spent on the employees. The 

                                                 
1
 Former Chief Economist for Confederation of Swedish Enterprise http://www.svensktnaringsliv.se/ 

2
 Attention, nummer 6 oktober 2005, Repro: Grafit, Västerås, Tryck: Winkowski, Polen. Utgivare: Bonzoo – Ett 

Bonnierägt företag, p. 53. (Own translation) 
3
 Kaye & Jordan-Evans, 2000 

4
 Styhre, 2002, p. 4 

http://www.svensktnaringsliv.se/


2 

 

Tayloristic mentality
5
 is gone and there is a need to create the right circumstances for the 

employees so they do not feel alienated and helpless.  

 

The employees are the ones that the organisation has to convince to stay. This type of 

discourse creates a whole new way of thinking where important concepts such as 

commitment, identity and trust are created for the survival of the organisation, and where the 

ability to withhold the creative class
6
 that are highly skilled and of great importance for the 

organisation.
7
 

 

While studying new organisational forms one can see that more and more organisations are 

moving towards a relationship-based or trust-based form, giving the employee more 

possibilities to control his own work and its outcomes. In other words, loyalty is essential for 

the survival of the organisation. However, one problem is that no one really describes how 

loyalty arises. 

 

From this view my interest in loyalty as a concept has arisen, not only because I myself have 

changed my view on how I look upon loyalty over time, but because I found it interesting 

studying people's different opinions, especially when it regards loyalty towards an 

organisation. 

1.1 Main questions 

I want to study what's behind loyalty and how this concept affects us in a fluctuating 

environment and world. My aim is to, from an educational perspective, see how employees 

behave loyal to the organisation. 

 

The purpose of this essay therefore is to analyse on which level the nurses at Sahlgrenska 

Universitetsjukhuset (SU) are loyal, whom they are loyal towards, and to verify if nurses can 

be seen as a tourist in a postmodern society. 

2 Background 

2.1 Post-modernism: Globalisation and a crystallisation of new citizens 

In the industrial society, capital was strongly connected to geographical territory, which gave 

nations a great amount of power. Production could be seen as an interaction between labour 

and capital, where both parties were equally dependent on the government. 

 

According to postmodernists, globalisation has made the government more dependent on 

multinational organisations to be able to maintain the welfare state. The interaction there was 

once between companies and the state has become a more biased power relationship, where 

the multinational organisations move between different states, focusing on profit. Factories 

have become leaner and slimmer; downsizing is a new principle in this era that we live in
8
. 

The ‘new progress’ that downsizing enables is the replacement of employees with 

technological advances.
9
 Post-modernity has changed the game plan and turned the formerly 

                                                 
5
 Florida, 2001, p. 95 

6
 Florida, 2001 

7
 Lindström, Hård af Segerstad, 2005 

8
 Bauman, 1998, p. 25 

9
 Florida, 2001, p. 87 pp 
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solid patterns of dependency and interaction into something that is hard to grasp, like fluids.
10

 

The globalised society has developed into something that does not keep the same shape for a 

long time; it is easier to reshape than to store, and maintaining values and norms within 

requires careful and precise attention.
11

 

 

The postmodern society has created a new way of competition between states, where the 

important issue is to maintain a good organisational climate.
12

 In practice this means that 

governments have to lower taxes, create a flexible labour market, and minimize the 

obligations for companies that could cause trouble in a future undesirable situation. The new 

era that we live in today has created the ability to move faster between places. Accordingly, 

distance tends to have less significance; the world is shrinking rapidly every second. The 

meaning of a geographical home nowadays tends to have less importance, which turns us into 

nomads or travellers
13

. This is seen in society where more and more companies tend to move 

production abroad to lower their costs, where on-going globalisation and technological 

advances gives us the opportunity to easily move between places, and find information which 

is an aid when it comes to travelling and working.
 

 

According to Ulrich Beck, there are five factors that underlie the power that the transnational 

companies receive in a globalised society. These factors have made the companies 

untouchable for governments. This means that the companies now act on a different level 

compared with unions, employees and the governments.
14

 Beck lists five factors that the 

power of the multinational companies is based on concerns: 

 

 Job opportunities can be exported to places where the costs are as low as possible. 

 Production and services can be split through the new information technologies to 

create functional networks.   

 Horse trading is possible on a global level because of the opportunity to play states 

and regions against each other and thereby obtain the best conditions.  

 States can be punished because of prices in the country or because of their hostility to 

investments. 

 With the freedom to decide where to invest and where to produce, companies optimise 

their situation. This means that the company can recruit in places where human capital 

is best and, at the same time, pay salaries in a country where the social costs are as low 

as possible.
15

 

 

The welfare state has come to an end in the postmodern society; public welfare could be seen 

as collective insurance, equality for the ones who lack the ability to pay. The welfare state 

protects those who fall overboard and into unemployment. It also provides security for those 

who are short term unemployed by supporting them through collective resources such as 

unemployment insurance funds and social assistance, which enables them to survive in 

society and return to employment once the economy recovers. On the other hand, the welfare 

state classified decency to all individuals as a right, regardless of their contribution to the 

common wealth. This classification of decency as a right disables the least questioned and 

untouchable premise in the welfare state, namely the right to a dignified life due to political 

                                                 
10

 Bauman, 2000, p. 8 Liquid 
11

 Bauman, 2000, p. 8 Liquid 
12

 Bauman, 2002, p. 37 
13

 Bauman, 2000, p.74 
14

 Beck, 1998, p. 25 
15

 Ibid., p. 16 
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citizenship rather than economic performance. In the postmodern society, this, which some 

people see as horrendous, is now a distinct possibility: the state lacks the social safety net; a 

society that sees no reason to pay for the re-commodification of labour that it does not need.
16

 

With this in mind one can more easily explain the drastic changes that the government has 

recently made to the unemployment benefits. Looking at it from this angle, the quote by 

Margret Thatcher, British prime minister during the eighties, no longer sounds too absurd:  
 

"I think we've been through a period where too many people have been given to 

understand that if they have a problem, it's the government's job to cope with it. ’I have 

a problem, I'll get a grant.' 'I'm homeless, the government must house me.' They're 

casting their problem on society. And, you know, there is no such thing as society. 

There are individual men and women, and there are families. And no government can 

do anything except through people, and people must look to themselves first. It's our 

duty to look after ourselves and then, also to look after our neighbour. People have got 

the entitlements too much in mind, without the obligations. There's no such thing as 

entitlement, unless someone has first met an obligation."
17

 

 

Nowadays, organisations move to less demanding areas the moment they are asked to 

participate in a welfare aspect or when asked to participate in social developing programs by 

governments, that grasp the idea of an intact welfare state haunted by the fear of a society 

where the penniless flock to the cities as income sources flee. It is conceivable that employers 

might try to profit on this, lowering costs of local labour in exchange of staying with their 

society for another year or two.
18

 

 

During 2005 the multinational organisation General Motors (GM) logrolled between the 

Swedish city Trollhättan and the German city Rüsselsheim about who would build 300 000 

cars annually, with the associated new job opportunities for the area. When the decision came 

in March 2005, the loser in this case was the Swedish government, which made promises 

about enforcing infrastructure to enable better transportation. When GM decided where one 

should build the former Swedish company Saab cars, the winner was Germany and the city of 

Rüsselsheim. Vice President Carl-Peter Foster said to Dagens Nyheter: “The challenge was 

necessary, otherwise Trollhättan and Rüsselsheim wouldn’t realise the seriousness of the 

matter”
19

. From this perspective, there are lots of questions that need to be answered in 

Sweden, especially because of the recent notice that started due to the world economic crisis 

that has especially affected the Swedish west coast where Saab hade its main base. 

 

Along with the concept of flexibility, need of knowhow and the right appearance, 

employment will no longer be recognised in the same way as before. Short term employment 

and the ability to choose freely will create a group of people that resembles a competitive 

force that gambles with high stakes and leaves a larger group of the population excluded from 

employment, a group whose only wish is to be able to take part.
20

 Clearly, no job or position 

is fully safe, no skill is everlasting.
21

 According to researchers, a young American can expect 

to change jobs eleven times during his career.
22

 To reiterate, big corporation progress 

nowadays means a downsizing of personnel and advancing progress of technological 

replacements. This means that organisations and the individuals who have assimilated the idea 

                                                 
16

 Bauman, 1998, p. 45 pp 
17

 http://www.margaretthatcher.org/speeches/displaydocument.asp?docid=106689  
18

 Bauman, 1998, p. 45 pp 
19

 Dagens Nyheter 2005-03-03, B2 (own translation) 
20

 Bauman, 2002, p. 34 p 
21

 Ibid., p. 40 
22

 Ibid., p. 34 

http://www.margaretthatcher.org/speeches/displaydocument.asp?docid=106689
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of flexibility will work in loosely composed networks, with weak social bands. These forms 

of loose social bands are characteristic of institutional networks and are growing more 

important in the postmodern society. Loyalty is therefore no longer necessary;
23

 or rather, it is 

not necessary to be loyal towards an organisation, but it is in fact more important to be loyal 

towards one’s own network. Without a network of trust, one will not be able to prevail in the 

long run. 

 

To be able to be loyal towards a heterogeneous network in postmodern society, the central 

thing in one’s life strategy is not to build an everlasting identity; it is to make sure you will 

never get caught in just one.
24

 However, according to author Lars Humer, the tendency in 

postmodern society is that the organisations are moving from a strict hierarchy towards a 

“flat” type of structure, where responsibility lies with everyone in the organisation and not, 

like in hierarchies, at the top.
25

 This type of structure makes loyalty to others important, and is 

quite the contrary to the post-modern Bauman and his thoughts about loyalty. 

 

In the new society that is taking form, one could say that the odds are against the welfare 

state. Postmodern social differentiation is created through the ability to choose, an ability that 

is created through the realistic possibilities one might have. The more possibilities there are to 

choose from, the higher one is able to climb in the social hierarchy.
26

 Everything that is 

conformed and solid and could fit in with the modern society nowadays hinders and creates 

barriers for the individual. A lean and slim body with an ability to travel while remaining 

constantly in touch is what one should strive for. Heavy, slow and immobile structures are the 

dangers that one should be aware of and best of all stay clear of.
27

 

 

Society and the labour market have changed as much as the individual. Like companies, the 

individual is more flexible and has a stronger sense of individual freedom. With the 

introduction of a global postmodern labour market, the individual has adapted to its game 

rules and assimilated to the new society. This new society has created ideals such as a 

continuous development during life, flexibility, consumerism and a lifelong learning 

perspective which has resulted in a society where two groups stand out from the crowd. These 

two are the vagabond and the tourist. 

2.2 Who am I? 

Waking up in a world with constant changes and a never ending flux like the one that a 

postmodern society can offer, gives the individual the possibility to choose among countless 

options. One of the options is to become either a Tourist or a Vagabond. This is a choice that 

is dependent on different factors but it is still a choice that everyone is forced to make in a 

postmodern society. 

2.2.1 The Tourist 

The Tourist is a traveller who goes from place to place visiting places without becoming a 

part of them. The tourist takes part in everything but does not get involved and affected with 

an eagerness to settle down, trying to maintain a distance between every place he visits, 

allowing the tourist to be free and able to move whenever he wants, lacking a specific goal for 

his travels as well as a predetermined travel plan. One may say that the tourist is controlled by 

                                                 
23

 Sennett, 2003, p. 35 
24

 Bauman, 1997, p. 123 
25

 Aronsson, Karlsson, 2001, p. 156 p 
26

 Bauman, 1997, p.128 
27

 Bauman, 2000, p. 128 Liquid 
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impulses that are a result of coincidence.
28

 Everything that binds the individual is a threat to 

the individual’s freedom and the tourist tries to create a situation that makes it possible to 

travel to a new place if or when feeling suppressed. 

 

The tourist finds herself to be inside and outside a place at the same time
29

. In other words, 

loyalty is something that the tourist tries to avoid at any cost. The reason for this is that 

loyalty binds the tourist and limits the tourist's quest for fulfilling one's dreams. To be bound 

to a place mean that one has to spend a lot of precious time there, time that is expensive in the 

postmodern society and makes one grow old. Thus, growing old is a fear of those who live in 

the postmodern society. 

 

Seen through Sennett’s eyes, one has to live with the fact that the older you get the more 

inflexible you will become. Older employees tend to be more critical than their younger 

colleagues because of their loyalty to the organisation. Younger people, on the other hand, 

seem to submit to executing bad decisions, but if they are unable to get on with the company, 

they prefer to quit and move on. Younger people’s flexibility makes it easier for companies to 

form employees in order to benefit the organisation, concentrating on the individual's actual 

competence and less on past experience.
30

 According to the postmodernists, the power of the 

experienced employees’ voice is no longer as important as it used to be, creating problems 

with loyalty towards the organisation which in many cases would lead to a discontented 

employee who feels betrayed and therefore will not do a good job. One solution to this 

problem might be recruitment companies. 

 

From a work ethic perspective, work that gives immediate pleasure is something to strive for; 

jobs that give satisfaction and a sense of fulfilment are worth having. Other jobs that do not 

need sophistication, discernment and a lot of schooling are seen as worthless and unworthy of 

having. The jobs the tourist looks for have to be interesting, varied, exciting, involve risk 

taking, and able to give the tourist a chance to develop and be self-fulfilling. A job that is 

monotonous, routine and not able to offer a challenge is not interesting.
31

 

 

 

To be able to choose freely is the top priority for the tourist, and the self-improving ideal that 

leads to a good life in postmodern society is a dream that the tourist is close to fulfilling. The 

more freedom of choice the individual has, the more the tourist exercises his rights to aim 

higher in the social hierarchy he reaches. Wealth and income play a role in this quest but are 

only seen as a way to climb the stairs and reach higher in the social hierarchy.
32

 

 

The new upper class, the tourists, broadcasted by media in their struggle to find new and 

different ways to be unique, set the standard for the rest of the population, the ones that dream 

of the possibility to become a tourist. The quest for an identity is also seen in work-related 

areas. Work is just like consumer goods, something that should be appropriated and 

possessed. The problem is that it should only be possessed for the sake of being consumed. 

The consumption of one identity should not stop the tourist from searching for new and more 

improved identities that are loosely arranged, short-lived, and replaceable. The goal is to have 

a job that will function as a vocation, a job where a self-fulfilling way of life is the main 

                                                 
28

 Bauman, 1997, p. 123 p 
29

 Bauman, 1997, p. 123 
30

 Sennett, 2003, p. 130 pp 
31

 Bauman, 1998. p. 34 
32

 Ibid., p. 31 
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object, and a way of living through the job.
33

 The tourist keeps distance to his surroundings, 

and is constantly on the move or at least ready to move in seconds if something better turns 

up. This is something that organisations have to be aware of and employer branding
34

 is a 

concept that has entered the arena in the quest for finding work craft. It is not enough to have 

a slick surface and a fancy advert to entice a tourist – the organisation needs to be able to 

express its depth and ideals as well, making it consumable. 

 

The ability to move and to be able to choose what is new and amusing is freedom for the 

tourist. Autonomy is important, granting him the ability to never mortgage self to someone.
35

 

In other words, the tourist never demands anything from his surroundings and he treats every 

situation as a new one that brings new qualifications, challenges and possibilities. Once able 

to move without notice the tourist is able to embrace everything lightly and he will make sure 

that he is ready to embrace the next adventure's replacement in just the same way – lightly
36

 
37

. 

 

In the post-modern society the tourist is an ideal person who fits in with the constant state of 

flux that the post-modern society experiences. The tourist wakes up every morning with no 

demands from yesterday hanging over him. He is malleable, and this is something that 

companies and the postmodern society look for a truly flexible individual. 

 

Still one has to realise that the life the tourist lives is simple but fabulous. On the other hand, 

the vagabond, the tourist’s nightmare, is the backdrop which enables the tourist to shine and 

prosper and, inevitably, the darker the background, the brighter the shine. The more pathetic 

and pitiful the life of the vagabond looks, the easier it is to live the tourist life. Thus, it enables 

the tourist to look at his life and see the risks and embrace them, telling him that it is better to 

choose the path that he has chosen, instead of becoming one of those who makes him shine. In 

other words; there is no other alternative or option.
38

   

2.2.2 The Vagabond 

The vagabond is the tourist's alter ego, the one that draws the shortest straw in the 

postmodern society. Like the tourist, the vagabond is a traveller but not of his own free will; 

the vagabond is, in fact, forced to adopt this behaviour. Freedom for the vagabond is to be 

able to stay in one place, which is impossible because of the feeling of being unwelcome. The 

feeling of not being welcome forces the vagabond to find a place where he is able to settle 

down for life, something that is impossible in the postmodern society where the freedom to 

choose which path to walk is for those who are able to follow the fluxes in society
39

.  

