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Abstract 

The following study investigate the organisational climate in the Norwegian police 

organisation (N = 126). By using the globally validated Organisational Climate Measure 

(Patterson et al., 2005) it examines the employees’ perception of the organisational climate in 

the 27 Norwegian police districts (N = 76), the Norwegian Police University College (N = 

22), and the National Authority for Investigation and Prosecution of Economic and 

Environmental Crime, or Økokrim (N = 28). Results showed that there are few organisational 

climate differences between the police districts and the NPUC. The organisational climate in 

Økokrim however differs considerably from the organisational climate in both the police 

districts and at the NPUC. These differences within the police organisation can be explained 

by a number of variables, accounted for in the discussion section. A brief comparison with the 

higher education sectors show that Økokrim’s results are more similar to colleges and 

universities than to the police districts and the NPUC. The results indicated no similarity 

between the teachers at the NPUC and the employees in the higher education sector.  
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Organisational climate differences in the Norwegian police 

Police culture is not a new concept, neither is it unstudied. Since the early 1960’s, 

scientist have been interested in the culture within the police (Westmarland, 2008). Recently 

however, police culture has called attention by publications looking into the Norwegian police 

organisation. The book Police Culture point out a large gap between the theoretical 

descriptions in documents, plans, and reports within the police organisation on one side, and 

the cultural practice arising in the daily life of every police officer out on the stations on the 

other (Johannessen, 2013). The book also issue an identity crisis of the Norwegian police, as 

the police no longer know what to do to match the citizens expectations. The report of the 

22/7 commission concludes that a large part of the challenges the Norwegian police 

organisation is facing today is leadership, interaction, attitudes, and culture within the police 

(NOU 2012: 14). The priority needs to be on these attributes in an organisational change.  

The Police Analysis, released fall 2013, also include the different groups within the 

police organisation (NOU 2013: 9). It claims that a cultural difference has been developed 

between the 27 police districts and the special units, such as Økokrim and the Norwegian 

Criminal Investigation Service (Kripos), due to lack of information exchange and mobility. 

This cultural gap is an unhealthy development, according to the Police Analysis, as it inhibits 

cooperation when this is needed. However, the scientific examination behind these cultural 

differences is difficult to see in the report. This is also the case in the book Police Culture by 

Johannessen (2013). Many recent statements within the field of police culture seems to be 

based on personal experiences and opinions, and qualitative conversations, difficult to 

replicate. Some scientific research has been done on organisational culture and climate in the 

police earlier, mostly on the operational police officers in the police districts (in example, see 

Crank, 2004; Skolnick, 2005; Van Maanen, 2005). However, little research is done on the 

other groups within the police, such as the Norwegian Police University College and 

Økokrim, and very little that compare the internal processes in these groups with the rest of 

the police.  

A way of scientifically mapping these differences is to look at the organisational 

climate within the police organisation. Organisational climate is closely related to 

organisational culture, but is in a larger extent a psychological concept based on individual 

perceptions. The concept of organisational climate has been researched since the late 1960s, 

and may therefore be seen as a well-researched concept (Schneider, Ehrhart, & Macey, 

2011a). The concept has however received much interest by researchers lately (Kuenzi & 
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Schminke, 2009), and is today much linked to many different research areas, for example 

organisational change (Burke, 2008), leadership styles (Haakonsson, Burton, Obel, & 

Lauridsen, 2008), and job efficiency (Gregory, Harris, Armenakis, & Shook, 2009; Hunt & 

Ivergard, 2007). Although there has been some differences of opinion surrounding the 

concept over the years (Schneider et al., 2011a), the research on organisational climate is still 

ongoing and linked to different sectors of the work society (Bernstrøm, Lone, Bjørkli, 

Ulleberg, & Hoff, 2013; Dawson, González-Romá, Davis, & West, 2008; Hannevik, Lone, 

Bjørklund, Bjørkli, & Hoff, 2014).  

This study will investigate the organisational climate in the Norwegian police sector, 

more specifically the 27 Norwegian police districts, the Norwegian Police University College, 

and Økokrim. Before looking at these groups within the police organisation, the 

organisational climate literature will be accounted for, as well as the Competing Values 

Framework and the Organisational Climate Measure.  

 

Organisational climate 

The research of organisational climate has long been characterized by discussions of 

methodology and definition (Ostroff, Kinicki, & Tamkins, 2000). For decades, a debate 

centring the confusion between the concepts of organisational climate and organisational 

culture has appeared regularly in the field of organisational psychology. A common factor 

among the two is that both concepts address the employees’ experience of the organisation 

(Schneider, 2000). Traditionally, Organisational Culture has been seen as an anthropological 

concept, researched qualitatively (Schneider, Ehrhart, & Macey, 2011b), and defined as  

“a) a pattern of shared basic assumptions, b) invented, discovered or developed by a given group, c) as 

it learns to cope with its problems of external adaptation and internal integration, d) that has worked 

well enough to be considered valid, and therefore, e) is to be taught to new members as the f) correct 

way to perceive, think, and feel in relation to those problems”. (Schein, 1990, s. 111).  

Organisational Climate on the other hand is a psychological concept, usually researched 

quantitatively using employee surveys (Schneider, Ehrhart, & Macey, 2013). It is defined in 

different wording by various researchers, but is often viewed as a “set of shared perceptions 

regarding the policies, practices, and procedures that an organisation rewards, supports, and 

expects” (Glick, 1985; Kuenzi & Schminke, 2009; Ostroff et al., 2000; Schneider & Reicher, 

1983). Whereas organisational culture often is applied to large corporations or countries, 
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climate is in a larger extent locally, and might be affected by management and environmental 

factors (Schein, 2011).  

However, the two concepts are still often used interchangeably (Katz & Kahn, 1978; 

Schneider, 2000) and there abound many different opinions considering the difference, 

causality, and closeness of the two concepts (Thumin & Thumin, 2011). One point of view 

made by Schein (2000) is that culture causes climate, and that climate simply is a cultural 

artefact deriving from the concept itself. Yet another viewpoint states that while measuring 

climate one is actually measuring culture (Payne, 2000). Despite these differences of opinion, 

several researchers supports the opinion that climate and culture are sufficiently different 

concepts, and that the similarities between them make them more like two siblings (Schneider 

et al., 2011b).   

Organisational climate was originally a broad concept that measured climate in general 

within the organisation (Kuenzi & Schminke, 2009). We call this global climate, and it was 

created to give a single measurement to the organisational as a whole. A relatively recent 

development is facet-specific climate. Facet-specific climate has become increasingly popular 

among climate scholars in recent years, by either having a specific outcome, such as safety or 

service climate, or having a process related outcome, such as justice or ethics climate 

(Schneider et al., 2011a). An important part of the history of organisational climate has been 

an issue concerning which level of analysis to measure climate. The question was whether 

climate is an individual experience, and should therefore be individually measured, or an 

organisational construct, and should be measured as such. The results revolving in the 1980s 

said that individual responses aggregate to an organisational level construct that is 

organisational climate (Schneider et al., 2013).  

Organisational climate is important because it has consequences on performance 

outcomes (Ostroff et al., 2000). These outcomes can be experiences made at an individual 

level or at an organisational/group level. At the individual level, studies has shown a 

correlation between general climate and several specific individual outcomes, such as 

satisfaction and stress. At the organisational level, studies has shown general climate to for 

example organisational efficiency and satisfaction (Ostroff et al., 2000; Ostroff, Kinicki, & 

Muhammad, 2013). 

At the organisational level, there is also many facet-specific climates, such as climate 

for justice (Li, Cropanzano, & Bagger, 2013) and ethical climate (Elçi & Alpkan, 2009). A 
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Flexibility 

Stability 

Internal External 

recent development in safety research has been to use safety climate measurements to predict 

safety performance in different organisations. A meta-analysis from 2006 using a sample of 

32 studies sums up the research on this field and support the correlation between 

organisational safety climate and employee safety performance (Clarke, 2006). More recently, 

Colley, Lincolne, & Neal (2013) viewed how different perceived values in an organisation 

impact the organisation’s safety climate using the Competing Values Framework.   

Competing Values Framework 

 The Competing Values Framework (CVF) was originally developed by Quinn & 

Rohrbaugh (1983) to identify and explore different values the organisation needs for being 

effective, and the relationship between them. As seen in Figure 1, the model consists of four 

quadrants created by two dimensions: internal-external focus and flexibility-stability. The 

internal-external focus dimension (the horizontal axis in Figure 1) explains differences due to 

whether the organisation is internal or external based in its integration and processes. The 

flexibility-stability dimension (the vertical axis in Figure 1) explains differences due to the 

organisations focus on stability and control. The two dimensions creates the four following 

quadrants of the CVF: Human Relations, Internal Process, Open Systems, and Rational Goal. 