 

Because of the globalised structure of living, it is not possible to stay in one place, unless, of 

course, one is satisfied with the only possibility of being a servant for the tourist, and granted 

less interesting jobs. Sennett sees this as something that organisations profit from, when the 

employee realises that he cannot trust the company he becomes employable
40

. In other words, 

                                                 
33

 Bauman, 1998, p. 28 p 
34

 Through employer branding an organisation expresses an image of their own organisation as a marvellous 

place to work at. Strong employer brands like IKEA have employer value propositions pervaded in actions and 

behaviors' that summons positive feelings and tangible benefits for current and prospective employees. 
35

 Bauman, 1997, p. 123 p 
36

 Bauman, 1998, p. 28 
37

 Bauman, 2000, p. 120, Liquid 
38

 Bauman, 1997, p. 128 p 
39

 Ibid., p. 127 
40
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he becomes a tool in the hands of the tourist, profitable and a resource that is necessary in the 

new society and for the tourist’s way of living. 

 

The difference between the vagabond and the tourist, when it comes to travel, is that the 

vagabond is aware of his shortcomings, while the vagabond is unwanted. The tourist moves 

because of a love of the globalised world and what it has to offer. The vagabond travels 

because he is forced to, as there is no other choice. The globalised world has adjusted to the 

tourist, while the vagabond’s dream is to be able to live life like a tourist. The tourist is an 

individual that the vagabond admires, a person who is successful.
41

 The vagabond is forced 

into poverty not only by economic standards, but also by a social and cultural standard. This 

causes a fall of self-esteem and feelings of shame and guilt. The inability to adjust and the 

humiliation of being cut off from the ability to be a part of what society defines a happy life, 

and being unable to grasp what life has to offer is shown in hatred, self-deprecation and 

frustration.
42

 Thrown into this situation, the vagabond is classified as persona non grata by 

the postmodern society, unable to consume like his alter ego, the tourist, who is able to find 

and choose the parts in the information-stream that are worth something. Therefore, the 

vagabond is seen as an inadequate consumer. 

 

Life as a vagabond is characterised as boring in the postmodern life. One could say that, 

unlike the tourist, the vagabond does not lack time; the feeling of a lot of time is something 

that creates a feeling of boredom. The vagabond feels that he is left behind, excluded from the 

rest of society. Lack of economic needs and a disability to fit in socially and culturally does 

not mean that the vagabond is able to live in another society. He still lives in the same society 

as the tourist and this results in a poverty that is aggravated by the vagabond's time-aspect 

where not being bored is the norm in the consumer's life, and anyone who cannot live up to 

this should be seen as having themselves to blame, and becomes an easy target for other 

people's hatred and blame.
43

 This creates a picture where the vagabond is seen as a criminal 

element in society, a plague that might spread and needs to be controlled, classified as 

underclass, the vagabond executes the only possibility he has when it comes to freedom of 

choice, falling down. Even though this form of choice is seen as a choice of free will, it is still 

a choice that is seen as wrong by the rest of society. The opportunity to grasp the new ideals is 

right in front of the vagabond, but the will, effort and wits are lacking, creating a wider gap 

between him and the tourist.
44

 

 

Seeing himself as a second hand product causes the vagabond to see no meaning in life. He is 

thrown into the underclass because of society’s view that they are useless. The mentality that 

everyone would gain if they vanished is common. This view, on the other hand, creates a 

feeling of animosity towards those who are prosperous and who view the vagabond as a 

plague. The vagabonds have become individuals unable to choose and when they choose they 

make the wrong choices or, as is more common, they tend not to choose at all.
45

 

 

Before heading onwards towards the concept of loyalty, I have to mention that when it comes 

to tourists and vagabonds one has to realise that they are metaphors. The individual can, in 

fact, stay at one place and still be a tourist or a vagabond; in the postmodern society there is 
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no actual need to travel geographically. Bear in mind that the theoretical definitions are 

similar to Max Weber's: Der idealtyp
46

. 

3. Conceptual ideas 

3.1 Et tu, Brute! 

Loyalty as a concept is something that differs from situation to situation and every person has 

his or her own definition of loyalty. According to research on postmodern society, people tend 

to show less loyal behaviour towards organisations, mainly because of the constant 

fluctuations in the economic climate
47

. This causes people to act in a specific way, which 

means that they tend to stick to themselves and act in what could be said to be a rational way. 

The employer and the company people work for are not to be trusted, which means that 

individuals do not have to be loyal to the company. To belong to something or someone often 

involves loyalty, which makes demands on the individual. But in the postmodern society 

loyalty has another form and meaning than before, and networking has had a big impact on 

organisational theories. Networks are one of the new types of organisations that are 

proclaimed as the future; this type of organisation is based on loyalty, and without loyalty the 

network would collapse. Therefore, loyalty is given a prominent role in organisational theory. 

Basically, this is because the concept involves lots of different synonyms such as trust, 

devotion, allegiance, and so on. To be able to understand the nuanced concept – such as 

loyalty towards an organisation – one must have knowledge about the concept of loyalty in 

general. Loyalty has sometimes been used restrictively in organisational discussions, since 

loyalty has not been portrayed as something positive; nevertheless, loyalty is something that 

most of us see as a positive rather than a negative factor.  

 

Arguing about the nature of human beings, one could say that showing consideration for 

others is something that is natural. From this perspective, therefore, the interests of the 

individual have to come before those of the organisation. Without loyalty to the group or the 

organisation, the weakest link would be eliminated.
48

 Loyalty is a behaviour that is settled in 

society and to be loyal is seen as a big part of being human. Loyalty to the family is one of the 

first things that a child is taught and that loyalty continues throughout life and, as said before, 

some sociologists’ claims that loyalty should be seen as objectionable behaviour where the 

postmodern society has repressed traditional ideals and thoughts, such as loyalty resulting in a 

less loyal society from a collectivistic perspective. The postmodern society is a society that 

promotes individualism and neglects the communitarian ideal that used to exist
49

. It seems as 

if loyalty is not as important as it used to be either in organisations or between people. 

 

However, the concept does not only include an emotional aspect; in some situations one may 

talk about loyalty as something that has to be earned and loyalty also has to be discussed 

through a justice perspective.
50

 Viewed from a labour law perspective, loyalty is held to be 

very important. This perspective points out that one should be loyal towards organisations, 

groups, professions and so on, and that this should be seen as an instrumental form of loyalty 

that is based on a hierarchic model where the formal system is in focus. This means that one 

must separate roles and individuals, mostly because loyalty is seen as tied to a position or a 
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function rather than to the possessor. Loyalty through a labour law perspective is mainly 

viewed through the aspect of legal obedience. Loyalty that is not based on labour law is based 

on emotional bonds, which makes this form of loyalty difficult to define, creating a more 

diffuse and blurred concept of loyalty.
51

 This, on the other hand, allows the opportunity to 

create a perspective of loyalty that gives a more nuanced and less rigid sense of loyalty than 

an instrumental labour law perspective gives. According to research, the labour law aspect is 

an inadequate way to explain people’s loyalty towards others because the instrumental view 

cannot explain the aspects that concern non-instrumental goals and behaviour between 

people
52

. 

 

Theorists, such as Bang, offer different ways of defining loyalty because one tends to have 

different loyalty towards an organisation than one has to work, colleagues, the organisational 

traditions or the organisational goals. Bang’s three definitions of loyalty are: 

 

 Amenability – Develops when an individual accepts influence from another individual 

or group because one wants to reach a goal or escape punishment. Deceptive loyalty or 

weak loyalty is a typical example of amenability. 

 Identifying – Is when an individual adopts behaviours, norms and values to please 

another person or group. These values are fundamental for the development of one's 

self-esteem. The individual is still influenced by the others in the group. From a 

loyalty perspective the individual might move if a better offer is made. 

 Internalization – This is the strongest and most permanent form. Internalization creates 

the strongest bonds because the individual agrees with the demands made by the 

organisation. 

 

Separating the ones who always say “Yes”, from the ones who are loyal and critical in an 

organisation. Is, according to Bang, one way to be loyal as it helps, improves and develops the 

organisation to become something better.
53

 The degree of loyalty an employee shows is 

according to his or her organisational position and which alternatives that are offered.
54

 

 

From the aspects above, one can find two general types of loyalty. The first is the 

instrumental and the second is the identifying loyalty. The identifying form of loyalty is based 

on feelings and the instrumental form is based on loyalty towards a formal system, which 

encourages loyalty through written contracts and economic concessions. Although there is a 

distinction between the two types of loyalty, one may still be able to manipulate the 

identifying form of loyalty and the instrumental form - which is based on economic motives - 

finally results in emotional development.
55

 

 

During my studies, I have experienced that the meaning of loyalty varies as much in everyday 

use of the term as well as with who uses it. Given the flexibility with which the term loyalty is 

used, it is not surprising that opinion differs concerning whether it is good or bad, stable or in 

decline and so on. To be able to avoid a biased picture of loyalty or get stuck in an 

instrumental view I have chosen to define the conceivable factors that create loyalty by using 

identity, trust and commitment as the effecting factors. In the following chapter I will explain 

what I think is included in my view of identifying loyalty. 
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3.2 Identity (ID) 

In the postmodern society ID is constantly shifting and closely associated with the welfare 

state's dismantlement and the growth of insecurity that depends on the flexibility of the 

market.
56

 Instead of building an ID gradually, the postmodern ID is more like a number of 

snapshots put together, fragments of time with no organised structure. This form makes it 

easy to dismount and create something new and unique.
57

 The possibility to form something 

unique for every new situation is needed in a society where constant flux is norm. 

Nevertheless one needs to have an ID, but the problem is that an everlasting ID is more of a 

burden that limits one to stay floating in the constant fluxes in society creating difficulties 

when people need to choose the right ID for the right time.
58

 While analysing ID, the concept 

is often described as a shared world based on knowledge, meanings, values and norms that 

can be uttered and communicated in a symbolic form.
59

 

 

 ID is tied to tradition and history. 

 Through knowledge, one is able to understand and act according to one’s ID. 

 ID is a collective thought and the ID is similar for every member of the group, society 

or organisation.  

 The character of ID is based on ideas.  

 ID thoughts are emotional rather than rational.  

 ID is understood through the reading of symbols. 

 

Having a fixed ID in the postmodern society forces the individual to close the doors to other 

possibilities, in a society where changes happen constantly, just like in the postmodern society 

where the demands of a non-fixed and free-floating individual who is able to adapt to the 

situation is high priority.
60

 The biggest problem in the postmodern society is therefore which 

ID to choose and how long one should stick to it, especially when there is unstoppable 

experimentation. One never knows which ID brings the most satisfaction or is best to 

display.
61

 Bauman’s view that “Identities are for wearing and showing, not for storing and keeping”
62

 

defines what comes with the idea of an ID, useful for the individual, in the quest of defining 

herself, making it possible to create an effective feeling towards the organisation and the 

symbol that the bearer chooses to wear, creating a profile for the purpose of communicating 

and influencing the surroundings and shaping oneself into something that others will 

remember in the future. 

 

As for the individual, modern organisations have become more vulnerable unless they 

constantly adapt to the society. If they act in a way that upsets the crowd, the result is that the 

crime is more than dismissed as a scandalous organisation that wants to increase their profits. 

People tend to feel they participate in the organisation's wrongdoings and are affected by this. 

It is intense on an emotional level and brands or organisations that have been cherished for a 

long time, helping the bearer to form an ID, do not necessarily remain cherished in the fan- 

and celebrity- relational postmodern society for long.
63
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The development of a unique ID – as well as the development of an organisational culture – 

comes along with the creation of loyalty. The development of one's own ID is demanded if 

one wants to create loyal behaviour in a group, and this is also the basic idea if one wants to 

create a loyal behaviour on a higher level in an organisation. To create trust one has to have 

an ID that enables others to associate with it. In this task, ID becomes an important 

influencing factor in the quest to create an organisation where loyalty exists. ID in this 

situation can be compared with basic principles in the quest for security, included in the 

grounded social needs that are necessary to achieve good psychological health according to 

Maslow's hierarchy of needs. 

 

ID is central in forms of control associated with corporate culture, but also in other contexts 

where senior management tries to form or discipline employees through other means than 

pushing for a company-specific set of ideas, virtues and ways of doing things. Compared with 

workers whose competence and results are more materially grounded, many knowledge-

intensive workers must struggle more for the accomplishment, maintenance and gradual 

change of self-identity. The group of knowledge-intensive workers has an advantage in 

developing and maintaining a positive work identity. Education, status, high pay, and 

interesting work tasks aid positive work ID. Compared with others who invest less self-

esteem in their work and who have low expectations, people in knowledge-intensive 

organisations are in consequence more vulnerable to frustrations contingent upon doubt of 

performance and confirmation. 

 

Alvesson acknowledges that in many knowledge-intensive companies, management is partly 

about regulating people’s identities – establishing standards for how the employee should 

define oneself. Large knowledge-intensive organisations are prestigious and membership 

means status and identity support. In such an organisation the employee places strong value in 

being attached to a prestigious organisation. The more well-known and respected the 

organisation is, the more likely the employees define him or herself through belonging to it.
64

 

The problem is that employees tend to have both formal and informal ways of classifying 

themselves, according to the groups they participate in. In the formal group one can find well-

defined roles such as specific titles. These groups are mostly task-based, which means that 

members of this group have been given specific assignments. On the other hand, the informal 

groups are more relationship-based, and therefore the roles that the members have are more 

on a personal level. An individualistic holistic role is created by the individual and the group’s 

expectations.
65

 As a result, this holistic role is based on norms and moral obligations which 

are a way to create identity based loyalty or identifying loyalty to the other members and to 

the group. In other words, the informal group has the right conditions for the creation of an 

identifying loyalty because of the relationship-based structure that makes it possible to 

develop an identity. 

 

Through different actions and other people's reactions and attitudes, humans reflect 

themselves and through this they are able to create their own I. This attitude helps the 

individual create an individuality of their own, which is something that one tries to develop 

during one's lifetime in order to be able to stand firm against the others. In other words, one 

tries to create a positive self-system through contact with people that can reflect and 

support one's own self-perception.
66

 We and them are two definitions that are important 

when one defines groups. “Them” is seen as deviating or unpleasant, exposing a lack of the 
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own group’s positive characteristics. This creates a stronger sense of unity in the own 

group and binds the members to each other.
67

 Looking at the individual, one has to realise 

that the individual has multiple self- conceptualizations. Identities, in social theory, often 

suggest that an individual has as many different social identities as they have group 

memberships.  

 

Different types of roles demand different types of identity. The same thing applies to roles, 

even though these roles might have the same function but in a different group.
68

 

3.2.1 Organisational identity (OID)  

OID can be used to define a company or to define the basis for the individuals’ actions or 

guiding principles, which they can either repudiate or honour. It is a conduct that is used to 

create a specific atmosphere that can be associated with the organisation.
69

 In other words, 

OID refers to the norms, behavioural patterns, and material resources that are unique for a 

group.
70

 If the organisation’s identity is characterized as extremely strong, one can talk 

about esprit de corps. Typical examples of this are military units, some religious groups 

and special police departments, where the included have a feeling of loyalty towards people 

who are involved in the same activity as they are, and where the commitment is seen as 

strong and rigid. 

 

In this type of organisation trust in each other is of great value to the organisation’s ability to 

perform. The problem with an organisation that has a strong OID is that it tends to react 

slowly to external pressure and variation. An organisation that has such a strong culture is 

close to developing a departmentalization of work that can make it problematic to develop an 

objective reference to the surroundings.71 This can result in a group that is out of control for 

the management. In special units and smaller groups, for example, the creating of an extreme 

ID can result in an idealistic and mythic picture of the organisation, themselves and if used 

properly it can be of much good, creating an elite view of that part of the organisation. This is 

often used in many armies, for instance, where different groups such as Special Forces and the 

foreign legion create myths around their organisation which in the end results in a good type 

of loyalty through an extreme ID. Though this might be viewed as positive, it might also 

create a problem when this type of loyalty is used in a wrong way where a small group can 

cause much damage and revolt, for example military juntas. 

 

To prevent problems the aim is therefore to be able to invest in employees and develop their 

ideas so that the organisation flourishes.
72

 OID as norms, ideas, values and feelings creates an 

obvious vision for the management, where OID as a definition is a tool that one can use to 

define the symbolic dimension and ideas that are common to a group or a collective. To focus 

OID is a way to clarify important angles of approach – a tool where one is able to, or at least 

to try to, practically understand the organisation's different areas.
73

 Football supporters are an 

excellent example of how individuals tend to identify themselves with a team or an 

organisation. The teams' colours, players, arena and efforts over time are the symbols that 

create the ID. Supporters feed on the symbols that surround the organisation, forming a 
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cultural and OID which help the individual to create an ID of their own and vis-à-vis towards 

the group. 

 

Through the OID one is able to separate people into classes. A thought of we and them is 

created.
74

 Through a we- and them-culture one can create a feeling of identity which is used to 

establish a thought of a we, where all the individuals with the same we-thought have a sense 

of belonging to something greater, and that they experience that one strives towards a 

common goal from which everyone will profit. By enforcing the OID, the organisation is able 

to create a feeling of trust. In this case OID is a tool to create a thought about us. Through 

pressure on the we-thought, the organisation is able to develop identifying loyalty and 

strengthen the organisation creating trust that can result in an increased feeling of a 

community, an increased we-thought. Depending on the situation, one uses identity to 

distinguish oneself from them and associate with we. OID is viewed as a shared mental 

representation that individuals have about their organisation, embracing what they call the 

“manifestation perspective”; in other words, logos, corporate advertising, and employee 

behaviour
 75

. With postmodern eyes one can see that organisations become more and more 

“virtual” and one has to realize that organisations use image as a way to positioning 

themselves strategically on the market. The realm of imagery has increased and nowadays one 

has to sell more than just a product.
76

  

3.2.2 Different facets of the organisational ID 

Inside the concept OID one can find differences such as professed identity which is one of 

them and refers to what a group or an organisation professes about itself. It constitutes a self-

attributed identity based on discourse, and provides answers to how members define their own 

identity. As an example, one could work for Volvo and therefore label oneself as a Volvo 

employee. The professed identity is also a tool for people to create an ID inside the 

organisation, where employees also create identities towards other members in the 

organisation; there are IT-groups, HR-administrators and so on. The professed identity is 

fortified by the group' legitimacy and power within the organisation, and is the collective's 

way of defining its identity.
77

 Therefore, one can say that the professed identity is able to 

impact behaviour both inside and outside the group. 

 

Projected identity, on the other hand, is the way a member presents himself to others inside 

and outside the organisation. The difference between the professed and the projected identity 

is that the professed is mediated and the projected identity is based on communication, 

behaviour and symbols. The projected identity is varied depending on the discourse and 

circumstance and is sometimes a direct expression of the professed identity.
78

 The projected 

identity should not be seen as a manifestation through logos, designs or other visual aspects; 

the projected identity is everything an organisation does consciously or not.
79

 

 

An experienced identity in an organisation is a constituted collective representation and is 

based on cognitive beliefs, varying across time, the organisation's role and the employee’s 

situation. This form of identity is often used when defining organisational identity, and there 

one refers to what members of organisations feel to be the central and everlasting 
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organisational concept. The experienced identity could be seen as a social representation and 

is formed not only by the forces inside the organisation but also by the environment.
 80

 

 

The manifested identity creates internal and external boundaries and, as such, it is seen as an 

organisation's historical identity. The manifested identity could be seen as the sum of all the 

factors that define and project what an organisation is, where it is going, its history, 

management style, and market position.
81

 

 

One can also talk about an attributed identity which refers to the attributes that are recognized 

about the organisation by its spectators. Spectators will define their own answers to the 

question of image or reputation. The way one uses the terms depends on the nature of the 

attributes that one ascribes the organisation. Reputation is used when referring to briefer 

impressions. For example, if referring to Volvo the brand image is used. In this context, one 

could say that the closer to the organisation one is, the better one is at drawing a distinction 

between its public image and its actual identity. The organisational image is also dividable 

into two different types of images, where the first is what the member believes to be a 

perceived organisational identity such as what is distinctive, central and enduring about the 

identity. The second image is a form of external view; one could talk about what other people 

outside think about the organisation and the members that are connected to it.
82

 Blackwater 

Worldwide
83

 is hardly an organisation that is connected with anything good from an external 

view, but asking people working for them, one might probably hear a whole different opinion. 

 
Figure 1: Dynamics of the identities of organisations.
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3.3 Trust 

Trust as an important issue has been studied and shown to be a multifaceted phenomenon. In 

the absence of agreements on fundamental definitions and a way to classify it, trust therefore 

lets itself be grasped and summarised by various views on it. Central to the definition is that a 

truster believes something about someone or something else, a trustee. The truster believes in 

the trustee's ability, character, etc. which is important for the truster who may have problems 

if the trustee does not live up to what is expected from the truster.
85

 Trust between two actors 

can develop and change over time, depending on actions and the way the trustee translates 

these. The actors' own liability or trustworthiness is of great meaning but still trust is created 

within the trusters.
86

 Therefore one can say that trust is built on expectations that will occur at 

a future time. It comes as a form of complexity reduction that involves a problematic 

relationship over time. Showing trust is, in other words, a way to anticipate and create a 

certain future; trust in the present creates a trust in something or someone in the future. 

Complexity is reduced by the use of the present to create trust in the future. Sanner describes 

three different kinds of expectations that underlie trust: 

 

 Expectations of the accomplishment of the accepted and ethical order. 

 Expectations of technically competent role performance from parties involved with 

social relationships. 

 Expectations that partners in interaction will carry out their entrusted obligations and 

responsibilities, that is, their duties in certain situations to place others' interests before 

their own. 

 

Expectations are not essentially calculative, even though trust according to some is a 

calculative concept where one handles situations from a behaviour that is based on a 

calculative awareness. Expectation can differ to what one expects from the other. In this case, 

expectation also means hope, in that way that one should not connect it to a decision. Hope 

ignores possibility and therefore if one places hope in someone or something one ignores the 

risk and therefore more or less takes things for granted.
 87

 Giddens, on the other hand, objects 

to the view of calculation as a basis for trust. When trust is given to individuals or 

organisations, it is associated with a non-calculative attribution of feelings, such as devotion, 

expertise and love.
88

 If trust is based upon interaction and social norms, trustworthiness will, 

in turn, be formed gradually through a hermeneutic spiral forming a reciprocal understanding 

between the truster and the trustee. To develop mutual trust both the truster and the trustee 

have to display trustworthiness for one another, which in this process includes anticipation 

and obligation working together in an effective mode of co-ordination.
89

 Trust is more likely 

to be extended to a person or an organisation that has a good reputation on the market; 

therefore, one invests resources for the purpose of creating a reputation of being trustworthy, 

trying to find the right resources to be able to create a subjective image that creates an aura of 

trustworthiness.
90

 By improving transparency in the organisation's outcomes the employee 

involvement increases the ability to notice fairness in the process which improves reciprocal 

trust. Goshal and Barlett consider that to be fairness, insight in the organisation's decision 

process and the involvement of employees contributes to the establishment of trust.
 91
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This subjective way of identifying trust conforms to my way of finding loyalty. Moreover, 

different sources find other ways to the path of identifying the origin of trust. In business 

relations this expectation is necessary if you want to be able to co-operate. Trust in a job-

related situation is something that is developed over time through valuation of the other 

party's actions. In a short-term relationship, trust as well as expectation is limited.  The reason 

for this form of limited trust is that there is less disappointment if one of the parties is 

distrustful. According to studies, the employee’s outlook grows over time, from initial 

concerns regarding assignments and wages to support and other types of relations after a 

longer time.
92

 One may argue that a trusting environment is a planned outcome, and not a 

norm that is based on moral reasoning. In a relation between a truster and a trustee, both of 

them have the same purpose. The truster has to decide if he should trust the potential trustee; 

the truster has the choice to honour or abuse the trust given by the trustee. The placement of 

trust gives the trustee the ability to choose, to use the resource as a benefit of his own, or to 

the truster's benefit or both. Making a decision to trust depends on the chance that the trustee 

will respect trust and the assumed gain or loss.
93

 Trust is, in other words, nothing more than a 

maximisation of utility under risk. 

 

Law and economic rationality provide a necessary but insufficient basis for a postmodern 

society. For the institutions of democracy and capitalism to survive, there must exist certain 

pre-modern cultural habits like reciprocity, moral obligations, duty towards the organisation 

and the community and last, but not least, trust based on feelings rather than rational thinking, 

to ensure their proper function.
94

 Trust is necessary for an organisation to flourish. The 

problem lies in the instrumental way of thinking: if one rationally believes that one can trust 

people to do what best suits their goals and avoid what does not, this makes it rational to act 

in a way that weakens the bounds of society in the end
95

. In order to be prosperous we need to 

have a proper balance between both feeling and rational thinking. 

3.3.1 Process, Characteristics, Person, and Institutional-based trust 

Sanner also acknowledges four central types of trust. Process-based trust prevails through 

employees and firms' investments in a good reputation or in brand-names.
96

 Consumers who 

stick to a brand that they know from the past has pleased them are an example and this type of 

trust shares similarities with projected ID. 

 

Characteristics-based trust is founded on statements where one is able to find similarities in 

social situations; the similarity comes from a common understanding where a satisfying 

reciprocal exchange is possible to develop.
97

 

 

In the person-based type, trust is tied to an individual and his or her characteristics. Trust 

involves expectations about an entrepreneur due to personal characteristics such as motivation 

and self-assurance, competence and experience or appropriate education. By displaying 

motivation for the relationship the other party is responding with a feeling of trust. With a 

self-assured aspect to what one has to offer, the result in person-based trust is a feeling of 
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trustworthiness that also is created by the experience and the expertise offered by the one who 

wants to show trustworthiness.
98

 

 

Institutional-based trust is connected to the recognized societal structures, and depends on the 

individual or organisation's attributes. Formal mechanisms such as sub-cultural memberships 

or known professional associations are used to offer trust that does not rest on personal 

characteristics or past history exchange.
99

 Trust tied to formal mechanisms such as law in 

society or a sub-society, general values, beliefs, moral order and traditions refers to 

institutional-based trust. In this form, laws and norms are either written or at least highly 

standardised, and are compulsory but seldom very personally comprehended. Beliefs are 

personal and the moral order involves values that are considered in a social setting to be 

obligations, even without being formalised like laws or written rules. Trust in tradition is 

meaningful in a situation where an ambivalent situation might disturb the determined meaning 

construction; thus, traditions concern use of trust in the past for assessing trust in 

contemporary or future situations.
100

 

3.3.2 Deterrence-based, Knowledge-based, Identification-based, and Swift trust 

Trust from a deterrence-based perspective is nothing more than maximising your own 

benefits in a risky situation, focusing on the expectation that your profits are bigger than your 

losses when acting trustworthily. This type of cognitive trust is based on the predictability of 

the surrounding, and the need to maintain business relationships.
101

 The threat of a reprimand 

is a more important motivator than the promise of a repayment.
102

 Compliance with 

deterrence-based trust is often ensured both by rewards for being trustworthy and by the risk 

that if trust is dishonoured, one’s reputation can be damaged through the individual’s network 

of friends and associates. If one party begins to abuse the others party's trust, the violated 

party can use the other person’s network to inform about the other one’s dishonesty. Having a 

reputation for being trustworthy is a precious asset that one would like to maintain.
103

  

 

In many transactions the participants have to rely on efficient adaptation to unforeseen 

incidents. The truster can expect that the exchange partners will act in a predicted way to 

maintain their own interests in order to protect their reputation; trust can be seen as something 

that is based on the knowledge of other individual’s disposition, the available options and 

consequences. Deterrence-based trust, therefore, has to be earned and when given, one has to 

realise that it is not unconditional—in fact, it is limited and in proportion, trust based on 

relationships is encouraged by the fact that one will meet again. This assumption makes it 

hard to breach, and a durable relationship may stabilise interactions between the parties.
104

 

Trust in intra-organisational relationships depends on a foundation of expectations about the 

employee’s ability to complete assignments reliably; trust is therefore a willingness to rely on 

someone that one has confidence in.
105

 

 

Knowledge-based trust is grounded in the other's predictability. By knowing the other 

satisfactorily, the behaviour that the other individual shows is anticipatable. This form of trust 
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is based on information rather than deterrence; it is developed over time and is based upon a 

history of interaction between the parties. In this form of trust information plays a big part, 

because the better the awareness, the more accurately one is able to predict the other party's 

behaviour and this, in turn, enhances trust. Regular communication and attendance creates a 

bond between the parties and enables the actors to gain information to establish whether the 

parties will be able to co-operate or not.
106

 

 

Identification-based trust is based on identification with the other’s needs. Through 

understanding each other’s wants and needs, trust is able to exist. It enables a party to serve as 

an agent and substitute for the other in interpersonal relations. The other party can be sure that 

the interests will be protected and that no surveillance of the on-going process is necessary. 

Identification-based trust develops through mutual understanding of each other's desires as 

long as they are equal to one's own.
107

 An excellent form of this type of trust is seen in 

professional football teams, where the player knows how another player will relate to the 

other player’s actions. One could talk about a subconscious understanding where the players 

are able to think, feel and respond to each other's actions. 

 

Two aspects define swift trust. The first is the ground for expecting that others will not take 

advantage of one’s weakness and varieties of vulnerability. The second is based on an 

expectation that one will not be harmed by those who are entrusted with the knowledge of 

one's weakness, even though they are able to obtain this from such a different source as the 

reality interdependence, implicit or explicit threats from the trustee or from the network in 

which the activity occurs.
108

 Vulnerability is defined by conditions of the goods one values 

and whose attention one partially entrusts someone else who has good judgment over him. 

Things entrusted include reputations, conversation, health, safety, investments, political 

positions etc. These things are essentially shared and some rely on actions that others perform 

during confident situations. These specific situations require trust in others because they are 

placed in situations where there is a possibility to injure what one cares about.
109

 

3.4 Commitment 

From a postmodern perspective, according to Bauman, commitment is a weak and fragile 

concept. One should be able to move and be able to network and not position oneself in just 

one particular job.
110

 Sennett argues that if one is able to free oneself from the obsession of 

holding on to things, one is able to position oneself from the panoptical society, a society that 

consists of loosely formed networks is the only way to become free, rather than being fixed 

and attached to something that holds you down.
111

 Durability in the postmodern society is a 

problem in this case because it causes an inability to move. To be transient is the opposite: it 

is an effective way to be able to function.
112

 Being transient enables one to be consumed and 

moved without any effort in a postmodern society; a loose or plastic type of commitment is an 

aim.
113

 A possibility to dispose of things that have become old belongs to the new postmodern 

society. The solid society, the society that belonged to our parents and grandparents was stiff 

and institutional. In a society that is based on flexibility and consumption, a durable 
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commitment is a commitment that is improper because of its lack of ability to move in 

different directions. ‘Till death us do part’ is no longer as valid as before; contracts with a 

date are preferable because it is temporary and transient, it enables one to move freely after 

the final date. Bonds and partnerships tend to become consumed, subject to the same criteria 

as all other objects of consumption. ‘Until death us do part’, has become contracts; ‘until 

satisfaction last’. In the postmodern society one would rather abandon ship as soon as an 

opportunity for a better price materialises. What follows from this behaviour is that the 

assumed temporariness of a commitment tends to become a self-fulfilling prophecy. 

Commitment is something that should be instantaneous and if it does not fulfil what one 

expects, rejection is rational. There are few reasons why one should be tolerant of something 

or someone that lacks instant relevance.
114

 

3.4.1 Organisational Commitment 

Organisational commitment in this case refers to the degree of identification with and effort 

put into the organisation one works for; in other words, it means how one is assimilated to the 

organisation's goals and values and adopts them as your own. A high level of organisational 

commitment is seen as something that will decrease employee turnover and absenteeism, 

which will help the organisation to cut down costs on replacements and education. Receiving 

organisational commitment could be seen as an exchange relationship. In exchange for certain 

features by the organisation, the employee promises effort and loyalty to the organisation. To 

strengthen this allegiance the organisation has to meet the employee’s expectations for the 

organisation. According to some researchers, age has a positive effect on loyalty; the reason 

for this might be the lack of alternatives older people tend to have, and therefore they remain 

in the organisation.
115

  

 

From a gender perspective, organisational commitment tends to be of low or no importance. 

Contrastingly, social class tends to play a bigger part when it comes to organisational 

commitment. Naturally, the group that has the highest level of this form of commitment is the 

self-employed. People belonging to the upper classes also tend to have a higher commitment 

than their opposites. This phenomenon probably has to do with connections between the 

hierarchy and the possibility to exchange relationships at work, and although this might have 

something to do with the class structure, it might in fact be a question of identification with 

work in different groups.
116

  

 

Just like social class, political values also have an effect on commitment. The more to the 

political right a person is, the higher their articulated commitment. It is also a well-known fact 

that there is a basic value in earning financial rewards in exchange for the effort put into 

work, despite the fact that such rewards in general do not attach employees to an organisation. 