The quadrant Human Relations refers to an internally oriented organisation with a flexible 

structure. Internal Process refers to an internally oriented organisation with a firm structure. 

Open Systems refers to an externally oriented organisation with a flexible structure, and 

Rational Goal refers to an externally oriented organisation with a firm focus on control.  

Figure 1.  

The Competing Values Framework.  
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 Several studies has validated the Competing Values Framework in different ways. In a 

study of 462 managers’ perceptions of their organisation in Australian organisations, Lamond 

(2003) found that the CVF was both valid and reliable to measure organisational culture. 

There has however been some remarks about the assumption that the values are competing. A 

meta-analysis of organisational culture and organisational effectiveness based on 84 empirical 

studies found that the “competing” values is not so much competing as complementary, as the 

four quadrants coexist and collaborate in an organisation (Hartnell, Ou, & Kinicki, 2011).  

Organisation Climate Measure 

 Based upon the four quadrants from the Competing Values Framework, Patterson et 

al. (2005) developed a questionnaire to measure the Organisational Climate in organisations. 

The questionnaire is called the Organisational Climate Measure, or the OCM, and is globally 

validated (Patterson et al., 2005). The OCM consists of 82 items whose measures 17 

dimensions that are distributed over the four quadrants of the CVF. The quadrant Human 

Relations consists of the dimensions Autonomy, Integration, Involvement, Supervisory 

Support, Training, and Welfare; Internal Process includes the dimensions Formalization and 

Tradition; The quadrant Open Systems includes the dimensions Innovation & Flexibility, 

Outward Focus, and Reflexivity, and Rational Goal includes Clarity of Organisational Goals, 

Efficiency, Effort, Performance Feedback, Pressure to Produce, and Quality. Figure 2 show 

the 17 dimensions distributed over the four CVF quadrants. The dimensions are described in 

the methods section.  
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Figure 2.  

The dimensions of OCM distributed over the quadrants of the Competing Values Framework. 

 

 

 

Organisational climate in different sectors 

 Several studies has used OCM to investigate organisational climate in many different 

sectors. One of them is the hospital sector. Dawson et al. (2008) compared climate strength 

among three climate dimensions in UK hospital staff. Results showed a positive relationship 

between organisational performance and the dimensions of Quality and Integration. Also 

among academia employees has there been several research studies focusing on organisational 

climate. McMurray & Scott (2013) found, using the Organisational Climate Measure, that 

some factors lost their validity in the academic environment, while others remained valid. 

Another study also used the OCM in investigate organisational climate in academic staff in 

research-intensive universities in the UK (Schultz, 2013). By looking into the relationship 

between role conflict, role ambiguity, organisational climate, and job satisfaction, Schultz 

concluded that the university may have multiple organisational climates, and that the four 

different main quadrants of the CVF was related to differences in stress, role conflict, and job 

satisfaction.  
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The Competing Values Framework and the OCM has been tested in several different 

sectors, but is yet to be tested in investigative environments or the Norwegian police sector.  

Culture and climate research in the police sector 

Although little research has been done on police climate, much has been done on 

police culture. Some research has been done on the culture among investigators in the 

Norwegian police, finding a linkage to knowledge sharing and investigation performance 

(Glomseth, Gottschalk, & Solli-Sæther, 2007; Gottschalk, 2007). Reuss-Ianni and Ianni 

(2005) has found two different cultures in the police called street cops and management cops. 

The street cops value tradition, solidarity, identity, and mutual dependence. The management 

cops on the other hand bases their work on new management theories with cost-efficiency, 

rational decision-making, and objective evaluations. Similarly, Holgersson (2001) parts the 

police into two different perspectives: the floor’s perspective and the theoretical perspective. 

It is based on the same assumption as Reuss-Ianni and Ianni (2005) that some people make 

the decisions, and others act them out. Lawyers and leaders are examples of people with the 

theoretical perspective, while operative police officers have the floor’s perspective. 

Holgersson does not mention investigative police specifically, or teachers in investigation.  

Little empirical research focuses on Økokrim or similar agencies, especially when it 

comes to organisational climate. Some research is done on organisational culture of the 

Norwegian Counter Terrorist Unit (Beredskapstroppen), highlighting that the culture in this 

unit is characterized by long-term perspective, flat organisation, and a clear leadership 

(Glomseth & Gottschalk, 2006). The organisational culture in the Counter Terrorist Unit was 

also compared to the Norwegian Criminal Investigation Service (Kripos), finding differences 

in time focus and effectiveness, as the investigators highlight time to investigate, at the 

expense of effectiveness (Glomseth & Gottschalk, 2009).  

As the police force often is said to have a particular culture (Crank, 2004; Kiely & 

Peek, 2010), it would be interesting to compare the police sector to other sectors, to see 

whether there really is a difference.  

The Norwegian police organisation  

 The Norwegian Police organisation consists of 27 police districts with rural and local 

police stations, and seven special units: National Criminal Investigation Service (Kripos), 

National Police Immigration Service, National Police Computing and Material Service, 

Norwegian Police University College, National Authority for Investigation and Prosecution of 
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Economic and Environmental Crime (Økokrim), National Mobile Police Service, and 

Norwegian Border Commissioner (NOU 2004: 6). In addition, there are some special units, 

like the Counter Terrorist Unit organised under Oslo police district. The police organisation as 

a whole is governed by the Norwegian Police Directorate, which is subject to the Ministry of 

Justice and Public Security (St. meld nr. 42, 2004 - 2005). The police organisation covers a 

variety of professions, fields, and criminality. The purpose of the police is to be part of the 

community's collective efforts to promote and consolidate rule of law, security and general 

welfare in general (Politiloven, 1995, §1).  

 The police districts. The largest part and the main core of the Norwegian police 

organisation is the 27 police districts. Although they are distributed all over Norway, and 

possibly have some cultural differences among them as a result, they have the same structure, 

strategies, tasks, and duties, binding them together and uniting them. The districts reports to 

the Norwegian Police Directorate, and are divided into rural police districts and local police 

stations (NOU 2004: 6). A Chief of Police runs every district.  

 Of the police districts’ main tasks is the police’s responsibility to identify and stop 

criminal activity and prosecute criminal offenses in accordance with the rules laid down in or 

pursuant to law (Politiloven, 1995, §2). The police districts are event-driven, and thereby 

controlled by the events and incoming cases in their region. The officers are divided into an 

operative unit and an investigative unit. The investigators of the police districts has a very 

high number of cases to investigate and a high time pressure on every case. The police 

districts use a management information system, PSV (Politiets Styringsverktøy), to report 

numerical data in accordance with specified targets, which they also are evaluated by (NOU 

2012: 14; Politidirektoratet, 2013)..  

 The NPUC. The Norwegian Police University College, or the NPUC, is the 

educational institution for future police in Norway, educating 720 students every year (NOU 

2013: 9). As the police districts, it is subject to the Norwegian Police Directorate, but has its 

own board responsible for administrative operations (Politihøgskolen, 2013b). The NPUC 

also do research and development of and for the police force. As this is a Police University 

College, many employees and teachers are police officers, but many also possess other 

professions, such as researchers, lawyers, psychologists, and sociologists. Although the 

NPUC is not mentioned in the Police Analysis, it is interesting to see whether the teachers of 

investigation at the NPUC identify with the police districts or if the organisational climate is 

more similar to other university colleges.  
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 Økokrim. Økokrim, or the National Authority for Investigation and Prosecution of 

Economic and Environmental Crime, is one of six special units with special expertise within 

its field created to assist the Norwegian police. Økokrim is responsible of national 

investigating and prosecuting of persons or organisations violating criminal provisions on 

economic and environmental crime (Økokrim, 2013b). It is subject to the Director of Public 

Prosecutions (NOU, 2006: 4; Påtaleinstruksen, 1985), apart from administrative and 

budgetary where it is subject to the Police Directorate, as the police districts and the NPUC. 

Økokrim is organised in departments, and the investigation takes place in ten 

multidisciplinary teams: The bankruptcy team, the taxes team, the tax and competition team, 

the corruption team, the fraud and corruption team, the investment team, the dividend team, 

the money laundering team, the assistance team and the environment team (Økokrim, 2013c). 

Each team consists of investigators with economical, law, and police background, led by a 

lawyer. 