In such situations one has to talk about an instrumental affection. It could be argued that the 

greater the supply of monetary rewards, the greater the instrumental affection to the 

organisation. The problem with this is that the more economic rewards that are offered to the 

employee, the more likely it becomes that the employee will leave the organisation for a 

better offer. The fact is that loyalty cannot be bought for money.
117
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Figure 1: The suggested mechanism governing organisational commitment. Arrows indicate positive 

effect.
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3.4.2 Employment Commitment 

Employment commitment should not be seen as a measure of the non-financial values found in 

a particular employment situation. Rather, it should be seen as a reference as to how to create 

psychological well-being for the employees from a social perspective. Employment 

commitment should be seen in the same context as instrumentality. High instrumentality is the 

same as having a low non-financial employment commitment. When using employment 

commitment one should not criticise it for lacking pay as a motivator, because in fact it 

includes many non-financial value categories such as the imposition of a time structure, 

enlargement of the scope of social experience into areas less emotionally charged than family 

life, participation in a collective purpose or effort, the assignment by virtue of employment of 

status and identity, and required regular activity. All five are unintentional by-products which 

result from a structural form of a modern employment, and enduring needs of human beings. 

However, studies show that people who manage to find meaningful activities in life show a 

weaker employment commitment than those who are unable to find such activities if 

unemployed for a long time. Along with time, age seems to have an impact, as studies show 

that there are reasons to discuss a decline in employment commitment if one looks upon an 

age-related perspective as well as class and education perspective.
119

 
 

Figure 2: The suggested mechanism governing employment commitment. Arrows indicates positive 

effects.
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3.4.3The three-component commitment model 

In their studies, Mayer and Allen noted differences in employee behaviour, and by labelling 

commitment, Mayer and Allen acknowledge three different types of commitment. Affective 

commitment refers to the individual and one’s ability to have a strong identification with the 

goals of the organisation, resulting in a desire to remain a part of the organisation. This could 

be seen as the ideal state for an individual. The individual has a strong belief in that 

organisation and therefore continues their employment with the organisation because they 

want to. Studies show that this form of commitment is stronger with employees that are 

allowed to participate in decision-making for the organisation.
121

 

 

Compared to the affective commitment, continuance commitment refers to an awareness of 

the costs associated with leaving the organisation. The individual stays with an organisation 

because of a professed desire not to face the loss of sunken costs. That is to say, the individual 

believes that the great amount of time invested in the organisation is a reason to remain in the 

there.
122

 The risk of economical cutbacks in the form of lost wages and the risk of losing 

friends that are also colleagues gives the individual a reason to stay because he/she “has to”. 

 

Normative commitment, on the other hand, reflects a feeling of obligation to continue 

employment with the recent organisation. Here the normative perspective is based on the 

belief that the individual should remain in the organisation because he strongly believes that 

one ought to remain.
123

 A normative commitment may occur when there is a moral aspect to 

staying in the organisation. 

4 SU. and the nurses 

4.1 Sahlgrenska Universitetssjukhuset 

The organisation that I have chosen to study is Sahlgrenska Universitetssjukhuset (SU). SU 

provides emergency and basic care for the Gothenburg region and its 700,000 inhabitants, and 

highly specialised care for West Sweden, with 1.7 million inhabitants. SU is also the country's 

centre for certain specialised care, especially in paediatrics (paediatric heart surgery, incubator 

care for premature babies, as well as the treatment in paediatric endocrinology). SU is also 

well known for its successful transplant activity, treatment of cardiovascular diseases, 

immunology (research into rejection mechanisms) as well as research into vaccines. SU was 

founded in 1997 when three hospitals merged; Mölndal Hospital, Sahlgrenska Hospital and 

Östra Hospital. Since 1999 Sahlgrenska University Hospital is a part of Västra Götaland 

Region.  

Northern Europe’s biggest hospital with approximately 17 000 employees, SU is scattered 

around different geographical regions in Gothenburg and Mölndal; Sahlgrenska 

Universitetsjukhuset/Mölndal/Östra/Högsbo. 

 

SU as an organisation is the biggest employer in Västra Götaland region; 34 percent of the 

employees are nurses, 27 percent are involved with medical treatment and 11 percent are 
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doctors. 82 percent of the employees are female, and the median age of employees is 44,6 

years.
124

 

 

SU has three main objectives: 

 Provide county medical care to residents in the Gothenburg area 

 Provide highly specialized care to residents to residents in Västra Götaland and the 

rest of the country 

 Conduct research, development and education 

My research has involved interviewing nurses at one of the three hospitals in Gothenburg.  

4.2 Nurses 

Nursing as a profession is in some cases slightly different from other professions. This can be 

traced back to Florence Nightingale, who can be said to have founded the profession. During 

the latest century the nurse trade has changed rapidly and grown more complex. Still, nurses 

are controlled by codes of ethics, along with regular laws. Therefore, one must bear in mind 

that nurses are educated and formed by dominating discourses such as a health and care, 

patient first and a medical science perspective where diagnostic methodology, investigation, 

treatment and finally cure is involved. Nurses are educated in an enlightened and modernist 

discipline. 

 

Compared to many other professions, nurses are bound to traditional codes of ethics – The 

International Council of Nurses, based in Geneva. Nurses are therefore governed by rules of 

conduct and professional traditions – which could be seen as a “social contract”, something 

that also mean that they are registered and have legal and professional obligations and 

responsibilities. 

 

In 1953, the first ethical code for nurses was established by the International Council of 

Nurses (ICN). According to this code, nurses have four main responsibilities: 

 

 To further health 

 To prevent illnesses 

 To restore health 

 To prevent suffering 

 

The ethical code also states that human rights shall be respected and that all humans have the 

right to life and dignity. The code is a summary of guidelines for nurses in their daily work.
125

 

 

The description of competence for nurses also lists what kind of qualities nurses should 

possess. Some of them mentioned are keenness, respect, care, independence, sharpness, the 

possession of a clinical perspective, and an open mind for other peoples values and beliefs 

even though they might conflict with their own. Additionally, a nurse should have a holistic 

and ethically correct approach.
126
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5. Methodology 

5.1 Way of conduct, qualitative methodology 

I have chosen to do a qualitative essay, and this essay is therefore not intended to measure 

quantity; rather, it is in fact done to understand the significance of loyalty that my respondents 

have. I am using a qualitative methodology, designed to experience the social phenomena and 

also the meanings people give their behaviour, in order to create a description.  

 

When reading a thesis based on interviews one should have in mind that the author should 

strive to decipher interviewed behaviour and feelings being supplied by the interviewee. 

Using quantitative methods would probably have enabled me to get a broader sample of 

nurses to be questioned.  However, my goal is not to quantify the significance of my 

questions, but to highlight it. The result is that, in this case, I end up with the information that 

I seek leaving no other trace than a greater amount of understanding of the people being 

interviewed and a perception of the person being interviewed answers, verbal as well as 

nonverbal in relation towards the interviewed persons situation. The goal of my interviews is 

to strive to understand the respondents’ motives, feelings, way of thinking and actions.  In 

other words, I am trying to answer the question of “how,” and not “why”.
127

 
128

 From this 

perspective one shall bear in mind Thomas’ theorem: 

 
If men define situation as real, they are real in their consequences

129
 

 

My choice of method therefore depends on my opinion of what is most useful in my unique 

situation. My thesis has a qualitative approach because I want to reach out and touch my 

respondent’s emotions and thoughts about loyalty and focus what is beneath the surface. 

Through the qualitative research there is knowledge exchange that gives the interviewee a 

chance to illustrate and illuminate their unique knowledge and opinions. Thus, qualitative 

research could be said to try to understand the world through the interviewee’s eyes
130

. 

 

Regarding method and carrying out a study, terms such as reliability and validity are often 

mentioned. The ideas of many of the traditional methodological terms come from quantitative 

methodology. When conducting a qualitative study such terms do not exactly fit in and 

therefore one has to realise that trying to use such concepts in a qualitative study is a bit 

awkward. When interviewing, one should of course strive to remain focused, but the thought 

of getting the same answer when asking the same questions assumes that the situation is static 

and non-changeable. In reality people do change whenever they are involved in processes 

which create change.
131

 When the real world is not always identical it is not, therefore, always 

necessary to be able to generalise; instead, one can focus the study’s context and through the 

quotes do own interpretations. If the readers can come to the same conclusions one could say 

that the intersubjectivity
132

 is high. I would therefore state that my material is reproducible, 

though one might need to be able to create the same situation stated as when I conducted the 

interviews to be given the same kind of answers.  
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5.2 Previous research 

One problem that has occurred during my search for literature that deals with loyalty as a 

specific concept is that most of the literature in Swedish is from a labour law perspective. 

Searches in English also gave me a small amount of literature about loyalty. This meant that I 

had to broaden my search for alternative sources mainly because I want to have a more 

dynamic description of the concept of loyalty than the instrumental perspective that labour 

law is able to give. Finally, I settled on literature focusing on identity, trust and commitment.  

5.3 Selection of literature 

My selection of literature can, of course, be questioned, but I consider that the theoretical 

material that is the basis for my discussion is sufficient for my discussion about the concept 

loyalty and the analyses that I have performed.  

 

Criteria I have used while selecting literature include the authors’ accounts of the purpose of 

the books; that there are solid references, and possibilities to share results and analyses. The 

authors are also well known within their field, mainly because well-known authors are read by 

many and therefore they exert an influence in the society, though some might argue that the 

authors I have chosen do not always exert a high influence in society.  

 

Through my search on DISA, Libris and the World Wide Web I have chosen different sources 

to use in my thesis. During this quest I have also scrutinized some of my chosen authors’ own 

sources to gain useful knowledge. 

5.4 Delimitation 

Because of the complexity inherent in the concept of loyalty it has been hard to find literature 

that explains the underlying causes, which is the main reason why I believe my attempt to 

explain loyalty is legitimate. The result of this essay is, however, obviously dependant on the 

literature that I have used. This means that one may probably get a different result using 

different literature than I have used.  The result in this essay is only valid when using the 

theories that I have used. One could also say that the result of my essay is reliable in one 

specific case, and I have no intention to see it as a generalised truth, meaning that the results 

in my essay cannot be seen as universal because of the specific alignment that I have. 

5.5 Selection of respondents 

At first I thought that medical practitioners would be suitable respondents, but then I realised 

it would be hard to interview six of them because of their tight schedules. Consequently, after 

talking it through with my supervisor, I changed focus and focused on nurses instead.  

 

The reason why I chose nurses is that they seem to have a job that offers the opportunity and 

possibility to travel internationally and apply for work anywhere in the world, while still 

working in the same context; although the language elsewhere might be different, in many 

cases medical terminology uses Latin, and the language is therefore still accessible. Nurses 

are also interesting from an ethic point of view, because the trade itself has developed codes 

of conduct which are to be found in International Council of Nurses,
133

 where guidelines are 

outlined. 

 

                                                 
133

 http://www.swenurse.se/Global/Publikationer/Etik-publikationer/ICN.Etisk.kod.webb.pdf  

http://www.swenurse.se/Global/Publikationer/Etik-publikationer/ICN.Etisk.kod.webb.pdf


26 

 

Through Hans Landström at SU’s Human Resources department I got in contact with the 

people I interviewed. Hans Landström gave a number of chiefs of staff information in 

different hospital buildings information about my thesis, and shortly thereafter I got in contact 

with four persons on one department who were interested in participating. After the first four 

interviews had been conducted, I struggled with the thought of stopping there because no 

more had gotten in contact with me, but after calling the last informant, I got in contact with 

one more informant, which brought the total to five. 

5.6 Interview guide 

To be able to conduct my research my choice fell on the semi-structured way of creating an 

interview guide. This type of interview gave my respondents a free way of telling their story 

when given a subject and question to talk about, with me gently guiding the respondents if 

they turned away from the subject. In time the interviews changed form and became more of a 

conversation where answers to my questions turned up without me needing to ask the 

questions. Though one must bear in mind that even though I gave my respondents the 

possibility to talk about the subject freely, I still made them answer my questions that I had 

written down in my form. 

5.7 Interviews 

Before I started interviewing my five respondents I went through the ethical rules with each 

one of them, making sure all of them where aware about their complicity. After assuring that 

the respondents were clear about the ethical rules, I continued with making sure that the 

respondents were aware about my purpose and also that the interviews would be digitally 

recorded and afterwards transcribed and translated into English. I also promised my 

respondents a copy of my thesis when finished and before that the transcribed interviews, 

giving them the possibility to add information if needed. I also told my respondents that the 

interviews would only be used by me in this thesis. All the material that I have gathered is 

safely stored to ensure that it will not be used by anyone other than me in this thesis.  

 

Regarding the possible argument that recording might cause some inconvenience for the 

respondent for various reasons
134

, I did have that in mind but I assume that most of the people 

in today’s society are used to electronic components such as IPods, cellular phones and so on. 

Also, when recording something digitally, the modern Dictaphones are decently small and do 

pick up the sound perfectly well without forcing one to stick a microphone in the respondents 

face or place a tape recorder with a size like a folder on the table stealing attention from the 

subject. Using a Dictaphone is also the most accurate way to record what people say, and it is 

much easier to transcribe everything faster with help of normal programmes that accompany 

any decent computer nowadays, enabling better scrutinising of what has been said. Although I 

have recorded my interviews I also took notes during the interviews as a precaution, which 

also gave me the possibility to write down my thoughts and resulting questions. 

 

All of the five interviews were conducted in one of the hospital’s smaller conference rooms, 

following Trost’s guideline about the environment to enable the respondent should feel safe 

and no one should be able to disturb.
135

 Each interview lasted for about one hour. 
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My questions were of an open character, which gave me the possibility to obtain extensive 

and varying information from the respondents. I did not slavishly follow my interview guide. 

Instead I gave my respondents the opportunity to talk freely, creating a flow where the 

interviews become more a normal conversation and where most of my questions were 

answered without me asking the questions. 

5.8 Processing data 

This was done after the last interview was conducted. Through listening to the recordings of 

the interviews, writing down what had been said, and then analysing the texts, I categorized 

everything that I found of importance during the interviews into themes that could be seen as 

representational for my questions. When I found several themes that I believed to be of 

importance, I began to apply the theoretical models on each and every theme, trying to find 

support for or rejection of the theories chosen. 

 

Within each theme, I studied how each informant chose to describe it, and if they had 

common or different thoughts on the subject. In each and every theme I set up, I also set up a 

number of criteria that I wanted to explore. After the initial research, I then tried to find a 

common denominator (if possible) or to discern differences. 

6. Results and analysis 
In this chapter, I will state my empirical material from the theoretical points of departure that I 

have chosen. I will also let the respondents’ own thoughts play a big part in this chapter 

because I believe it is important to illuminate what was said during the interviews and what 

was of great importance. When translating what was said from Swedish to English, I have 

also altered the text so it has a more natural flow and does not look like spoken words when 

read. 

 

In this chapter the questions at issue will be answered on the basis of analyses of the empirical 

material using the theoretical framework I have chosen. 

6.1 The respondents’ backgrounds 

All of my five respondents are nurses. Four of my respondents have completed the three years 

education that is standard nowadays in Sweden. Two of these four have less than five years of 

experience in the field; the other two have more than five years of work experience. The 

oldest nurse went to home nurse school and has 30 years of experience. All of the nurses work 

at the same hospital building and in the same unit, and two are male nurses. To make sure that 

their identity is not revealed I have chosen to give them names from the phonetic alphabet. 

 

NAME YEARS OF EMPLOYMENT SINCE END OF STUDIES YEARS AT SU. 

Alpha 9 9 

Echo 30 20 

Whiskey 2 2 

Tango 1½ ½ 

Zulu 5 5 

6.2 Loyalty 

Since loyalty is the foundation of this thesis, I should account for the respondents’ ideas of 

what loyalty is. I assume that their thoughts about loyalty are a reason why they gave the 

answers they did. 
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Talking to my respondents about loyalty in general sometimes resulted in similar answers, but 

there are also some cases where respondents’ replies were very different. Most of the 

respondents saw themselves as loyal people and thought of themselves as loyal individuals. 

 

Asking my first respondent, Alpha, questions about loyalty rendered the following answer: 
 

I am a loyal person I would say. I have a high maintenance of duty and if one has a 

special role it is of great importance that one fulfils that role in any way possible, and 

towards an employer that means that one should do what is expected. I would also say 

that one should be supportive of one another even when it times are difficult. Being 

loyal is something good because you know that you should be given something good in 

return but it is hard to be loyal to someone that one cannot defend, someone that has the 

wrong type of ideas, ideas that are opposed to yours. If one has a special role it is of 

great importance that one fulfils that role in any way possible and towards an employer 

that means that one should do what is expected of one. 

 

During my interview with Echo, we talked about loyalty; Echo’s thought about loyalty was 

that one had to give to get something in return, and that age had a positive impact on loyalty. 
 

One should be honest and prepared to give something positive but one should also be 

prepared to be given something positive in return. I see myself as a loyal person 

towards my workplace and most people, but then again there are always people that 

one does not like. Still I would say that we that are older are more loyal than the 

younger people. I can’t say why, but when I look at younger people in the organisation 

they tend to move pretty often. It’s like they can’t accept that there are differences and 

they want to have the same benefits. I don’t know what it is, but it is hard to understand 

and hard to cope with sometimes. I can’t be like them and I don’t want to but, yes, it is 

clearly a big difference if one is older I can say. 

 

When my third respondent spoke about loyalty I could not see a resemblance between this 

answer and the answer given by the first two respondents. This might have to do with age, 

because Whiskey was the youngest of the ones interviewed so far: 
 

To be loyal is to be honest and supportive of one another. I would say we are loyal at 

my workplace. We are supportive and dedicated to our task and we work as a team and 

support each other which create bonds and I didn’t think that was common. I thought 

one should work more by oneself and when I started here I did realise that one worked 

close to one another creating pretty good bonds, because if one does not support or help 

your colleague you are not loyal. But still I think it is good because one gets benefits 

from it, you are a team if you know what I mean. 

 

My fourth respondent, Tango, described that there was a problem in the organisation when it 

came to loyalty because of problems trusting colleagues and the organisation, and Tango 

mentioned that there was a big difference between loyalty towards friends and towards 

colleagues: 
 

Looking back I think I was pretty naive; loyalty for me was something different I 

would say. When I was younger one did not give up on people especially not my 

friends, but when I started here I realised that there are what I would call backstabbers 

everywhere. If you say that you don’t like it here you are an easy target. Well it 

depends on, if you have worked here for a long time you can pretty much do whatever 

you like, but for me, I wouldn’t dare to open my mouth because if I said the wrong 

things, whatever that is, I would be treated like a plague by some people and if you say 

something bad about the organisation one would definitely be punished. I would say 

that your employer is not to be trusted. I have mates that have worked for a long time at 

Volvo for an example and they were recently forced to go. It’s the same thing here. 
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Better be safe than sorry so I just tag along keeping my mouth shut and trying to stay 

out of trouble. 

 

Finally, Zulu talked about loyalty and that it was of importance to be loyal towards 

colleagues, otherwise it would cause problems at work: 
 

When it comes to loyalty I do have a lot of opinions, especially here at SU. I am loyal 

to the ones I work with; there is no question about it because I know that if I fail them I 

would not have the same benefits anymore. It’s all about giving and taking and trust. 

Almost like in a relationship even though I am lousy at that part, but when it comes to 

my mates, it’s a whole different story. Especially as I do hang out with some of the 

once that I work with on my spare time so it comes natural I would say. As long as they 

trust me I feel no reason that I shouldn’t trust them. SU is on another level. Too big I 

would say. You don’t know what the other hand is doing so it is hard to feel that one 

belongs to SU and therefore I can’t say I am loyal to SU. I am loyal to the ones in this 

part of SU, but they are more like a family. If you’re down one day, there is almost 

always someone to talk to when you are at work that can help you cheer up. 

6.2.1 Conclusion and analysis 

When discussing loyalty in general, most of the respondents gave similar answers depending 

on how long they had worked in the organisation. Even though the question was asked as a 

general question, I received answers that were informative and interesting. All of my 

respondents talked mainly about loyalty towards the organisation and their colleagues when 

answering my question. 

 

All of my respondents talked about loyalty as something important to themselves and towards 

others and necessary for the workplace to be able to function. Without loyalty the group will 

have problems functioning properly. It is interesting that when talking to my respondents, 

many of them clearly have an issue with SU as an organisation but newer people mention that 

it is important to be loyal to others than their own department. All of my respondents state 

that it is hard to grasp SU because it is too big. Another problem is that SU is a part of Västra 

Götalands Regionen, which includes all health care in the region. This causes problems for 

the employees because they have difficulties understanding how the organisation functions 

and have problems separating the different function and whom they should pay their 

allegiance to.  

 

Reading the answers one can clearly find a presence of a strong type of loyalty that is close to 

an instrumental version of loyalty. When talking to the respondent named Alpha, the concept 

of loyalty is close to a labour law perspective, where Alpha is focusing the importance of 

performing the tasks that are given in a non-emotional way. Although one might also find 

traces of an identifying loyalty in the answer Alpha clearly talks about loyalty in an 

instrumental view.  

 

From an identifying perspective, one could easily define it as an internalization type of loyalty 

according to Bang. The strength of this, the strongest type of loyalty in Bang’s classification, 

is shown in Alpha’s determination that Alpha also believes that being loyal will pay off when 

arguing about being given something in return when loyalty exists. This, of course, is 

connected to the idea that that there is a mutual interest in being loyal to one another. In this 

case one can also see an identifying type of loyalty in Alpha’s way of looking at the concept. 

The question here is whether Alpha’s loyalty is shifting from an identifying type towards an 

internalization form of loyalty when Alpha clearly states that it is of great importance to fulfil 
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the organisations demands in any means possible. This is a clear statement that shows a strong 

indication toward the internalization of the organisation and its ideas. 

 

From the others’ answers one can also see that there is a strong internalization in the thoughts 

about loyalty. Echo, for example, talks about loyalty from an aspect where there clearly is a 

difference between people of different ages, when Echo finds the younger employees more 

willing to move or to be flexible – that is to say, embracing their individuality and flexibility 

that the postmodern society offers. When encountering something that they do not like, the 

postmodern individual tends to be more unwilling to let the organisation form them, showing 

that loyalty is of less importance. Echo also states that there is a big difference in attitude that 

is related to age, and according to Echo this major difference is the thought of being given the 

same benefits as everyone else no matter how long or short they have worked in the 

organisation. This clearly shows how a strong internalization is attributed because of the 

thought that new employees are more unwilling to be formed by the organisation. 

 

Looking at Whiskey’s thoughts about loyalty one can see a strong type of identifying loyalty. 

Whiskey has a strong sense of belonging and talks about a team spirit where everyone 

supports each other, and by that creates a feeling of loyalty. Whiskey talks about the influence 

others in the organisation have and that it is of great importance for developing a feeling of 

loyalty.  

 

Compared to the others Tango shows a strong feeling of not belonging in the organisation, 

talking about SU as a place where one cannot trust the organisation or the other employees 

unless you have been working in SU for a longer period. Being new in the organisation, 

Tango speaks about the need of not speaking about one’s own feelings and thoughts showing 

an amenability type of loyalty towards the organisation and other employees which indicates 

that it is a high level of distrust because of the risk of punishment from the group and the 

organisation. One can clearly see a deceptive form of loyalty and my respondent is also afraid 

of giving opinions that might be questioned because of the short time in the organisation. 

 

Zulu’s thoughts about loyalty demonstrate that loyalty towards the organisation in general is 

weak and fragile. On the other hand, Zulu has a strong feeling of loyalty towards colleagues 

and close friends and shows typical signs of having an identifying aspect of loyalty towards 

the colleagues, and an instrumental type of loyalty towards the organisation where the, 

according to Bang, amenability type of loyalty is the one that is shown towards the 

organisation. 

 

After talking to my respondents about loyalty as a concept, it is clear that loyalty in an 

organisation is strongly affected by what Holmberg refers to as identifying loyalty where one 

is clearly affected by one’s emotions towards colleagues and the organisation, showing the 

importance of using other concepts to be able to define the conceivable factors that create 

loyalty. One interesting aspect is that a big organisation like SU has a problem when it comes 

to loyalty. The respondents tend to feel loyalty to their closest surroundings and not to the 

whole organisation. The instrumental view of loyalty is never expressed when talking with the 

respondents, even though it exists in forms of a signed contract that everyone has to have and 

signs when being employed. One of the respondents talks from an instrumental perspective 

when saying that one has to do what is expected. In this case one could say that the 

respondent follows the job description for the specific task. 
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Time spent in the organisation and type of employment also seems to affect the employee’s 

attitude towards loyalty. The ones that have worked longer for SU clearly lean towards an 

internalized type of loyalty in general both towards the organisation and their colleagues, 

compared to the ones that have worked a shorter time for the organisation that tend to be more 

amenable towards the organisation and who have an identifying, or even a internalized type of 

loyalty towards their colleagues. When analysing the respondent’s thoughts about loyalty it is 

clearly that the type of employment status is of great importance for the respondent’s attitude 

towards their employer. Along with age, it is clear that when having a short-time contract and 

with some work experience from the field, one is more likely to show weak loyalty towards 

an employer than if one has a permanent job. 

6.3 Identity 

The respondents were also asked questions about their feelings about identity and how they 

identified themselves. The feeling of identity is of great importance because it is necessary to 

have an opinion about your own identity to be able to see if it is possible to fit in into the same 

group, thereby creating a sense of belonging. While some might argue that identity is fixed 

and rigid I have asked my respondents about their feelings about identity to see in which 

category they belong, and if they live up to the postmodern norms about a “liquid identity” 

that is in constant flux, and for wearing and showing as Bauman puts it. 

 

Alpha was the only respondent who had had family members working in hospitals and one of 

the few respondents who had decided from early age to become a nurse: 
 

Working in this field kind of runs in the family and my uncle and my mother work as 

physicians. I spoke with my mother about my thoughts when I was younger and she 

thought that I would do great as a nurse and being a physician I assumed that she knew 

what she talked about. After I finished in 2002 it felt like I had made the right choice. 

 

Similar to Alpha, Echo was one of my respondents who had dreamt about becoming a nurse 

from early age: 
 

When I was young one of my family members had a severe trauma and was helped by 

a nurse. I think I did become a nurse because I felt like it was important to do 

something and when I was young it was important to become something so I started 

and here I am now. 

 

My third respondent, Whiskey, also said that the idea becoming a nurse was something that 

had been a dream from young age: 
 

After I graduated from the gymnasium and came back after six months abroad, I 

realised that I should continue my studies to become a nurse. Since I studied to become 

an enrolled nurse during my time at the gymnasium, I moved to Gothenburg and started 

my studies to become a nurse and I managed to get in to the education for nursing. I am 

happy for that because it felt good and still does. 

 

From a projected identity perspective the thoughts that came from Alpha summarized what all 

of my respondents felt that they projected to the surrounding: 
 

People look at me with respect when they hear that I am a nurse. They do tend to ask 

how I can cope with it and especially when they hear that I work with patients having 

cancer. 

 

Whiskey’s thoughts about projected identity gave closure to something that I found was 

similar for all of my interviewed respondents: 
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People I talk to say that they are amazed that I can manage to work with the things I do. 

I don’t blame them because sometimes it can be pretty bad and even though I don’t get 

affected so easily. I sometimes can feel sad but in general people I talk to and my 

friends think it’s cool that I work with the things I do. Still many of them have to 

comment on how lousy our wages are. People also comment on male nurses, it is not as 

common as one might think but then again if you look on the ambulance personnel 

most of them are male nurses. 

 

Talking to my respondents about the organisation and the organisational ID Alpha gave me 

the following view how the merge that occurred long time ago still affects the organisation 

and the ID: 
 

We have differences between the hospitals, even though we are SU, people that work at 

Sahlgrenska tend to look at themselves as better than the once that work at Östra and if 

you work in Mölndal there is a big difference. 

 

Even though Whiskey is one of the youngest of my respondents the thoughts about 

organisational ID were similar to Alpha’s: 
 

I do know that there are some issues about how people look upon us depending on 

which part of the organisation one works for. Mostly because I know that if you work 

at Sahlgrenska you are supposed to be better than the rest in this organisation. I don’t 

know what to think about that really because I think it is something that should not 

exist. We have the same type of education so there should be no difference. 

 

When interviewing Zulu, the thoughts about organisational ID coincided with the others’: 
 

Worst thing with this organisation is that some people tend to believe they are better 

than others because they work in Sahlgrenska, working in Mölndal is all time low and 

Sahlgrenska is state of the art some people think. 

 

When I asked my respondents questions regarding experienced ID the thoughts that Tango 

had, described all of my respondents opinion about the concept: 
 

Most of the time I think it’s alright and I do feel proud working with the things I work 

with. I am proud to see that I can help people that need help and that is worth a lot. 

 

From a manifested ID perspective Alpha’s thoughts were as follows: 
 

The problem with work is that lots of people tend to quit because they think is too 

much pressure and too heavy a workload. I myself was thinking the same, but I got 

over it and nowadays I think my colleagues had lots to do with that. Without them I 

don’t think I would have wanted to go back and work as a nurse and the more I work 

the more I tend to like the position of being a nurse. 

 

Whiskey’s perspective on the manifested ID was a bit different because of the short time 

employed: 
 

It’s also good that there are a lot of people working here that have lots of experience 

and have been here for a longer time. I have been here for one year and I’m not new 

anymore, there are lots of new employees which makes it a bit scary because they look 

to me when in doubt. 

 

When asked about attributed ID, all of my respondents had the same type of thoughts and 

Alpha put them like this: 
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I do like to work with the things I do and I feel that I have an important role both for 

my colleagues and for the patients. I also feel that the things I do that have to do with 

research are of great importance for society even though I might play only a minor role. 

 

Zulu said: 
 

As a nurse I feel like I work with good things and that the things I do effect people in a 

better way. I must say it sounds a bit corny when I talk about it this way but, well, I do 

believe that I have an important role as a nurse. 

6.3.1 Conclusion and analysis 

My respondents were talking a lot about their identity as a nurse and it turned out that most of 

them had decided pretty late to become nurses. Only one of the respondents has studied to 

become an enrolled nurse during gymnasium, which could be seen as a natural step before 

starting to study to become a nurse at the university. 

 

One thing that is obvious when talking to the respondents is their strong belief in their identity 

as a nurse. This is something that might have to do with the common picture of nurses as a 

typical Florence Nightingale, where the main objective is the ethical code established for 

nurses, which includes preventing suffering, furthering health, preventing illness and restoring 

health, which are together with the ethical code that human rights shall be respected and that 

all humans have the right to life and dignity, giving the ID an traditional view when applying 

a theoretical perspective. 

 

Positive factors such as the feeling of doing well are something that all of the respondents 

have talked about, and all of them are proud of their task and being a nurse. They also point 

out that one of the great aspects of their work is treating patients and giving them the care 

needed and watching them get well. Through this the respondents receive confirmation and 

meaningfulness at work, which is crucial for the construction of an identity as a nurse. 

Without the patients getting well there would be a downwards spiral in the respondents’ own 

ID, causing them to feel failure. Sooner or later this would lead to a problem with their 

identity as doers of good. 

 

All of my respondents said that the main thing that made them come to work was the response 

they were given from the patients that they nursed. As a nurse it is possible to be close to the 

patients, enabling them to form a special bond. This, in turn, can develop into appreciation 

from the patients. This type of appreciation is something that works as fuel and is an 

incitement for all of my respondents to continue to work for SU. 

 

A vast majority of the respondents talked about negative aspects such as changes in their tasks 

that have led to both physical and mental health problems, internal conflicts that have 

occurred when the hospitals had merged as something that is problematic when trying to 

construct an identity. Almost all of the respondents’ comments about the different attitude that 

exists between the buildings say that they are aware of the identity that comes along with 

working in Sahlgrenska, Mölndal, Östra etc., and that this creates their own ID where the 

concept of wearing and showing is something that obviously creates problems inside SU—

especially when people tend to define the organisation and their employees from which 

building one works in. 

All of my respondents show a strong type of OID when it comes to their own department, 

although the respondents have a strong identity as a nurse one cannot talk about an existing 

esprit de corps even though most of the respondents tend to talk about their department as 
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something special. All respondents, except one, say that there is a special type of relationship 

between the ones that work in the department. One thing that is interesting is that only a few 

of my respondents do not interact after work hours, which would be a typical thing to do to 

create stronger bonds. Some of the respondents talk about going out after work but there are 

only a few from the department who tend to meet up on these special occasions.  