 Økokrim either acquires cases from the local police districts or initiates their own 

investigations. The management is responsible for choosing cases, and Økokrim use the time 

necessary to investigate them fully (Påtaleinstruksen, 1985). Økokrim’s cases are 

characterized by being highly complex, and often directed towards large organisations, the 

environment or non-profit public interests rather than individuals in the society (Økokrim, 

2013a; 2013d). They are often with international roots and there is often difficulties in 

determining whether a criminal act has indeed been committed. Økokrim also assists police 

districts in individual cases (St. meld nr. 42, 2004-2005). The nature of Økokrim’s cases and 

work, and the high number of theoretical professions makes Økokrim largely a knowledge-

intensive organisation.  

 I have in this study defined the police districts, the NPUC, and Økokrim all as part of 

the Norwegian police sector (see discussion).   

The purpose of this study 

The purpose of this study is to investigate the organisational climate differences in the 

27 police districts, the NPUC, and Økokrim. This will be done by using the OCM 

questionnaire (Patterson et al., 2005), based on the Competing Values Framework developed 

by Quinn & Rohrbaugh (1983), to create a comparison between the three police groups. The 

comparison will be the first mapping of the organisational climate or culture in Økokrim, and 

among the first scientifically comparisons between police districts and different police groups. 

As the NPUC is a university college and Økokrim is largely a knowledge-intensive 
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organisation, the findings in this study will also be briefly compared to results from the higher 

education sector. This comparison will show whether the teachers at the NPUC identify with 

the police sector or the higher education sector. Furthermore, it will indicate whether 

Økokrim’s results relates to the higher education sector. The findings in this study will also be 

compared to the results of the original OCM article of Patterson et al. (2005). These 

comparisons to other sectors will also indicate whether the police sector differs from different 

sectors, and if there is something called “police climate”. However, this will only be a 

simplified comparison, as only mean values from the higher education sector and Patterson et 

al. (2005) is available. The discussion will look at possible explanations for the results.  

 

Method 

Background 

 This study is a part of a large research project, in collaboration between the Work- and 

Organisational Psychology unit at the Department of Psychology at the University of Oslo 

and the research department at the Norwegian Police University College. The project started 

in 2008 with the purpose of mapping the quality of the investigative work in the Norwegian 

police. The Ministry of Justice and Public Security funds the project. Previous master students 

have done qualitative interviews with respondents from the police districts and the NPUC, 

and collecting the OCM questionnaires used in the present study (in example, see Arnesen, 

2013; Fjeld, 2013; Sætre, 2013). The author and fellow students have this year contributed to 

the project by interviewing and collecting OCM questionnaires from Økokrim.  

Sample 

The sample in this study consisted of 126 respondents: 76 from the police districts, 22 

from the Norwegian Police University College (NPUC), and 28 from Økokrim. The responses 

were collected in conjunction with a qualitative interview concerning investigative work. In 

the police districts, the police chief was contacted by email, who then selected respondents 

from their district based on level. At the NPUC, the respondents were selected based on 

location and professional background, and at Økokrim the respondents were selected based on 

team and profession by a contact person. All participants received a letter of information prior 

(Appendix A). The total sample consisted of 80 males and 46 females.  

The police districts. The 76 respondents from the police districts consisted of police 

officers from all the 27 Norwegian police districts, localised all over Norway. It was 53 men 
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and 23 women, all working on investigation and distributed in three levels: police chiefs (N= 

23), principal investigators (N= 26), and investigators (N= 27). This accounts for 84.44 % of 

all of the possible participants asked to participate from the police districts. 

The Norwegian Police University College. The 22 respondents from the NPUC were 

teachers in investigation, 11 men and 11 women, with different backgrounds: police (N= 14), 

law (N= 6), and psychology (N= 2), located in Oslo, Bodø, and Kongsvinger. This accounts 

for 81.48 % of all of the asked participants from the NPUC.  

 Økokrim. From Økokrim, the 28 respondents were evenly distributed among the 

different professions lawyers (N=9), economists (N=9), and police (N=9), as well as one 

leader. Furthermore, the respondents from Økokrim consisted of 16 males and 12 females. 

These respondents were all located in Oslo, and represented all ten units within Økokrim. All 

of the possible participants from Økokrim responded to the OCM questionnaire.  

 Differences in the response rate percentages is due to the fact that the first 31 district 

participants that responded received the questionnaires by mail subsequent to the interview, 

resulting in a lower response rate in some regions. Later, the participants got them in hand just 

after their interview, which increased the response rate.  

Questionnaire  

This study used the Norwegian translation of the Organisational Climate Measure 

(Patterson et al., 2005) to investigate the organisational climate in the police (see Appendix 

B). The questionnaire (OCM) consist of 82 statements or items. The respondent mark the 

degree of how much he or she identifies with each item. The marking is done on a 4-point 

Likert scale of definitely false, mostly false, mostly true, and definitely true (in Norwegian: 

helt feil, ganske feil, ganske riktig, and helt riktig). A score of 1 or 2 is considered negative 

and a score of 3 or 4 is considered positive. Some of the 82 items had to be reversed in data 

analysis due to negative wording. Appendix B indicates which of the items this concerns.  

The 82 items of the OCM questionnaire is distributed differently on the 17 dimensions 

of the OCM. Below is a listing of the 17 dimensions and how many items are belongs in each 

dimension (Patterson et al., 2005, pp. 385-386).  

1. Autonomy (5 items): Designing jobs in ways which give employees wide scope to 

enact work.  

2. Integration (5 items): The extent of interdepartmental trust and cooperation.  
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3. Involvement (6 items): Employees have considerable influence over decision-making.  

4. Supervisory Support (5 items): The extent to which employees experience support and 

understanding from their immediate supervisor.  

5. Training (4 items): A concern with developing employee skills.  

6. Welfare (4 items): The extent to which the organisation values and cares for 

employees.  

7. Formalization (5 items): A concern with formal rules and procedures.  

8. Tradition (4 items): The extent to which established ways of doing things are valued.  

9. Innovation & Flexibility (6 items): Flexibility – an orientation toward change, 

Innovation – the extent of encouragement and support for new ideas and innovative 

approaches.  

10. Outward Focus (5 items): The extent to which the organisation is responsive to the 

needs of the customer and the marketplace in general.  

11. Reflexivity (5 items): A concern with reviewing and reflecting upon objectives, 

strategies, and work processes, in order to adapt to the wider environment.  

12. Clarity of Organisational Goals (5 items): A concern with clearly defining the goals 

of the organisation.  

13. Efficiency (4 items): The degree of importance placed on employee efficiency and 

productivity at work.  

14. Effort (5 items): How hard people in organisations work towards achieving goals.  

15. Performance Feedback (5 items): The measurement and feedback of job performance.  

16. Pressure to Produce (5 items): The extent of pressure for employees to meet targets.  

17. Quality (4 items): The emphasis given to quality procedures.  

 

Questionnaire modifications. The Norwegian translation of the OCM questionnaire 

recently received support in a study amongst service sector employees by Bernstrøm et al. 

(2013). Bernstrøm and colleagues found an interrater agreement for the factor structure as 

well as a satisfactory internal reliability of the questionnaire. The questionnaire was somewhat 

modified to better fit the Norwegian police organisation. In example, words like “market”, 

“company”, “boss”, and “client” were considered to be of little relevance in a police setting. 

The changes were done by work at the Institute of Psychology, University of Oslo.  
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Procedure 

The OCM questionnaires were sent by mail or handed out to the respondents in 

conjunction of qualitative interviews involving criminal investigation. The questionnaires 

were collected in the period of December 2011 - October 2013.  

All survey data was plotted manually into a SPSS 21 file. Missing values were 

replaced by a mean value by SPSS procedure “Replace Missing Value” (RMV). The 32 

reversed items were transferred into new variables. The 82 items were then categorised into 

the respective 17 OCM dimensions. This was done accordingly to Patterson et al. (2005).  

Data analysis 

A one-way between-groups analysis of variance was conducted on each of the 17 

dimensions to investigate the different organisational climates in the 27 police districts, 

Økokrim, and the NPUC. Post hoc tests were corrected with the Bonferroni correction, taken 

in consideration the number of groups involved.  

Ethics 

The Norwegian Social Sciences Data Service approved this project. Before 

participating, all informants were informed about the procedure and purpose behind the study, 

as well as their right to withdraw their participation at any time without any consequences. 

They all gave their consent to participate and the responses were held confidential (see 

Appendix A).  

Comparison to the higher education sector 

 The OCM has previously been modified and tested to the higher education sector 

(Fjellgård, 2011). Although there are some methodological challenges (see discussion), a 

visual comparison was made between the mean results of this sample of 898 scientific and 

administrative staff and the mean results of the police groups to see whether the police 

organisation and Økokrim show similar organisational climate to colleges and universities.  

Comparison to Patterson et al. (2005) 

 The police data was also visually compared to the mean results of the original article 

on the Organisational Climate Measure by Patterson et al. (2005). This was done to see 

whether the Norwegian police or the higher education sector differed from this British sample 

consisting of 6869 employees from 55 manufacturing organisations.  
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Results 

Descriptive statistics 

The results summarise the OCM questionnaires from the 126 respondents. The overall 

mean on each dimension lay mainly between two and three, with the exception of the 

dimension with the highest mean, Supervisory Support (m = 3.07). The lowest mean of the 

total scores was Pressure to Produce (m = 2.21), giving a variation of 0.86. The standard 

deviation of the total scores ranged from 0.32 (Pressure to Produce) to 0.66 (Tradition), with a 

variation of 0.34.  

In the police districts, the NPUC, and Økokrim, the mean showed greater variation, 

passing above three several times. Table 1 shows the descriptive statistics of the OCM 

questionnaires of the three police groups. In the police districts, the mean differed from 2.18 

(Outward Focus) to 2.97 (Efficiency), resulting in a variance of 0.79. The standard deviation 

ranged from 0.21 (Integration) to 0.50 (Efficiency), with a variation of 0.29. At the NPUC the 

mean differed from 2.05 (Pressure to Produce) to 3.27 (Supervisory Support), giving a 

variance of 1.22. In this group, the standard deviation ranged from 0.26 (Pressure to Produce) 

to 0.59 (Reflexivity), with a variance of 0.33. In Økokrim, the mean differed from 2.26 

(Efficiency) to 3.54 (Quality), with a variance of 1.23. The standard deviation ranged from 

0.37 (Integration) to 0.65 (Tradition), resulting in a variance of 0.28.  
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Table 1.  

Descriptive statistics of the OCM scores of the districts (N=76), the NPUC (N=22), and 

Økokrim (N=28).  

  The districts The NPUC Økokrim 

OCM Dimension M SD M SD M SD 

1. Autonomy  2.33 0.26 2.30 0.31 3.11 0.45 

2. Integration 2.58 0.21 2.30 0.29 3.27 0.37 

3. Involvement 2.35 0.22 2.39 0.29 3.13 0.43 

4. Supervisory Support  2.94 0.31 3.27 0.43 3.26 0.41 

5. Training 2.51 0.23 2.61 0.31 3.05 0.41 

6. Welfare 2.94 0.36 2.84 0.34 3.27 0.41 

7. Formalization 2.40 0.26 2.49 0.33 3.41 0.53 

8. Tradition 2.62 0.66 2.18 0.58 2.35 0.65 

9. Innovation & Flexibility 2.36 0.49 2.65 0.38 2.53 0.44 

10. Outward Focus 2.18 0.40 2.11 0.55 2.86 0.59 

11. Reflexivity  2.62 0.40 2.72 0.59 2.78 0.46 

12. Clarity of Org. Goals  2.51 0.36 2.64 0.36 3.01 0.57 

13. Efficiency 2.97 0.50 2.84 0.49 2.26 0.47 

14. Effort  2.67 0.24 2.81 0.31 3.29 0.42 

15. Performance Feedback 2.38 0.24 2.37 0.36 2.58 0.51 

16. Pressure to Produce 2.22 0.26 2.05 0.26 2.31 0.46 

17. Quality 2.67 0.39 2.82 0.44 3.54 0.41 

 

Inferential Statistics 

A one-way between subjects ANOVA was conducted of each for the 17 OCM 

dimensions in order to explore any significant differences among the three groups. The 

ANOVA showed significant differences between the three groups on 16 out of 17 dimensions 

at alpha level .05. The only dimension with no significant difference between the groups was 

Reflexivity. The dimensions are grouped into their respective CVF quadrants, shown in Table 

2 – 9, respectively.  

Human Relations. Table 2 shows the ANOVA results related to the CVF quadrant 

Human Relations. The results in this quadrant was as follows: Autonomy [F(2,123) = 65.30, p 

< .001], Integration [F(2,123) = 93.15, p < .001], Involvement [F(2,123) = 77.31, p < .001], 

Supervisory Support [F(2,123) = 12.39, p < .001], Training [F(2,123) = 33.73, p < .001], and 

Welfare [F(2,123) = 10.53, p < .001].  
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Table 2.  

ANOVA results in the CVF quadrant Human Relations.  

Dimension F sig.  

Autonomy 65.30 < .001 

Integration 93.15 < .001 

Involvement 77.31 < .001 

Supervisory Support  12,39 < .001 

Training 33.73 < .001 

Welfare 10.53 < .001 

 

Post hoc comparisons, using the Bonferroni correction at alpha level p = 0.05 / 3 = 

0.015, shows in Table 3 that in the Human Relations quadrant, Økokrim’s mean is 

significantly different from the police districts’ mean in all six dimensions (p < .001). 

Additionally, Økokrim also reported significantly mean differences from the NPUC in the 

dimensions Autonomy, Integration, Involvement, Training, and Welfare (p < .001). The 

police districts also had a significant mean difference from the NPUC in Integration (p < 

.001), and Supervisory Support (p = .001).  

Table 3.   

Significant differences between the districts, the NPUC, and Økokrim in the Human Relations 

quadrant.  

        

Dimension Districts vs. NPUC Districts vs. Økokrim NPUC vs. Økokrim 

Autonomy 1.000 < .001 ** < .001 ** 

Integration < .001 ** < .001 ** < .001 ** 

Involvement 1.000 < .001 ** < .001 ** 

Supervisory Support  < .001 ** < .001 ** 1.000 

Training 0.514 < .001 ** < .001 ** 

Welfare 0.827 < .001 ** < .001 ** 

** Alfa level .05, Bonferroni corrected to .015.   

 

 Internal Process. Table 4 shows the ANOVA results related to the Internal Process 

quadrant. Here, the results were Formalization [F(2,123) = 89.15, p < .001], and Tradition 

[F(2,123) = 4.65, p < .05].  
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Table 4.  

ANOVA results in the CVF quadrant Internal Process.  

Dimension F sig.  

Formalization 89.15 < .001 

Tradition 4.65 .011 

 

 Table 5 shows post hoc comparisons, using the Bonferroni correction, in the Internal 

Process quadrant. Økokrim’s mean differed significantly from the police districts and the 

NPUC’s mean in the dimension Formalization (p < .001) in this quadrant.  

Table 5.   

Significant differences between the districts, the NPUC, and Økokrim in the Internal Process 

quadrant.  

        

Dimension Districts vs. NPUC Districts vs. Økokrim NPUC vs. Økokrim 

Formalization 0.824 < .001 ** < .001 ** 

Tradition 0.018 0.187 1.000 

** Alfa level .05, Bonferroni corrected to .015.   

 

Open Systems. Table 6 shows the ANOVA results related to the Open Systems 

quadrant. The results in this quadrant was Innovation & Flexibility [F(2,123) = 3.96, p < .05], 

Outward Focus [F(2,123) = 23.64, p < .001], and Reflexivity [F(2,123) = 1.37, p = n.s.].  

Table 6.  

ANOVA results in the CVF quadrant Open Systems.  

Dimension F sig.  

Innovation & Flexibility 3.96 .022 

Outward Focus 23.64 < .001 

Reflexivity  1.37 .259 

 

 Table 7 shows post hoc comparisons, using the Bonferroni correction at alpha level p 

= 0.05 / 3 = 0.015, that in the Open Systems quadrant, Økokrim’s mean differed significantly 

from the police districts and the NPUC’s mean in Outward Focus (p < .001).  
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Table 7.   

Significant differences between the districts, the NPUC, and Økokrim in the Open Systems 

quadrant.  

        

Dimension Districts vs. NPUC Districts vs. Økokrim NPUC vs. Økokrim 

Innovation & Flexibility 0.031 0.296 1.000 

Outward Focus 1.000 < .001 ** < .001 ** 

Reflexivity  1.000 0.350 1.000 

** Alfa level .05, Bonferroni corrected to .015.    

 

Rational Goal. Table 8 shows the ANOVA results related to the Rational Goal 

quadrant. The results in this quadrant was as follows: Clarity of Organisational Goals 

[F(2,123) = 14.92, p < .001], Efficiency [F(2,123) = 22.17, p < .001], Effort [F(2,123) = 

44.16, p < .001], Performance Feedback [F(2,123) = 3.79, p < .05], Pressure to Produce 

[F(2,123) = 4.63, p < .05], and Quality [F(2,123) = 48.34, p < .001]. 

Table 8.  

ANOVA results in the CVF quadrant Rational Goal.  

Dimension F sig.  