 

Applying the OID on SU from a macro perspective shows that all of the respondents have a 

weak type of OID towards SU. All of the respondents clearly state that they have little or 

almost no interest in SU from a macro perspective. All of them tend to view their situation 

and relationship to SU from a micro perspective and only focus on the department where they 

work. Analysing the respondents’ thoughts from an OID perspective demonstrates that the 

respondents tend to have a we- and them-culture from which they create a feeling of loyalty 

towards their department, but not the organisation as a whole. When asking my respondents 

about their relationship to other departments and if there is a difference almost all of them 

said that this type of attitude exists at the hospital building called Sahlgrenska because they 

think they are better if working at that building. According to the respondents one could call 

the attitude at the hospital Sahlgrenska as something similar to an esprit de corps. When 

analysing what has been said, it can seen that my respondents do not admit that they have a 

different culture in their department compared to the other hospital buildings, though when 

talking to the respondents almost all of them mention that there is a big difference between 

the hospitals and therefore indirectly admit there are different cultures between the same type 

of nurses in the different buildings. From what has been said during the interviews the 

respondents clearly have their own issues and their own we- and them- culture that helps to 

withhold structures of contempt between the different hospital buildings. 

  

When departments inside an organisation create a we- and them- culture, this often causes 

problems for the whole organisation. According to my respondents the problem that exists in 

SU is a clear lack of trust towards SU as an organisation. This is something that exists 

because the respondents clearly lack OID. In an organisation where the employees do not feel 

OID there will be problems creating a relationship between employees and the employer. 

Lack of relationship creates a weak OID, which results in disloyal employees because of the 

difficulties to trust someone that only exists on paper for the regular employee.  

 

Studying the replies shows that all of the respondents are proud of their education and their 

tasks, and all of them identify themselves as nurses. This shows a strong sense of belonging 

and identity in their trade. From an identity perspective all of my respondents have a clear 

type of professed identity when they constitute a self-attributed identity based on a nurse 

discourse and create a professed identity as a group inside the organisation. When analysing 

the professed identity towards the organisation and to none of the members of SU, it can be 

seen that the respondents have trouble experiencing recognition from their employer and are 

therefore unable to show a professed identity similar to saying that one is a SU employee. The 

projected identity is clearly affected by the professed identity which affects the view of SU as 

an organisation, both inside and outside the organisation. Three of my respondents mention 

that when talking to people that do not work for SU they get respected because of their 

dedication, but at the same time they are questioned as to how it is to work for SU. This 

attitude is something that probably has to do with the media attention SU as an organisation 

attracts. 

 

From a projected identity perspective, tied to SU as an organisation, one can see that all of the 

respondents mediate a picture of themselves that is based on their education rather than SU. 
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When talking about SU to others the respondents rarely consider they are SU employees; 

foremost, they identify themselves as nurses. Therefore, they demonstrate a weak projected 

identity from an organisational view. From an educational perspective, all my respondents 

talked about how people seem to respect them because of their trade, and especially when 

understanding that most of my respondents deal with people that often are fairly ill and might 

die creates a glorified view of my respondents. 

 

Experienced identity is strong with all of the respondents. This is probably created by the 

strong connection that is shown between all the nurses that work at the same department. One 

thing that is noted by most of the respondents is the attitude towards SU, which according to 

the theory of an experienced identity is formed by the environment. From an environmental 

aspect the experienced identity might be limited to their department only, which would be a 

good explanation as to why the respondents express what they do. 

 

When analysing the manifested identity one of the respondents’ talks about how the 

organisation has developed over time. One of the main thoughts that came up is that there has 

been a shift in climate towards a harder atmosphere and that the organisation has been 

slimmed down, with major changes and cutbacks. SU’s history also has changed throughout 

the years and one of the major changes has been the merging of the different hospitals; Östra, 

Mölndal Högsbo and Sahlgrenska becoming one. Even though this was done a long time ago, 

there is clearly a rivalry between the different buildings. From a management perspective one 

can clearly see changes when talking to the ones that have worked in the organisation a longer 

time. The respondents with more work experience tend to compare and focus on how it was 

before. Talking to the ones that have less experience in SU, the difference in attitude that the 

others has talked about does not seem to exist.  

  

The attributed identity that the respondents talk about is based on their education and not on 

their employment at SU as an organisation. The attributed identity is something one can trace 

back to their education. All of my respondents have spoken about their time at university and 

how it has affected them in their identity as a nurse, along with the relationship that they tend 

to create to their patients. Whereas the patients are the ones that give the nurses interviewed a 

reason to come to work, one has to talk about the relationship between nurses and the patients 

from an attributed identity perspective, where the nurses’ actions allow for the possibility to 

create attributed identity because of the relationship to the patients. Doing good things as a 

nurse towards the patients creates goodwill and a positive attributed identity between the 

nurses and in this case the organisation. What is important to remember here is that without 

the feeling of doing something important for the patients the attributed loyalty in this case 

would cease to exist.  

 

When analysing the respondents’ thoughts about identity and focusing on attributed identity 

that is supposed to be used on two different levels, one realises that this is something that 

somewhat should be changed to three levels when applying the concept to a large 

organisation. In this case the respondents do not see themselves as SU employees even though 

SU is their contractor. They tend to focus on their department, and when asking them about 

the reaction from people that do not know that they work for SU they are almost ashamed 

telling them they work for SU. In this case and after my interviews, I think the third level 

would focus on department level, which is of great importance where the respondents have 

trouble identifying their department as a part of the whole organisation, seeing them and their 

department as separated from the organisation. 
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6.4 Trust 

I also asked my respondents about trust, including how they feel about the concept in general 

and their thoughts about trustworthiness, along with their trust in SU as an organisation. I also 

asked questions to see how they, and if they, trust their friends and colleagues, and also if they 

see SU as an organisation that trusts them as employees. 

 

During the interview Alpha talked about process-based trust: 
 

I can’t say that SU takes care of the employees. Lots of people have to quit, the wages 

are lousy and there is always downsizing and people have to move to other departments 

or hospitals (Mölndal, Östra, Salhgrenska and so on). 

 

When talking to Echo about trust and how the organisation has developed and changed, the 

information I was given matched most of my other respondents’ thoughts about process-based 

trust: 
 

When looking at differences that have occurred after major changes I can’t say that the 

changes have done anything good to the organisation. 

 

Tango reflected on how the process-based trust works towards the own department and how 

SU as an organisation lacks the ability to support their staff: 
 

I can’t really say that I care about SU in general, but when it comes to my department 

it’s a lot more important and complicated. You have to stick up for your colleagues 

because you don’t want them to end up with a lot of trouble and extra work. SU in 

general doesn’t care but then again it’s not much to do is it? It could be worse and the 

ones that are incompetent and worthless are still here. SU is unable to get rid of them 

and that’s something one has to accept. 

 

Zulu mentioned how the lack of a process-based perspective affected the situation: 
 

To put my hopes and trust in SU is something I would never do. Not when you’ve 

heard all the stories about their way of treating the employees nowadays. Before, like 

ages ago, it was good, but something has happened and the only thing that is important 

is money and SU doesn’t think that much about the employees. At least not the ones 

that are low educated and not working as a doctor or something else like that. When I 

have done my part, do I get rewarded? I would say ‘NO’, because we are told that we 

are expendable, not straight to our faces, but still our knowledge is worth nothing. 

 

Echo talked about how SU’s characteristics-based trust was working against the staff, creating 

a problem when trying to develop the workplace: 
 

When we were working on different tasks trying to change things in our organisation 

and come up with good ideas nothing happens. It’s always like that, it’s like a play for 

the gallery like everything has been made up before and the only reason we are there is 

because it looks good on paper. 

 

Whiskey´s view how institutional-based trust works in the organisation is based on the fact 

that SU is a university hospital that from the hospital’s point of view makes it possible to 

create trust through education: 
 

My friends that work in Malmö or Stockholm have better wages, but then again SU is a 

university hospital and we are able to attend lots of educational lectures, etc. 

 

Alpha gave me a view how trust between her and the manager had worked out on a person-

based level: 
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I was on a substitute employment then and I didn’t manage so I talked to the manager 

during that time and she had me transferred to a place where I felt good. Unfortunately 

I had a major crisis due to family problems and I ended up on the sick list. The 

manager and I talked about it and she thought that I should stay but when I look back 

on it today, I realise that I took the wrong decision staying. I assume my decision had 

to do with trust towards my employer. I did trust that everything would turn out good, 

but it didn’t. It took me a couple of years to come back full time. Thanks to the 

manager everything sorted itself out really well because she made a tremendous effort 

when giving me the possibility to start working in a different place and only day time. 

She was understanding and sorted it out in a good way calling me and checking how I 

felt when I was home and so on. 

 

Alpha also had an opinion about how working in SU and the lack of rewards had affected her, 

which is showing how deterrence-based trust works out: 
 

I did think about quitting and last year when I got my new wages I really got frustrated 

and angry and I did think that it couldn’t be true that I would work for so little, 

especially when I had done so many things and it didn’t pay off, but I am still here. 

 

During the interview with Zulu I could see the resemblance between all my respondents’ 

views about SU from a deterrence-based trust perspective: 
 

It’s amazing to understand that SU has a good reputation according to them when I, 

who am working there, can’t say the same. I am tired and fed up with SU. It sounds 

strange but I am still here which is paradoxical in one way. 

 

Information, and how organisations mediate information to their employees, was something 

that Whiskey talked about through a knowledge-based trust perspective: 
 

I feel that I am informed with what happens here in my department. I think that is good. 

It gives us a reason for what we do and I can feel that I can give my trust to the 

department because I can be part of the decision and we are also able to effect some 

decisions. I do wish that we could affect more because sometimes it is hard work here 

but I do trust the management of this department, but as I said some decisions are really 

bad and I can’t understand them but I try not to think about the bad decisions or why 

they have been made. I know that as long as I do my best that is good. 

 

Whiskey also talked about identification based trust and summarized what all of my 

respondents felt: 
 

Another good thing with work is that that many of us are so young and recently 

employed and we share a lot of common interests and we are supportive to each other 

and you can always ask if you are uncertain and we have a lot of good meetings with 

the manager because there are a lot of young people that die here. I would like to have 

more of those meetings because it is hard to watch someone your own age dying. 

 

During the interview Tango talked about swift trust: 
 

I do what I’m told and I keep my opinion to myself. I must say the organisation lacks 

leadership. Too many of the ones in charge have, during a long time, done nothing and 

we at the bottom have to pay for it. Cutbacks and bad schedules are given to us at the 

bottom and I am sick of it. I might not have so much in common with all of my co-

workers and we do not always share a mutual interest but one has to be professional. 

 

I do think that the head of this department would freak out if I did something wrong 

even if it was by mistake and nothing really happened. She is so afraid of losing the 

title so I assume I would be the one standing alone in the spotlight. 
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Zulu also mentioned how the swift trust is easily scattered if someone does something that 

could be seen as unprofessional: 
 

I won’t do something that would risk my life and I believe that in some situations it 

might escalate things if I step forward only because I am who I am. Oddly enough 

everyone tends to hide behind me in some situations and it has happened that the 

manager also have done it and thinking I should handle the situation. Talk about lack of 

trust after that when your guv’ is hiding behind you unwilling to act. 

6.4.1 Conclusion and analysis 

When analysing what had been said during my interviews, I could see that from a process-

based trust most of the respondents had a bad view of SU. One of the most obvious things 

that create a low type of process-based trust is that the organisation as a total is felt to be too 

big. The respondents felt neglected by the organisation and they also talked about the feeling 

of only being a number and not a person. Objectified by the organisation and not having a 

value they feel more like a cog in the wheel rather than an individual, and the consequences 

that some of the respondents have suffered during their career has forced them to make great 

sacrifices. For an example, one of my respondents has suffered from knee problems because 

of work and needs to take painkillers to be able to work. All of the female respondents also 

talk about the high level of stress that they feel when working. 

 

The respondents said that the care that SU can provide is top-notch and therefore the 

organisation’s process-based trust should be seen as good, but on the other hand as an 

employer SU should not be seen as a role model because how they tend to handle their staff, 

giving the process-based trust another form when looking at the concept from an employee 

angle. All of the respondents had issues in one or another way with SU and its personnel 

policies which surely affects the process-based trust from an employer-employee perspective. 

When the staff is hostile towards the organisation it is obvious that they will not defend the 

organisation when it is criticised, and this causes the brand name’s reputation to suffer.  

 

From a characteristics-based trust, the trust that is shown is not based on trust to SU—it is 

based on the respondents’ department and therefore in a lower level. The respondents have a 

high characteristics-based trust towards their department, as they are aware of what is done 

there. SU is obviously too big to grasp, which makes it difficult to see what is invested in SU. 

The respondents know that SU is the biggest hospital in northern Europe and all of my 

respondents were focused on what went on in their department, saying that they did not have 

time to participate in whole organisation. My respondents were aware of that information was 

updated on the web but they said that it was impossible to find time to go through all that was 

written, and when they did, so much of the information was uninteresting. Some of the 

respondents also said that they were annoyed because of the way the web page, where it is 

possible to ask questions about the organisation is constructed; one can’t ask questions or 

leave feedback anonymously. Three of my respondents also said that it is hard to criticize SU 

because there are no canals for this, making it impossible to affect SU and create a common 

understanding on a reciprocal level in the organisation. 

 

When analysing how the respondents act based on person-based trust, it is clear that the 

relationship between the patients and the staff is of great importance. All the respondents 

clearly state that one of the biggest rewards for them as employees is when patients trust them 

as nurses. This type of trust that is created is affected by the process-based trust. If the 

process-based trust is weak it is logical to believe that it is harder to create a strong person-

based trust between the staff and the patients. 
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Analysing the person-based trust between the staff one finds that in most cases the 

respondents trust each other’s abilities. There is one respondent that might be a bit wary when 

it comes to nurses who are new in the field, and their abilities stating that they have little 

practical knowledge when beginning their first employment. Over all the respondents have a 

strong bond to each other, even though some of the respondents state that they don’t have 

much in common with the people with whom they work. As a contrast to the relationship 

between the nurses, there is an obvious gap between the ones that work on the floor and the 

ones in charge.  

 

Most of the respondents talked about a problem with leadership and almost all of the 

respondents have questioned the management on one or more occasions. In general most of 

the respondents seem to respect their manager, but two of the respondents clearly state that 

there is a leadership problem in the organisation and that it is something that seems to be 

common for SU. According to the respondents there are a lot of complaints for the 

organisation’s leaders, which causes them to feel insecure as employees. 

 

From an institutional-based trust perspective trust is connected to the recognised societal 

structures, and depends on the individual or organisation’s attributes. When looking at SU one 

could find three main objectives, but when talking to my respondents none of them talks 

about the main objectives that SU has displayed on their webpage and none of my 

respondents remember that they have had any more information of SU values or ethic codes 

than the first days when they were employed. All of the institutional-based trust is based on 

the ethic codes that they brought with them from university rather than the organisation’s 

codes. SU as an organisation should push forward in this field and make sure that the values 

of SU are implemented among the employees, creating a sub-cultural membership or known 

professional associations which in the end will offer trust through SU’s certified rumour as an 

organisation which has ethic codes and core values that every employee knows about. These, 

in turn, give a trustworthy appearance.  

 

One of the problems with trust and employment that exists in the organisation is when 

employing people on a short term contract. When talking to my respondents that are on a 

short time contract one finds out that all of the respondents have issues with this problem. The 

respondents that are on a short term contract often feel neglected and have problem seeing 

how to fit in with the others because of their end date. Another problem that the ones who 

have worked there for a longer time notice is that, when contracting people on short time 

contracts, this creates a big flow and it is sometimes hard to withhold the knowledge level in 

the organisation referred to as tacit knowledge. When employing someone for a short term, 

one must realize that there might be situations where the employee does not trust the 

organisation and acts in a disloyal way. To prevent the occurrence of this, one must have a 

constant dialogue with the person that has a short time contract and keep up-to-date on that 

person’s situation and possibilities of becoming a part of the organisation. 

 

Deterrence-based trust is possible to find with some of my respondents. This is shown when 

one talks to the respondents that have worked for a short time in the organisation, or who are 

employed on a short term contract. The respondents that are employed for a short time feel 

that they cannot trust the organisation because of their knowledge of the economic situation in 

SU. There have been lots of cutbacks that affect the staff recently and all of my respondents 

talk about the economic problems affecting SU. There is always talk about how to make the 

organisation more lean and slim, and this eventually affects the nurses since it forces them to 
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work under big pressure and with the knowledge that they might be forced to look for a new 

job when risking unemployment. Those employed for a short time clearly try to put on a brave 

face, and not reveal their fears for risk of not getting more permanent employment.   

 

From an organisational perspective SU is taking a great risk if the staff that are on a short 

term contract feel neglected and foreclosed. If the employee is not given the correct 

information and has a situation report which gives indications on the possibilities to a fulltime 

contract this might turn out to be seen as dishonesty from the employer’s side and this could 

create a feeling of animosity towards SU, and result in a loss of reputation. This is something 

that is already known by the public; this can be seen in the fact that the respondents describe 

how other people react when told they work for SU. They generally respond with a comment 

about SU, and ask if it truly is as bad as everyone says it is. 

 

Knowledge-based trust exists between the patient and the nurse. Through the nurse’s 

knowledge of the patient’s condition and needs, the nurse is able to withhold the patient’s 

trust by anticipating the needs that the patient is supposed to have. Through information 

towards the patients the nurses are able to uphold knowledge-based trust. When reflecting on 

the situation that the nurses have with SU it is clear that the information that needs to reach 

each and every one working for SU is doing so. It is possible to think that the information 

reaches the head of the department but when it is past forward it is insufficient, which causes 

the employees to feel anxious because of the lack of information flow from top to bottom. 

From a knowledge-based perspective the organisation needs to have a more regular 

information flow from someone higher up in the hierarchy chain than the closest manager 

delivering information of importance to develop a trustworthy relationship between the 

organisation and the employee. 

 

When talking to the respondents and analysing their thoughts about trust one finds that the 

identification-based trust between all the respondents and their colleagues are of great 

importance because of their shared interest in the patients’ wellbeing. Without an 

identification-based trust between al of the employees there would be a great problem for the 

department to function. An organisation that has a well-synchronized and smooth handling of 

their patients, creates bounds between the ones that work in the environment and is a good 

thing for creating loyalty in general between the employees. In an organisational perspective 

one can find things that SU does to build up this type of trust through teambuilding events. 

Unfortunately SU lacks continuance in doing this which affects the organisation in total.  

 

Frome a swift-trust perspective there are two respondents who stand out from the rest and who 

do not adopt a swift trust perspective. These two are the ones that are employed on a 

substitute employment. Both the respondents that are employed on a short term contract feel 

that they are excluded from the others’ possibilities to develop themselves because they 

cannot enter SU’s professional development. They also feel that the organisation uses them as 

thralls and they are unable to influence their situation. This is clearly a problem in an 

organisation if they want to have loyal employees. One of the main reasons for the 

employees’ lack of trust towards the organisation is their feeling of alienation with the 

decisions what will happen when their contracts ends. One interesting observation is that the 

swift type of trust does exist between the patients and the respondents, such as when the 

patients put their trust into the respondents when talking to them about their reason to why 

they are sick and also entrusting them with other types of problems during the time they are 

hospitalised. 
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6.5 Commitment 

I also asked my respondents about their commitment. I wanted to see if my respondents had a 

weak and fragile commitment or if they felt that their commitment could be viewed as strong. 

 

When interviewing Alpha we talked about commitment and the thoughts Alpha had about 

organisational commitment: 
 

The responsibility that I have without being monitored makes me want to work and 

gives me the possibility to develop myself as a person and in my profession as well. 

 

Echo mentioned that working as a nurse brings a feeling of pride because of the tasks 

performed: 
 

When it comes to my job, I do feel proud of doing what I do for a living. I have 

managed this and been working here for so long. I think everything is going well here. 

 

The overall job satisfaction was something that Whiskey mentioned when talking about 

commitment through an organisational perspective: 
 

Overall I am satisfied working for SU. SU gives me interesting tasks and I believe that 

I will work for SU during a long time because it is such a big organisation. Once 

employed by SU you will work here for a long time and you can help people. The last 

thing is something I cherish. 

 

Alpha talked about the possibilities offered by SU and how continuance courses were 

something that created employment commitment during the interview: 
 

A good thing with SU is the possibilities to develop oneself in the organisation. Most 

of the courses are given by SU and they want you to go as often as possible. I have also 

been granted the opportunity to start working with a project for my old department 

which is something that would have been impossible if working for another employer. 

 

Tango mentioned how the work allowed for the possibility of feeling pride, which is 

something that is positive for the employment commitment: 
 

Most of the time I think it’s alright and I do feel proud working with the things I work 

with. I am proud to see that I can help people that need help and that is worth a lot. 

 

Being given possibilities to help people was something that was good for the employment 

commitment; however, on the other hand, Zulu also said that some things that SU does do not 

strengthen employment commitment: 
 

In general I think working as a nurse is good and I like helping people. Working harder 

for SU is out of the question. I think I work hard enough and who would give me a 

reward for my contribution? If I were offered better pay I would be interested, but as it 

is at the moment, I stayed for 20 minutes longer yesterday and no one will reward me 

for that. I don’t have the possibility to save up minutes like friends working in offices 

have so I lost 20 minutes of my spare time to SU and I don’t want to count how many 

times I have started early and stayed late and skipped lunch and so on. 

 

During the interview Whiskey talked about how one was affected at work and the affective 

commitment was something that was created through the patients: 
 

The board is good at giving guidelines and rules of conduct but it is hard to implement 

them because they are not always valid, but when it comes to the organisation’s 

problem I must say I feel like they are my own. You get irritated at SU as an 
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organisation when they tend to do cutbacks and stuff like that which affects our patients 

and creates even more problems. 

 

Zulu also mentioned how decisions and the new organisation were creating a lack of affective 

commitment: 
 

When decisions come they are seldom rooted with the employees and you always feel 

bulldozed by SU and sometimes your manager. What I have been told SU is becoming 

more and more like a factory and not a hospital. I don’t agree with an organisation that 

treats their patients or customers like they are worth nothing and even worse is the 

attitude towards the staff working here. We are the ones that have to be ashamed in 

front of the patient. Not the ones that are in charge. 

 

Tango’s view about continuance commitment was something that could be traced to the 

employment situation: 
 

Being a substitute contract makes everything pretty hard if I might say so. You never 

know what will happen and at the end I have stopped caring. I just go to work and do 

what I am supposed to do and then I go home. Substitute contract is a killer and SU is 

the best in giving people substitute contracts and letting them live in doubt. I do like 

most of the people I work with, but in the end the big problem is SU. I can’t stand SU 

as an organisation but I assume that I have to look beyond that thought. 

 

Echo also mentioned how the continuance commitment was affected by short time contracts 

and also talked about the thought of changing job:   
 

The problem is the constant change of staff. There are a lot of new employees that start 

to work here and unfortunately too many of them can’t cope working here and for some 

reason I feel that I have to stay here. 

 

I have never thought about changing jobs apart from when I got mad about my wages. 

But I have never really thought about what would happen if I got another opportunity. I 

don’t think that way. My only goal is to be able to work until I am 65. When I was 

younger, before I passed 50, I did think about going somewhere else but now I’m too 

old and I do hope I can continue until I’m 65 without a problem. 

 

Alpha talked about normative commitment and that there were no such feelings like 

obligation towards SU: 
 

I have no emotional ties to SU we don’t go hand in hand, but when it comes to patients 

it is another thing; along with the colleagues they give you a reason to go to work and 

they support and trust you. They have faith in what you do and, I don’t know, it is a 

very special world I work in and there are lots of emotions and feelings involved in 

everything you do here giving you a special code of conduct: You are a nurse and you 

have to work from that thought. 

 

When speaking to Echo about normative commitment one could see how the obligation 

towards the organisation had never existed, but it was replaced with an obligation towards the 

patients: 
 

I don’t feel obligated to work for SU but I do feel obligated to work for the patients. 

We have a good solidarity between us and everything is in order. If you come to 

another place where there are lots of younger employees it’s always a mess. I also think 

it’s a good thing that there are a lot of more experienced nurses working here that are a 

bit older than everyone else. 
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6.5.1 Conclusion and analysis 

Striving to find answers about the respondent’s loyalty, I asked them questions about their 

thoughts regarding different types of commitment. When I asked my respondents about 

organisational commitment and the factors that it is based on I received responses of 

importance. One of the first thing that everyone mentioned that shows that they feel an 

organisational commitment towards SU is the perceived supply of interesting work that comes 

with working in the organisation. SU is able to provide all kinds of imaginable possibilities 

that one can imagine when it comes to medical treatment being the biggest hospital in the 

northern parts of Europe.  

 

Almost all of my respondents talk about the possibilities that come with working for SU and 

from an organisational commitment perspective; this is something that increases the 

commitment towards SU. According to Hult, working in a hospital environment is also a 

factor in increasing organisational commitment because of the function one has as a nurse. 

Working as a nurse allows for the opportunity to help other people along with being useful to 

society. The respondents also talk about their job as free when at work which also gives a 

positive outcome on the overall job satisfaction. Another thing the respondents talk about is 

the possibilities to advance in SU; even though none of my respondents have mentioned the 

possibilities to become head of a department, almost all of my respondents have good 

thoughts about SU as an organisation where freedom of movement and possibilities to change 

tasks exists. This is another good thing that leads to organisational commitment. 

 

On the other hand, the respondents discuss monetary rewards as non-existent at SU; the 

general attitude amongst the respondents is that the wages are too low compared to their tasks 

and their education, which should be seen as something that decreases the overall job 

satisfaction and which therefore affects the organisational commitment. From an age related 

perspective it is clear that the younger respondents are more likely to talk about other 

possibilities compared to the oldest respondents who clearly state that SU has to provide for 

the ones who have been loyal and worked for such a long time. This difference in attitude is 

clearly a variable that affects the organisational commitment. 

 

Employment security is something that creates a big problem for the organisation and the 

organisational commitment amongst all of my respondents in one or another way. The 

respondents that have worked for a longer time are less likely to lose their job, but they still 

talk about the problem that occurs when there is lots of fluctuation within the department due 

to the constant stream of short term employees. This affects the patients, the moral and the 

ability to trust each other in different situations. When talking to the respondents working on a 

short term contract one could clearly see that there is animosity towards SU because of the 

situation where they do not know if the will be able to continue to work at SU when the 

contract ends. The animosity that the respondents feel towards SU because of the situation 

when it comes to short time contracts is something that could be simply solved by a closer 

contact briefing them about their situation and the possibilities to continue at SU. 

 

When I asked my respondents about their tasks at work all of my respondents said that the 

things that they were doing at work were important, and that being able to help people in need 

is one major thing for all of my respondents interviewed. Having a meaningful job gives the 

individual a reason to strive for individual fulfilment, and is also an important variable to 

build and strengthen employment commitment. 
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When talking about employment commitment to my respondents, one can clearly see a 

difference in attitude towards employment commitment between the men and women 

interviewed. The women have a more loyal attitude towards the organisation and have a high 

degree of employment commitment even though they might speak about SU as a place of 

employment.  

 

The affective commitment that is based on the respondents’ identification with the goals of the 

organisation is generally weak; two of my respondents who clearly state that they have a 

strong possibility of participation in their daily work are an exception. One of the respondents 

that say that they have that possibility also points out that SU is a good employer because of 

the opportunities that have been granted regarding personal development. SU has a major 

program for permanently employed where they are able to further their educations on the 

behalf of the organisation. The problem with this is that only the ones that are permanently 

employed are able to participate; the ones that are substitute contract are unable to take part in 

the program and feels that they are excluded which in their case results in a weak affective 

commitment, lacking the possibility to be a part in their own personal development. One of 

my respondents also mentioned that age could be something that was important in the 

possibility to affect the organisations decisions, since being too young made it harder than if 

being older to be listened to and being able to participate on another level. According to my 

respondents this also was something that had little or almost nothing to do when it came to 

years employed in the organisation. With age another type of authority comes along and this 

is probably something which helps when trying to participate in the organisation’s decisions.   

 

Considering commitment from a continuance commitment perspective, two of the respondents 

clearly have an outspoken continuance perspective because of the time they have invested in 

the organisation. One of the respondents who have been employed the longest clearly states 

that the organisation has to take care of their employees and especially when being employed 

for a long time this should be something of importance. They mean that it is the organisation’s 

task to take care of their employees when they get older. One respondent who has been 

employed for a longer time has been taken care of by the organisation when being sick and 

says that this would not be possible if one does not invest time in the organisation, and 

therefore it is a good reason to remain for a longer time. 

 

The other respondents who have worked for a shorter time and especially the two employed 

on a substitute employment have a more pragmatic approach towards a continuance 

commitment perspective. The two respondents employed on a short term contract talk about 

the possibility to move and do something else as rather good and something that they would 

probably do if their contracts were not renewed. Both respondents also discuss the possibility 

to do different things for a short time as a possibility, because they do not have children and 

are still fairly young. The last respondent who has been employed for a short time also talks 

about the possibility to move and do something else if the workload increases and therefore 

also holds a weak continuance commitment. All three of the respondents that have a weak 

continuance commitment are childless, and two of the respondents are single. Those two 

variables probably have a big impact on all three of the respondents’ continuance 

commitment, especially since one of the respondents talks about the last possibility to go 

abroad for a longer time before establishing a family and do something else than work as a 

nurse for a while. 

 

From a normative commitment most of my respondents do not feel that they have a strong 

feeling of obligation to remain in the organisation. When talking to the respondents who are 
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employed on a substitute contract the contempt with the organisation is strongest and both of 

them talk about trying to find a new employer. If they were offered a longer contract for 

another employer the two respondents are sure that they would leave immediately. Three of 

the respondents are also questioning whether or not they would turn down an offer from an 

organisation where they would not be working as a nurse; still it is the two who are employed 

on a substitute contract who are most likely to show weak normative commitment. When the 

organisation does not show interest in their employees and clearly lack a way to follow up the 

results by showing interest in their employees, the ones who are most likely to leave are the 

ones who have a substitute contract. On the other hand the employees who have worked a 

longer time for the organisation also show signs of a weak normative commitment even 

though the ones employed longer than five years talk about staying because of obligation 

towards SU. The reason for this attitude is the development program where the respondents 

have been able to study on the behalf of the organisation, which is positive for SU. 

 

One interesting aspect from a normative commitment view is that all of my respondents have 

a normative commitment towards the patients who are hospitalised in their department. The 

patients are a reason why all of the respondents choose to continue to work for SU. The two 

respondents who are on a substitute contract also say that apart from the patients, another 

good reason to stay is because of the need to have a merit on their CV, making them more 

attractive to other employers in the future. 

6.6 Postmodernism, the tourist and the vagabond 

During my interviews I also asked questions that had to do with postmodernism to be able to 

determine if and why my respondents could be seen as either tourist or vagabonds from a 

postmodern perspective, as described in chapter 2. 

 

During my interview Alpha mentioned that if moving to another employer or another job 

there had to be a lot better wages included. 

 
I can’t say I have applied for another job, but if I should change I would change to 

something different than SU. But then again, I’m satisfied with this and I like the job 

that I have at the moment. I can’t bother to go to Norway; I think I would be homesick 

but it would have to be something that pays rely well otherwise I would not change. 

 

Echo talked from a job perspective about the possibility that comes with the nurse trade and 

the opportunities to find a job as well as new and different tasks to work with. 

 
I can’t say how many times I have changed jobs during my life. I remember that I did 

quit from one job even though I didn’t have a new one to go to but I wasn’t in a rush 

and you can always find work as a nurse; shortly thereafter I started to work as a nurse 

during nightshifts at Östra. 

 

Tango mentioned that the opportunities for development at SU are a good reason to stay and 

if not for life at least until the tasks become routine. 

 
I wanted to work with people because I find it interesting and stimulating and at this 

department I have great opportunities to develop and I have learnt so much about 

medicine and nursing during my time at this place. I would say that this is one good 

reason to stay in SU, I can’t say for life but then again at least for a longer time. 
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From a practical perspective Zulu talked about how the opportunities to move correlated with 

the lack of a family life and if one where to move there would be a lot of jobs that would offer 

better wages. 

 
One always change tasks if that is what you mean, there's a lot of other things. It's not 

just this department where you can work which is nice. But sure, I know that one can 

get a lot more money working for a private company for the same type of work.  I don’t 

think it would be difficult to find another place to work, one can always move and I 

have no family. Norway is always interesting not only for the wages but for my hobbies 

like snowboarding and climbing. 

 

When it comes to other opportunities for finding different jobs in the nursing trade Tango 

declared similar thoughts as Zulu had. Tango also raised the discussion about wages, 

opportunities and why SU has such a great attraction. 

 
If I would change jobs it would ideally be to another job here at SU because I don’t 

want to move or commute. I was offered a job where I used to work with a salary of 

7000 Swedish kr more a month, but it did not appeal and it was not as stimulating as 

this. Here I learn a lot when there is emergency care. The wages aren’t everything 

compared to tasks, what is more important is that it is a challenging profession and it is 

fun and stimulating to work there. That I value more than the salary. I can’t imagine 

myself changing jobs at the moment but if, it would have to be more challenging and 

better paid.  
 