Clarity of Organisational Goals  14.92 < .001 

Efficiency 22.17 < .001 

Effort  44.16 < .001 

Performance Feedback 3.79 .025 

Pressure to Produce 4.63 .012 

Quality 48.34 < .001 

 

Table 9 shows post hoc comparisons, using the Bonferroni correction, in the Rational 

Goal quadrant. Here, Økokrim’s mean differed significantly from the police districts’ mean in 

Clarity of Goals (p < .001), Efficiency (p < .001), Effort (p < .001), and Quality (p < .001). 

Furthermore, Økokrim’s mean differed significantly from the NPUC in Clarity of Goals (p = 

0.007), Efficiency (p < .001), Effort (p < .001), Pressure to Produce (p = .009), and Quality (p 

< .001).  

 

 

 

 



ORGANISATIONAL CLIMATE DIFFERENCES IN THE NORWEGIAN POLICE          20 

 

 

 

Table 9.   

Significant differences between the districts, the NPUC, and Økokrim in the Rational Goal 

quadrant.  

        

Dimension Districts vs. NPUC Districts vs. Økokrim NPUC vs. Økokrim 

Clarity of Org. Goals  0.585 < .001 ** .007 ** 

Efficiency 0.786 < .001 ** < .001 ** 

Effort  0.151 < .001 ** < .001 ** 

Performance Feedback 1.000 0.028 0.107 

Pressure to Produce 0.069 0.524 0.009 ** 

Quality 0.427 < .001 ** < .001 ** 

** Alfa level .05, Bonferroni corrected to .015.    

 

Table 10 gives an overview of all post hoc analyses between the three groups with 

indication of significance levels. Out of 51 t-tests, 26 proved to be significant. Only two of 

these applied to the comparison between the police districts and the NPUC. In addition, 

twelve significant differences applied to the comparison between the police districts and 

Økokrim, and twelve to the comparison between the NPUC and Økokrim. The number of all 

significant differences among the three police groups are summed up at the end of the 

columns and rows, respectively.  
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Table 10.  

Significant differences on the 17 OCM dimensions between the districts, the NPUC, and 

Økokrim.  

          

Dimension 
Districts vs. 

NPUC 

Districts vs. 

Økokrim 

NPUC vs. 

Økokrim 
Sum 

1. Autonomy n.s. * * 2 

2. Integration * * * 3 

3. Involvement n.s. * * 2 

4. Supervisory Support  * * n.s. 2 

5. Training n.s. * * 2 

6. Welfare n.s. * * 2 

7. Formalization n.s. * * 2 

8. Tradition n.s. n.s. n.s.  -  

9. Innovation & Flexibility n.s. n.s. n.s.  -  

10. Outward Focus n.s. * * 2 

11. Reflexivity  n.s. n.s. n.s.  -  

12. Clarity of Org. Goals  n.s. * * 2 

13. Efficiency n.s. * * 2 

14. Effort  n.s. * * 2 

15. Performance Feedback n.s. n.s. n.s.  -  

16. Pressure to Produce n.s. n.s. * 1 

17. Quality n.s. * * 2 

Sum significant differences 2 12 12 26 

* Significant level .05, Bonferroni corrected to .015.  

n.s. = Not significant 

 

Comparison to the higher education sector 

Table 11 shows differences between the three police groups and an external group 

consisting of 898 participants from the higher education sector in Norway. In the higher 

education sector, the data from the individual participant were not available. Hence, it was not 

possible to perform an ANOVA between the police data and the higher educational group. 

However, an inspection of Table 11 shows that the delta difference is the smallest between 

Økokrim and the higher education sector in many of the dimensions. Furthermore, the mean 

delta difference of the three groups is smallest between Økokrim and the higher education 

sector. These observations indicates that the organisational climate in Økokrim is more 

similar than the climate in the districts and the NPUC to the organisational climate in 

Norwegian colleges and universities.  
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Table 11.  

Delta differences between the police groups and the mean values from the higher education 

sector (N= 898).  

        

Dimension ∆ Districts - UH ∆ NPUC - UH ∆ Økokrim - UH 

1. Autonomy 0.88 0.91 0.10 

2. Integration 0.36 0.64 0.33 

3. Involvement 0.58 0.54 0.20 

4. Supervisory Support  0.14 0.19 0.18 

5. Training 0.42 0.32 0.13 

6. Welfare 0.08 0.02 0.41 

7. Formalization 0.36 0.27 0.66 

8. Tradition 0.31 0.14 0.04 

9. Innovation & Flexibility 0.44 0.15 0.27 

10. Outward Focus 0.82 0.89 0.14 

11. Reflexivity  0.02 0.08 0.14 

12. Clarity of Org. Goals  0.13 0.01 0.38 

13. Efficiency 0.50 0.37 0.21 

14. Effort  0.71 0.57 0.09 

15. Performance Feedback 0.18 0.19 0.02 

16. Pressure to Produce 0.40 0.57 0.31 

17. Quality 0.48 0.33 0.40 

Mean 0.40 0.36 0.23 

 

Comparison to Patterson et al. (2005) 

 Table 12 shows differences between the three police groups and another external 

group, the sample of the original article on the OCM of Patterson et al. (2005), consisting of 

6869 employees from 55 British manufacturing organisations. Table 12 shows that although 

the results from Patterson and colleagues is not entirely consistent to any of the groups, the 

mean delta difference of the three groups is much larger between Økokrim and the external 

group, suggesting that the sample of the external group is somewhat more similar to the police 

districts and the NPUC than to Økokrim.  
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Table 12.  

Delta differences between the police groups and the mean values from Patterson et al. (2005) 

(N= 6869).  

        

Dimension 
∆ Districts - 

Patterson 

∆ NPUC - 

Patterson 

∆ Økokrim - 

Patterson 

1. Autonomy 0.05 0.02 0.83 

2. Integration 0.06 0.22 0.75 

3. Involvement 0.06 0.10 0.84 

4. Supervisory Support  0.30 0.63 0.62 

5. Training 0.02 0.08 0.52 

6. Welfare 0.31 0.21 0.64 

7. Formalization 0.41 0.32 0.60 

8. Tradition 0.20 0.24 0.07 

9. Innovation & Flexibility 0.13 0.16 0.04 

10. Outward Focus 1.02 1.09 0.34 

11. Reflexivity  0.02 0.08 0.14 

12. Clarity of Org. Goals  0.02 0.11 0.48 

13. Efficiency 0.94 0.81 0.23 

14. Effort  0.09 0.05 0.53 

15. Performance Feedback 0.06 0.07 0.14 

16. Pressure to Produce 0.68 0.85 0.59 

17. Quality 0.61 0.46 0.26 

Mean 0.29 0.32 0.45 

 

 The discussion section will examine possible explanations for these differences.  

 

Discussion 

The results show that the organisational climate in Økokrim is very different from the 

organisational climate in the police districts and the NPUC. The results also show a few 

differences between the organisational climate in the police districts and the NPUC. The 

comparison to the higher education sector suggests that the police districts and the NPUC 

have a different organisational climate than the higher education sector. It also suggests that 

the organisational climate in Økokrim is similar to the climate in the higher education sector. 

The comparison to Patterson et al. (2005) showed a slightly stronger similarity to the police 

districts and the NPUC, than to Økokrim.  
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A general discussion over the CVF quadrants 

Human Relations. In the CVF quadrant Human Relations, Økokrim differed from the 

other two groups in all six dimensions, with the exception of the dimension Supervisory 

Support that showed no difference between Økokrim and the NPUC. Specifically, Økokrim 

seems to report higher results in this quadrant, indicating that Økokrim is more internally 

oriented, with a stronger focus on the welfare and the development of the employees, than the 

police districts and the NPUC. It also reflects their flexible structure. Their open team solution 

allow much personal freedom and autonomy, providing differences in the dimensions 

Autonomy, Integration, Involvement, Supervisory Support, Training, and Welfare.  

Human Relations is the CVF quadrant with any differences between the police 

districts and the NPUC, namely on the dimensions Integration and Supervisory Support. The 

police districts scores higher on Integration, reflecting a higher sense of trust within the group. 

It is not surprising that active police officers score high at Integration, considering that police 

culture has previously been described as being high on solidarity (Crank, 2004; Skolnick, 

2005), as well as being closed, introspective, and self-protective (Kiely & Peek, 2010). The 

NPUC scores higher on Supervisory Support, suggesting a stronger sense of support from 

superior employees and mentors. Since the NPUC’s scores are consistent with the scores of 

Økokrim in this dimension, it may indicate that the police districts are actually low on 

Supervisory Support, possibly because of high workload overall and a greater distance 

between superiors and officers.   