During my interview with Zulu, my respondent mentioned that there are lots of opportunities 

with the trade and that one does not have to worry that much about unemployment. 

 
Yes, I was working as a substitute for a year in a municipality east of Gothenburg after 

that I went abroad and snowboarded for a while. It was nice and I’ve thought about 

doing it again after I finished working. We'll see what happens in the world first, 

perhaps. But you can always find something to work with. I do not know if I want to be 

a regular nurse for the rest of my life, but then again ambulance would be pretty cool. 

 

From a work perspective as a nurse Whiskey pointed out what all of my respondents in one or 

another way had mentioned and that was that they never had had to worry about work and the 

possibilities of finding a nursing job. 

 
I have never been unemployed as a nurse, no, not really. Strangely, now that you 

mention it, there is always something to work with as a nurse. 

 

Downsizing and the feeling of a constant strive for a leaner and slimmer organisation in SU 

was something that was noticed by everyone, including Echo: 
 

There is always something that can be developed and changed so that the organisation 

can downsize but in the long run they don’t cut down on us nurses instead they change 

the schedule so we have to work in horrible conditions with a lot of pressure. SU cuts 

down on other things and say that they make it more effective. I don’t know if it’s more 

effective. 

6.6.1 Conclusion and analysis 

Along with the answers regarding loyalty the nurses also spoke about their opportunities and 

limitations from a nursing perspective. This allowed me to analyse the answers given from a 

tourist and vagabond perspective in a postmodern context. 

 



47 

 

Analysing the answers given from a postmodern context, the situation at SU is similar to other 

organisations. Downsizing and striving to become leaner and slimmer is something that 

affects the personnel in one way or another. The respondents mention that constant changes at 

SU affects their situation, and forces them to change their schedule in a bad way, which 

results in a growing workload and more pressure and uncomfortable hours. This is clearly 

something that is a problem according to the respondents; however, this is likely a way for SU 

to cut down costs and create what SU would call a better organisation where one has analysed 

what is best from an economical perspective. 

 

Creating a more effective organisation from an SU perspective does not seem to affect the 

nurses in such a way that it forces them to quit unless they quit on their own accord. In this 

stage nurses are too valuable of a resource to get rid of, and if forced to leave the ones that 

leave are the ones that are easily replaced, and who lack specialised skills. On the other hand, 

this forces the nurses to take a greater responsibility and a greater workload when they have to 

do tasks that usually were done by someone else. Focus on the individual is something that 

the nurses always mention and from an organisational perspective the ethical code by ICN 

does not run well on all levels with the main objectives that SU has. Giving care is something 

that is hard to explain and there are a lot of subjective values in the concept that SU seem to 

lack according to the respondents and is something that might be affected by the constant flux 

that SU is going through. 

 

One of the things that I noticed during my interviews was that the type of work that SU offers 

for nurses is work that is satisfying for a tourist. Working as a nurse in SU provides 

possibilities for a sense fulfilment and satisfaction when treating patients and to be able to 

work in a field that need sophistication, sensitivity and schooling. Along with the fluctuation 

in the tasks and the possibilities to develop and be self-fulfilling which my respondents have 

said during my interviews the trade is clearly something for a postmodern tourist. None of my 

respondents could see themselves in a place that one would see as monotonous or unable to 

offer challenges. 

 

Another thing that my respondents stated was the possibilities to choose where to work and 

what to work with. Most of my respondents have been able to freely choose among different 

job opportunities where the wages have varied greatly. Even though all of my respondents say 

that SU pays them too little compared to what they would be offered in other organisations it 

is obvious that my respondents do not have wealth and income as a top priority. This is 

something that is characteristic for a tourist in a postmodern society. Whereas wealth and 

income are interesting, they are not a top priority compared to being able to choose freely 

among the different tasks that one can have as a nurse at SU. 

 

From a vagabond perspective the ones that are employed on a short term contract might 

initially seem to be easily classified as vagabonds, but upon further analysis, their responses 

show a different result. The respondents that were employed on a short term contract in fact 

did not seem to be forced to be in the position that they were. All of the respondents employed 

on a short term contract had at least one offer from another employer and when it came to the 

feeling to be unable to settle down none of the respondents seemed to worry about that. They 

also mentioned that they never had to worry about finding jobs as a nurse and when asked if 

they ever had been unemployed because the lacks of possibility to find work none could relate 

to that. Echo even mentioned leaving work even though she had no other job waiting. 
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7. End game 
In this chapter I will summarize and provide feedback to my question, and I will also present 

my own reflections and interpretations on the material. 

 

During my interviews and from my analysis one can say that the respondents are generally 

pleased with their choice of trade, but most of them are of the opinion that the work 

conditions could be improved on multiple fronts. Ambiguous answers from my respondents 

show that there is ambivalence where the trade is something they are proud of but when 

referring to SU, they all proclaim their dissatisfaction with the organisation. 

 

Throughout my interviews with my respondents I noticed a strong ID that is related with their 

trade as nurses; this is something that SU needs to take better care of if they want to create a 

stronger type of loyalty towards the organisation. In the quest to increase loyalty amongst the 

staff the OID is an important factor that has to rise from the whole organisation and not, as it 

is at the moment, from different departments inside the organisation. Therefore SU as an 

organisation needs to take the lead in the struggle on a group-level making it possible to steer 

the OID in the right direction and ensuring that all trades in the organisations is highlighted.  

 

One example to develop OID could be through creating a special week where the whole 

organisation, without harming the daily work, allows the employees to attend walkthroughs 

from the executive director and others in the directorate. During this the employees will have 

a possibility to be in direct contact with the executives rather than only the closest chief of 

staff and also have the possibility to be informed on what has been done, what will be done 

and why SU will do different things in the near future.   

 

The directorate also need to focus on how the organisations manifested ID together with the 

attributed ID is handled and through creating a stronger connection between the different 

hospitals SU would enable an organisational ID that is working to create loyalty amongst the 

employees towards SU. This, in turn, could make sure that the attributed ID is focused on SU 

and not as it is today divided on all the different complexes. The form of attributed ID that SU 

has today manifests one of the biggest problems from an ID perspective correlating with 

loyalty, where every hospital building is creating their own ID. This is far from what should 

be done. 

 

When working on the ID to create loyalty towards the organisation, one factor of importance 

is to reshape the ID that already exists into to something new, focusing on OID. Aplying the 

ICN guidelines, for example, which seem to be precedential in the trade a nurse, on SU in an 

OID aspect SU could mediate both a stronger projected as well as an attributed identity. In the 

long run this would strengthen loyalty towards the organisation when the employees have a 

stronger feeling of ID with the organisation. 

 

Along with a stronger ID the focus on trust is something that SU needs to strengthen to 

develop a stronger sense of loyalty. The feeling of being a product that is exchangeable and 

therefore unseen is a problem for SU from different perspectives and not only from a loyalty 

point of view. SU should strengthen the name from a branding perspective and through that 

develop the process-based trust. SU should also increase the influence or at least give the 

employees an opportunity to have a bigger insight into how the organisation works to increase 

the understanding of what is going to happen in a near future. Creating the possibilities to see 

what is happening inside SU on a management level could be used as an instrument to 

increase person based trust, narrowing the gap between the management and their staff 
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through work focused on values preventing animosity towards changes and decisions. 

Working with all the above factors will in the long run also develop the knowledge-based 

trust as well as the identification-based trust. 

 

Allowing the employees the possibility of greater insight by enhancing the transparency of the 

organisation and a closer contact between the different levels from directorate down to the 

closest manager would give employees knowledge of what will happen and when it will 

happen. Currently, much of the animosity towards SU is related to the lack of information 

that, if used correctly, could create confidence amongst the employees. Enhancing 

transparency in the organisation is therefore one way to reveal weaknesses to the employees 

and enable trust to grow.  

 

When enhancing transparency and developing trust, one factor to consider is employment 

security. If this is strengthened, it would also benefit the organisational commitment. Even 

though SU has a major program for permanently employed where they are able to receive 

continuing education on the behalf of the organisation, evolving a special HR function that 

focuses on the nurses’ organisational development from a staked out plan on a long term basis 

is something that would create a stronger organisational commitment. One positive side effect 

of a long term planning for employees this is that it would tie them to the organisation and 

make sure that they would stay longer in the organisation. This could be seen as a chance to 

increase monetary rewards and a possibility to advance, the latter creating a continuance- as 

well as an employment commitment because of the time spent on education inside SU. In the 

end, one of the most important factors is a sense that working as a nurse is meaningful, 

something that allows nurses to help others, while at the same time being useful to society.   

 

During the interviews with my respondents, all of them talked about their current situation, 

what will happen in the future and the possibilities that come with their education. By 

analysing the things that were communicated from a postmodern context and by applying a 

tourist or vagabond perspective shows that almost all of the respondents mentioned that they 

were glad to have an education that offered them so many work opportunities. The 

respondents talked about working abroad, preferably Norway, as an interesting option even 

though the oldest of the respondents mentions that the short time left to retirement is a reason 

not to move. Looking at the possibilities all of my respondents mention that there are few 

other alternatives in Gothenburg that are interesting. This is mainly because of SU’s clout, 

being the largest hospital in northern Europe and a university hospital. This makes it hard to 

compete against when comparing advancement opportunities, etc. Some of the respondents 

also mentioned the possibility to work for different organisations abroad such as Medicines 

Sans Frontiers, SIDA, and also doing UN service as a nurse.  

 

All of those things are something that are possible to do if you have an education that offers 

you the opportunity to search and find an interesting international workplace. However, it is 

important to keep in mind that travelling as a postmodern tourist does not necessarily mean 

that one has to move to a different city or parts of the world to find a more interesting place to 

linger—there is also a possibility to stay within the same organisation, but move to different 

places. In this case one has to remember that SU is an organisation that has approximately 

17 000 employees located at different hospitals which surely gives a nurse working for SU 

lots of interesting opportunities and, according to Bauman, this is something that a tourist 

would surely strive for. 
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The employees with a substitute contract in SU tend to keep a distance towards the 

organisation and talking about SU as something one should try to get away from. They often 

focus on the things they will do when their substitute contract ends. One interesting 

observation is that none of them that are employed on a substitute contract seem to be worried 

about the future when it comes to work and are secure in their opinion that they always will 

be able to find work as a nurse if they want to. The respondents also mentions that if offered a 

permanently employment or a prolongation from SU both of them would probably say yes to 

that. 

 

Almost all of my respondents say that they are willing to move if being offered a better job, 

which, in this case, means a more interesting job for the ones that are permanently employed. 

Asking about the insecurity of ever being unemployed, all of my respondents say that there 

are always opportunities for finding another nursing job, and that the question is rather if they 

are willing to move if they become unemployed. Only one of the respondents mentioned that 

moving to find another job is out of the question because of the short time left to retirement. 

On the other hand, the oldest respondent has changed jobs several times, and has never been 

worried about find a new one even when she resigned without a new job to go to. This should 

be seen as a clear sign that when having a nurse degree there are lots of possibilities that 

comes along with a degree, opens doors and possibilities that would be impossible otherwise. 

As a nurse one is able to be transparent, liquid and truly able to choose freely in a postmodern 

society. 

 

When studying the respondents that are employed on a substitute contract the postmodern 

vagabond is nowhere to be seen. Being employed on a substitute contract might enable the 

organisation to force the employee into a situation where the organisation can profit, forcing 

the employee to be employable. This, on the other hand, affects the respondents’ loyalty 

towards the organisation and creates a feeling of being unwelcome. Aware of their own value 

the respondents that are on a substitute contract therefore tend to have a less loyal behaviour 

towards the organisation, which is clearly stated by both of them during the interviews when 

showing animosity towards SU and talking about moving to another organisation or even 

working with something totally different. The ones employed on a substitute contract also 

mentioned moving abroad as a possibility, not only because better wages but also because of 

more acknowledgement from other employers compared with SU in Gothenburg. 

 

The tendency in the postmodern society leans towards “just in time employment”. Flexibility 

and deregulations are other concepts that the organisations in today’s society are using to be 

able to compete on the market. This means that the psychological contracts that are based on 

the individual's own interpretations are aggregated
136

. Hierarchies are increasingly being 

replaced by lateral alliances and social relations. Therefore, trust is likely to be needed in 

future co-operation mainly because of peoples’ unwillingness to take risks. Protection against 

betrayal increases the costs of sanctioning methods for companies to defend their interests
137

. 

One has to realise that if psychological contracts are not used to manipulate the staff, the 

individualistic way of life with a rationalistic and utilitarian attitude will make sure that the 

organisation loses employees, if unable to counter the concurrence from more salient 

organisations. 

 

From this point of view there is a good reason to why organisations should try to control the 

factors that I have focused on to create loyalty. 

                                                 
136

 Aronsson, Karlsson, 2001, p. 176 
137

 Kramer, Tyler, 1996, p. 4  
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7.1 Conclusion 

I have chosen to study how an organisation's users relate to their employers from a loyalty 

viewpoint and how their situation, from a postmodern perspective, should be defined. Based 

on my study and its results, I would like to continue developing the term loyalty from an 

identifying view and penetrate how loyalty works in the postmodern society and how the 

postmodern society influences loyalty.  

 

Shifting focus and selecting a different category of individuals, and additionally, looking at 

two different groups, is also something that I think would be challenging and interesting. It 

would also be of interest to question whether or not a strong loyalty is of interest or if a short 

term approach towards loyalty is the better. 
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Annex 1 
 

1. Vad är din utbildningsnivå & när tog du examen? 

2. När bestämde du dig för att bli sjuksköt och vad var det som gjorde att du började? 

3. Känner du att du valt rätt? 

4. Hur länge har du arbetat på SU och varför började du där? 

5. Har du arbetat på andra avdelningar inom SU? 

6. Hur känner du för att arbeta för SU?  

7. Erbjuder SU intressanta arbetsuppgifter? 

8. Anser du att SU har ett bra ryckte? 

9. Har du arbetat inom andra organisationer/företag som sjuksköterska? 

10. Har du funderat på att byta arbetsplats någon gång? 

11. Hur skulle du ställa dig till ett nytt jobberbjudande, vad skulle få dig att byta/inte byta? 

12. Har du någon gång funderat på att byta karriär? 

13. Känner du dig stolt över det jobb du gör? 

14. Upplever du att din avd. problem även är dina egna problem? Gäller det samma för 

hela SU eller andra avdelningar? 

15. Hur upplever du att dina kollegor tycker och tänker om dig? 

16. Upplever du att du är en del I "familjen" på avdelningen? 

17. Umgås du med dina kollegor på fritiden? 

18. Skulle du kunna tänka dig att jobba kvar om det inte var för dina kollegor? 

19. Har du upplevt att du blir jämförd med andra yrkesgrupper inom SU? 

20. Hur är din relation till din chef? 

21. Om du skulle titta på din roll i samhället, hur bedöms du då vad tycker andra om ditt 

jobb? (ekonomi, status och utbildning) 

22. Hur upplever du att din omgivning identifierar dig? 

23. Finns det policys/riktlinjer som förtydligar hur man skall vara/vad som krävs av er? 

24. Känner du att du kan stå för SU:s värderingar? 

25. Har du förtroende för organisationen (avd, och SU)? 

26. Känner du dig delaktig i verksamhetens beslutsprocess? (SU och avd.) 

27. Känner du att organisationen har tillit till dig? Högt i tak osv? 

28. Skulle du kunna tänka dig att arbeta hårdare för att hjälpa SU i händelse av kris? 

29. Skulle du ha lätt för att lämna ditt arbete emotionellt? 

30. Skulle du kunna byta arbetsplats lätt? 

31. Känner du att organisationens värderingar överensstämmer med dina? 

32. Ser du ett finansiellt värde i arbetet? 

33. Hur bemöts du av din omgivning när du berättar för dem vad du arbetar med? 

34. Har du märkt av nedskärningar inom verksamheten under den tid du har arbetat? 

35. Har du funderat på att flytta utomlands och jobba? 

36. Har du varit arbetslös? 

37. Känner du att SU satsar på dig, har du några specifik önskemål? 

38. Känner du att SU behandlar dig rättvist?  

39. Har du någon gång upplevt att SU inte behandlar dig rättvist? 

40. Anser du att SU anställer personal med tillräcklig kompetens? 

41. Känner du att vissa beslut som du tar kan leda till att du ifrågasätts? 

42. Om du skulle råka göra fel, vad händer då? (Rädsla?) 

43. Hur definierar du lojalitet? 

44. Om du reflekterar över lojalitet, har din syn på begreppet förändrats ju äldre du blivit? 

45. Om du jämför dig med dina kollegor, ser du någon skillnad i deras sätt att se på SU 

och arbetet? 