Internal Process. In the Internal Process quadrant, the results from Økokrim differs 

from the districts and the NPUC in the dimension Formalization, but not in Tradition. Since 

this quadrant only has two dimensions, these results does not tell us much about the groups’ 

internal orientation and firm structure. Perhaps Økokrim’s high result on Formalization is 

affected by the number of lawyers working and leading teams at Økokrim. It may also 

represent Økokrim as an internally oriented organisation, as seen in the Human Relations 

quadrant.  

Open Systems. Of the three dimensions in the CVF quadrant Open Systems, Økokrim 

differs from both the districts and the NPUC in Outward Focus. In this dimension, the police 

districts and the NPUC scores quite low. Considering their responsibility and work towards 

society, one could assume that the police districts in particular would score higher in this 

dimension. Perhaps that the police is not a competitive market organisation can explain this 
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somewhat surprising result. Open Systems contain the most homogenous dimension among 

the three groups, Reflexivity.  

Rational Goal. In Rational Goal, Økokrim differs significantly from the police 

districts in four out of six dimensions, and in five out of six from the NPUC. All groups score 

high in some dimensions and low in other dimensions in the Rational Goal quadrant, possibly 

due to differences in the way they work towards goals. The dimension Efficiency is the only 

dimension where Økokrim report lower results than the other two groups. This reflects a 

difference view between the police districts and Økokrim in terms of cases and time. In 

comparing police culture in the Counter Terrorist Unit and the National Criminal 

Investigation Service, Glomseth and Gottschalk (2009) found a similar result. The 

investigative personnel, like Økokrim, emphasized enough time to investigate, whilst the 

counter terrorist personnel viewed schedules and deadlines as important in their daily work.  

The 17 OCM dimensions are not evenly distributed over the four CVF quadrants. 

There are only two OCM dimensions in the quadrant of Internal Process, and in Open 

Systems there are only three. It is therefore difficult to conclude on the flexibility-stability or 

the internal-external focus in the police groups based on these results. A generalisation based 

on the quadrants would be more valid if each quadrant contained at least four or five 

dimensions. We should therefore be careful to generalise the results based on the CVF 

quadrants, but it contributes to getting a clearer picture of the results.  

Possible explanations for the organisational climate differences 

Several variables can explain the organisational climate differences within the 

Norwegian police organisation. The police groups possesses many organisational differences 

that affects the organisational climate in different dimensions. The most relevant ones are 

differences in education and professions among the employees, differences in tasks and 

workload, different use of management information system, and different management.  

Education and professions. The composition of professions is an important 

difference among the three police groups. The police districts consists mainly of police 

officers, whilst the NPUC consists of police officers, psychologists, sociologists, and others, 

and Økokrim is organised in multidisciplinary teams with lawyers, economists, and police 

officers. The profession of the employees is an important part in creating their social identity. 

According to Social Identity Theory, part of our social identity derives from our membership 

in social groups (Tajfel, 1982, 2010; Tajfel & Turner, 1985). Thereby, the social identity of a 
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police officer might for instance be different from the social identity of an economist. The 

social identity defines people’s attitudes, behaviour, and way of thinking. Ashforth & Mael 

(1989) apply social identity in organisations, and claim that the organisation’s social identity 

may be visible in the organisational climate.  

 The different professions also have different educations. The bachelor’s degree 

program at the NPUC are a basic, all-round program created so the student will learn to a 

variation of policing skills (Politihøgskolen, 2013a). It is also a vocational education, much 

based on practice and learning by doing. Moreover, the police trained are recruited by 

different criteria than is normally used, as for example being fit and well trained is important 

in the police work (Politihøgskolen, 2013c). The vocational education may also increase the 

sense of professional affiliation amongst the police officers. In contrast, economists and 

lawyers have a theoretical, longer profession. These differences in education and composition 

of professions shapes the social identity of the employees, and contributes to the 

organisational climate differences in the police groups.  

Tasks and workload. Although the three police groups belong in the same 

organisation, they have very different tasks and duties. The police districts are event-driven, 

and long-term planning is therefore difficult. The high number of cases increases the 

workload on the investigators, and may create a feeling that they never get “on top” of the 

waiting cases. The NPUC does not have the same stress factors, as they follow the students 

during the year with little unknown changes, and their primary task is teaching. At Økokrim, 

the management choose the cases to investigate, and the teams then use the time necessary to 

investigate it fully (Påtaleinstruksen, 1985). These differences among workload may explain 

Økokrim’s low response to Efficiency, and high on Quality. Although gathering enough 

evidence are important in the police districts as well, the cases at Økokrim are so large and 

complex, and the detail level so high, that the investigators wants to take all the evidence they 

can gather to court to get a conviction, similarly to the Criminal Investigation Unit (Glomseth 

& Gottschalk, 2009).  

Management information systems. Another difference between the police districts, 

the NPUC, and Økokrim is the use of management information systems, which also may 

affect the organisational climate. The police districts, inspired by management by objectives 

(Drucker, 1954; Greenwood, 1981) and New Public Management (Hood, 1991), use a 

quantitative management information system called PSV (Politiets Styringsverktøy), where 

they are obliged to report numbers and percentages of cases, clearance rate, dismissed cases, 
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time spent on each case etc. (NOU 2012: 14; Politidirektoratet, 2013). Getting good 

quantitative results on the management information system is important for the districts, as 

this is amongst their main evaluations.  

At the NPUC, the main task is to train police students and the pressure on numbers is 

therefore not the same. On paper, Økokrim reports the same figures as the police districts, but 

as their cases are very large, they have a different case philosophy, with a stronger focus of 

quality rather than quantity. Økokrim do not rush the investigation of a case, but use the time 

required to gather enough evidence and get it to court (Påtaleinstruksen, 1985). The 

motivation to produce does not lay in any management information system numbers, and the 

pressure to produce is therefore not as high as it is in the police districts. In a study among 

British police, Butterfield, Edwards, and Woodall (2005) show that the use of management 

information systems decreases officers contact with supervisors. In comparison, the present 

study shows that the districts, who have a high focus on management information systems, 

show significantly lower results on the dimension Supervisory Support, than the other two 

groups.  

Knutsson (2013) address the issue of how the measurement of efficiency in police 

investigation can be a challenge when using only easily manipulative quantitative measure. 

Knutsson argue that it is risky to control or judge a district or organisation based on a 

summarized numerical value. Furthermore, Knutsson points out that instead of using 

statistical information to manage the organisation, it should be used as monitoring or follow-

up. This must be designed to develop the organisation, but not to be routine. This critique 

might also be valid in the discussion of New Public Management (NPM). The last 20 years, 

the NPM and management by objectives have been important in the public sector in Norway 

(Christensen, Egeberg, Larsen, Lægreid, & Roness, 2007). Using management by objectives 

as a standard, several public institutions, like the police districts, are evaluated by objective 

numbers. If we follow Knutsson’s (2013) arguments, this might be unwise, especially in a 

Norwegian setting. The NPM is on several areas the opposite of the Scandinavian model, 

emphasising engagement, cooperation, and information (Arbeidsmiljøloven, 2005; Grenness, 

2003; Gustavsen, 2007; Klemsdal, 2009). The police districts’ use of PSV may affect several 

organisational climate dimensions, like Autonomy, Supervisory Support, and Quality.  

Management. Literature tells us that the management in an organisation is a 

contributing factor in the creation of the organisational culture (Bass & Avolio, 1993; Schein, 

2010; Shim & Steers, 2012) and organisational climate (Dickson, Smith, Grojean, & Ehrhart, 
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2001; Koene, Vogelaar, & Soeters, 2002). The three police groups have a different 

management, which may explain some of the organisational climate differences. The police 

directorate and the criminal landscape in their region largely controls the police districts. 

Controlling the forever shortage of funds, the high number of cases and creating good results 

in the management information system PSV characterizes the management’s tasks. The 

NPUC and Økokrim are also subject to the police directorate, but have more liberties in terms 

of secondary objectives, task management, and work design. The differences in management 

may explain the high results from Økokrim on the dimensions Autonomy and Integration. It 

may also explain Økokrim’s higher results on the goal-oriented dimensions Clarity of 

Organisational Goals and Quality, and lower results on Efficiency.  

Demographics. Demographic differences may also be an explanation for the large 

differences in organisational climate among the three police groups. We can hypothesize that 

there are some internal climate differences amongst the different police districts, due to 

differences in district size, management, and location, but as I have not done an analysis of 

this in this study, there are no evidence to support this hypothesis. We also see from the 

sample that there are more males than females in this study. A literature search show no 

previous research proving that men and women percept the organisational climate differently, 

so we consider this not to be relevant, since this sample in this study represent on average the 

same gender distribution as the population in each group.  

The Norwegian police sector  

In Norway, Økokrim is a part of the police organisation. One normally assume that 

Økokrim therefore is a part of the police sector. However, this study indicate that if we use 

organisational climate as the bottom line, Økokrim cannot be grouped as a part of the police 

sector. It is possible that the majority of economists and lawyers working at Økokrim makes 

the organisational climate so different from the rest of the police.  

The NPUC, however, seems to identify with the police districts and can be defined as 

a part of the police sector, based on the same criteria. The teachers at the NPUC are largely 

educated in law enforcement, but there are also teachers with other professions. An interesting 

part of the comparison with the higher education sector was to see whether the organisational 

climate among the teachers at the NPUC is similar to the police force or to other universities 

or colleges. The comparison indicate that the NPUC’s results is similar to the rest of the 

police force rather than to the higher education sector. The comparison to the higher education 

sector suggests that Økokrim’s results are much closer to the results from the educational 
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institutions than to the police districts and the NPUC. The fact that Økokrim show a greater 

similarity to the higher education sector than to the rest of the police organisation may be a 

result of Økokrim largely being a knowledge-intensive organisation.  

Perhaps Økokrim reflect the “management cops” to Reuss-Ianni & Ianni (2005) or the 

“theoretical perspective” to Holgersson (2001). If we can use the same perspective in this 

study, we can assume that Økokrim has the theoretical perspective, and the police districts 

and the NPUC has the floor’s perspective. The only issue is that the NPUC score so similarly 

to the police districts when it comes to organisational climate. This is somewhat surprising 

considering the NPUC is a university college. However, it is possible that the high number of 

police officers and students at the NPUC creates a similar organisational climate to the police 

districts.  

As the employees percept the organisational climate rather differently amongst the 

police groups, it is interesting to see whether it is Økokrim and the higher education 

institutions that differs from the normal, or if it is the police districts (and the NPUC) that 

stand out. The comparison to Patterson et al. (2005) show that the Patterson results do not 

seem to be completely consistent to any of the sectors, but is more similar to the police 

districts and the NPUC. This might be because the manufacturing employees belong to a 

different sector with a different organisational climate. There might also be cultural 

differences among the samples, as Patterson and colleagues collected their data in the United 

Kingdom, whilst the rest of the data is from Norway. Another explanation is that police 

officers and manufacturing employees both belong to vocational careers, which differs from 

the more knowledge-intensive professions in Økokrim and the higher education sector, thus 

creating climate differences.  

Culture or climate 

 Organisational climate is a discussed concept among researchers (Schneider et al., 

2011a). Whether this study really study the climate in the organisation, or if it just is an 

artefact or the same as culture is an important issue. The organisational climate measurement 

OCM is after all based on a framework originally aimed at organisational culture. 

Johannessen (2013) claims in his book Police Culture that there is a gap between the culture 

taught at the NPUC and the culture in the police districts. It is therefore interesting to see that 

this study shows that the organisational climate in the districts and at the NPUC seems to be 

very similar. One explanation for this difference in results may be that only investigations and 

teachers in investigative work was questioned in the present study, and that differences 
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between the districts and the NPUC are higher on the operative part of the police. Another 

explanation is that this result support the claim that organisational culture and climate is two 

different concepts (Schneider et al., 2011b), and it is climate and not culture studied in the 

present study. However, as climate is seen as more locally than culture (Schein, 2011), one 

could assume that the organisational culture would then be the same, and the climate would 

be different.  

 If we take a look at the work of Reuss-Ianni & Ianni (2005) again, we can speculate 

whether or not we have investigated street cops or management cops in this study. Because 

only people involved in investigation in the different police groups have participated, we can 

ask ourselves whether investigators at all levels are defined as street cops, or if there exists a 

grey area for principal investigators or investigators of economy and law.  

Limitations 

 There are several limitations to this study. First, the sample size could be larger. This 

would have strengthen the findings and made it easier to generalise the results, especially to 

the different police districts. Although the OCM is validated globally (Patterson et al., 2005) 

and in Norway (Bernstrøm et al., 2013), the questionnaire is based on the employees report 

their perception of the organisational climate. With all multiple choice questionnaires there 

always might be some incorrectness due to fatigue, misunderstandings and socially desirable 

responses.  

 Furthermore, the respondents in this study only came from the investigative part of the 

Norwegian police, both the police officers of different levels from the districts, the teachers 

from the NPUC and the investigators from Økokrim. If data also was collected from the 

operative part of the police, the results might be even more different amongst the groups, 

especially between the police districts and Økokrim, but this is just an assumption.  

 There was some methodological challenges with the comparison to the higher 

education sector. The questionnaire in the higher education sector is parted in one 

questionnaire for scientific employees and one for administrative employees. The wording in 

both differs somewhat from the original OCM. Furthermore, the questionnaire in this sector 

consists of respectively 108 and 107 items, distributed over 22 dimensions. In addition to the 

extra dimension, Team, which was excluded in this study, some dimensions were split. This 

account for the dimensions Integration, Outward Focus and Quality. In this study, a mean was 

created for each of these dimensions, making it possible to compare the results from the 
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higher education sector to the results in this study. A mean was also made of the scores of the 

scientific and the administrative employees since this would not change the results essentially. 

However, we should still look at these findings as indicative as there are some methodological 

challenges in this comparison.  

 One participant in Økokrim commented in this study that the word “audience” 

(“publikum”) should be changed to “society” (“samfunnet”) in their setting, as Økokrim does 

not have users in the same way as the police have, which makes the word audience somewhat 

difficult to define. A response to this could be to modify the questionnaires to each groups. 

However, a comparison between the police districts, the NPUC, and Økokrim may have lost 

its reliability if the questionnaire had looked differently in the different groups. This therefore 

raises two important issue about the OCM questionnaire, whether it is necessary to modify the 

questionnaire for every new sector, and how far we should go in modifying it on the cost of 

the reliability when comparing amongst different sectors.  

 The OCM is one approach to investigate the organisational climate in the Norwegian 

police. There are several others (in example, see Cameron & Quinn, 2011; Chhokar, 

Brodbeck, & House, 2007; House, Javidan, Hanges, & Dorfman, 2002). However, the 

Organisational Climate Measure is well used in the Norwegian context, and is comparable to 

other studies. Although police culture is a much used and studied term, no one has yet defined 

police climate before, as far as the author knows. Police culture is often described with words 

like conservativeness, machismo, hierarchy, suspiciousness, loyalty, solidarity, danger, moral, 

and responsibility (Crank, 2004; Kiely & Peek, 2010; Skolnick, 2005; Westmarland, 2008). 

None of these words can be found directly in the 17 OCM dimensions, although a few are 

indirectly represented in some dimensions. It can therefore be possible that the OCM are not 

suitable to be used in the police sector. A solution could be to find other dimensions that 

would fit this organisation better, such as solidarity or danger. However, this might make a 

comparison with other sectors more difficult.   

Implications 

 This study is, as far as we can tell, the first study to investigate the organisational 

climate in a police investigation unit specialised in economic and environmental crime. 

Studies that investigates internal processes in police units as Økokrim are rare, and this study 

is therefore a new contribution in the research of these groups, and the police force in general. 

It is also probably the first study to investigate the concept of police climate, and map this in 
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different groups in the police sector. Hopefully, it can be a contribution to the ongoing debate 

of police culture in Norway and other countries.  

 The Police Analysis claims that the culture within the different police groups has 

grown apart, which inhibits cooperation between the groups (NOU 2013: 9). This study 

uncovers some of these differences, in order of working on these. It is clear that Økokrim has 

a very different organisational climate than the police districts and the NPUC. However, it is 

not so clear whether this is as bad as the Police Analysis claims. As we have seen, the police 

groups investigated here have different tasks and duties toward the society, and possibly is 

culture or climate differences therefore inevitable.  

 This study thereby highlights some important aspects of the police organisation. The 

question of whether we should look at the police organisation as a whole or not may be 

particularly important in near future with forthcoming organisational changes in the 

Norwegian police. The report of the 22/7 commission concludes that culture and attitude is 

something that the leader is responsible of, and is something the police must work on 

themselves (NOU 2012: 14). However, cultural changes may not be so simple. Chan (2005) 

points out that police culture is not independent of policing in itself. It is a question of what to 

change – the theory or the practice. It seems the 22/7 commission believes in changing the 

practice, but it is Chan’s believe that you must first change the objectives, or the theory, of 

policing to change the culture or climate.  If that is the case, any cultural or climate changes 

must come from a deeper, more comprehensive organisational change in the Norwegian 

police.  

Further research  

 A further development of this study would naturally be to expand the sample to cover 

a larger part of the Norwegian police, possibly including special units like National Criminal 

Investigation Service (Kripos), National Police Immigration Service, and the Counter 

Terrorist Unit (Beredskapstroppen). This would supply the mapping of the organisational 

climate within the Norwegian police organisation, and would contribute to the discussion of 

which groups makes the police sector.  

 As the police in the districts are parted into an investigative and an operative part, an 

organisational climate comparison between these two would also be very interesting. 

Although investigative and operative officers have the same main education from the NPUC, 

work in the same places and under the same legislation, the two parts have different tasks. 
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Perhaps the operative and investigative police can have differences similar to what 

Holgersson (2001) distinguishes between “floor’s perspective” and “management cops”, and 

therefore have organisational climate differences.   

 It would also be interesting to study the organisational climate in other sectors and 

compare these to the findings in this study. However, if changes are made in the wording of 

the OCM in different sectors, thus creating a separate questionnaire for each sector, it may 

threaten the reliability in a comparison, making it harder to compare them to each other and 

losing an interesting part of the study of organisational climate.  

 The comparison to Patterson et al. (2005) provided somewhat vague results, possibly 

because of cultural differences. It would also be interesting to see whether this is the case, by 

comparing the organisational climate in the police districts with similar professions in 

Norway, ruling out cultural differences. Another comparison could be made with the 

organisational climate in police organisations in other countries, for example England where 

Patterson et al. (2005) collected their responses. Differences in education of investigators and 

Norwegian and British legislation may affect cultural differences among the countries, and the 

police organisations.  

Conclusion 

 This study shows that there are clear organisational climate differences within the 

Norwegian police organisation. Although there are few organisational differences between the 

27 police districts and the Norwegian Police University College, the organisational climate in 

Økokrim differs from the other two groups on many dimensions. The Police Analysis (NOU 

2013: 9) therefore seems to be right in claiming that a cultural difference has been developed 

between the 27 police districts and one of special units, Økokrim. However, whether this is a 

disadvantage is not clear, taken in considerations the differences among the police districts, 

the NPUC, and Økokrim, and the different roles they have in the society.  
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Appendix A: Letter of information / consent 

 

 

PROSJEKT ETTERFORSKNING 

Vi viser til tidligere presentasjon på Politisjefsmøtet. Som vi gjorde rede for har 

Politidirektoratet gitt Politihøgskolen i oppdrag å gjennomføre et prosjekt med sikte på å 

undersøke organiseringen av politiets etterforskningsarbeid i Norge.  

 

Fra Politihøgskolen består prosjektgruppen av: 

 Professor Tor-Geir Myhrer. 

 Professor Johannes Knutsson. 

 Politiinspektør Trond Myklebust. 

I tillegg har vi et formelt samarbeid med faggruppen for arbeids- og 

organisasjonspsykologi ved Psykologisk institutt, Universitetet i Oslo. 

 

Vi vil kontakte politimesteren i hvert politidistrikt med forespørsel om deltakelse i 

prosjektet. 

Prosjektet vil samle inn informasjon ved å ha intervjuer med: 

 i) Politimester/vise-politimester 

 ii) Etterforskningsleder 

 iii) Etterforsker 

 

Det er frivillig å være med og hver deltaker har mulighet til å trekke seg når som helst 

underveis, uten å måtte begrunne dette nærmere. Dersom en deltaker trekker seg vil alle 

innsamlede data fra personen bli anonymisert. Opplysningene vil bli behandlet 

konfidensielt, og ingen enkeltpersoner vil kunne gjenkjennes i prosjektets skrevne 

sluttprodukt (rapporter/artikler).  

 

Undertegnede vil en av de nærmeste dagene ta kontakt med deg for å avtale tidspunkt for 

et eventuelt intervju med deg eller vise-politimester. I tillegg ber jeg deg å velge ut aktuell 

etterforskningsleder og etterforsker for prosjektet, slik at jeg kan ta direkte kontakt med 

disse for informasjon om prosjektet samt avtale om tid og sted for eventuelt intervju. 

Politimesteren i  

XXX politidistrikt 

Postboks XXXX 

  

 

NORWEGIAN POLICE UNIVERSITY COLLEGE  

  

 

Deres referanse: 

 

 

 Vår referanse: 

 

 

Sted, Dato 
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Intervjuene vil være strukturert etter en såkalt SWOT-tilnærming og består av følgende 

fire tema/spørsmål:  

I. Fortell om det som i dag fungerer godt ved etterforskningsarbeidet her i 

politidistriktet – vi kaller dette styrken i etterforskningsarbeidet.  

II. Fortell om det som i dag ikke fungerer godt ved etterforskningsarbeidet her i 

politidistriktet – vi kaller dette svakheten i etterforskningsarbeidet. 

III. Fortell om det du i dag ser som muligheter for å forbedre kvaliteten i 

etterforskningen her i politidistriktet – vi kaller dette for mulighetene i 

etterforskningsarbeidet.  

IV. Fortell om det du i dag ser som truslene for å forbedre kvaliteten i 

etterforskningen her i politidistriktet – vi kaller dette for truslene i 

etterforskningsarbeidet.  

 

 

Vi ønsker primært lyd- og billedopptak av intervjuet, men dersom i praksis kun lydopptak 

lar seg gjennomføre, ønsker vi å ta opp intervjuet i MP3 format. Lengden på intervjuet vil 

variere ut i fra informantens mengde med informasjon. Fra tidligere prosjekt vil denne type 

intervju ta omlag 90 minutter. 

 

Intervjuet vil bli anonymisert slik at navn og personopplysninger om den intervjuede ikke 

transkriberes og blir følgelig ikke tatt med i analysene.  

 

Vi takker for at ditt politidistrikt på Politisjefsmøtet har sagt seg positiv til dette prosjektet. 

Eventuelle spørsmål eller kommentarer til prosjektet bes rettet direkte til undertegnede (e-

mail: trond.myklebust@phs.no , tlf direkte 23 19 98 55, tlf sentralbord 23 19 99 00). 

 

 

Med hilsen 

 

 

 

Trond Myklebust  

Politiinspektør/PhD  

 

 

 

 

 

  

mailto:trond.myklebust@phs.no
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Appendix B: The OCM questionnaire 

 Instruksjon 

Vi viser til følgebrev. Vi ber deg svare så ærlig som mulig. Det fins ingen “rette” eller “gale” 

svar. 

Kryss av for det svaralternativet som er mest korrekt i forhold til påstanden/Spørsmålet, slik 

du oppfatter det. Kryss kun av et alternativ for hver påstand.  

Dette spørreskjemaet er delt I 5 seksjoner. Første seksjon spør etter viktige detaljer om deg 

og ditt arbeide. Seksjon to berører dine meninger om organiseringen av arbeidet, hvordan 

ledelse utøves og organisasjonens strategi i forhold til samfunnet. Seksjon tre ber deg om å 

rate dine jobbprestasjoner, samt oppgi hvordan du har arbeidet med kollegaer. Seksjon fire 

tar for seg tilfredstillelse og engasjement. Den siste seksjonen er generelle holdninger for 

arbeidet tema. 

 

Se informasjon i følgebrev for prosedyre etter gjennomgang av spørreskjema. 

 

FORKLARING AV UTTRYKK OG BEGREPER: 

 

  

  

 

 

 

 

FORKLARING AV SVARALTERNATIVENE: 

 

 

 

 

 

 

 

Folk Publikum Ledelse 
Denne 

organisasjonen 

Andre i din 
organisasjon og 

eller distrikt. 

Borgerne i 
samfunnet. 

De som 
forholder seg 
til politiet og 

deres 
tjenester. 

De som er 
ledere i 

distriktet. 
Ditt distrikt. 

Helt feil  Ganske feil Ganske riktig Helt riktig 

Påstanden stemmer 
absolutt ikke med din 
oppfatning/erfaring. 

Påstanden er som 
regel feil, men ikke 
alltid. 

Påstanden 
stemmer ofte, 
men ikke alltid. 

Påstanden 
stemmer absolutt 
med din 
oppfatning. 



ORGANISATIONAL CLIMATE DIFFERENCES IN THE NORWEGIAN POLICE          45 

 

 

 

Undersøkelse av organisasjonsklimaet i 

Politiet 

 

Spørsmål 

 

Helt 

Feil 

Ganske 

feil 

Ganske 

riktig 

Helt 

riktig 

1. Ledelsen lar stort sett ansatte ta sine egne 
beslutninger 

    

2. Ledelsen har tillit til at folk kan ta 
arbeidsrelaterte beslutninger uten å innhente 
tillatelse først 

    

3. Ledelsen holder streng kontroll med arbeidet til 
de ansatte 

    

4. Ledelsen har for strengt regime over måten ting 
blir gjort på 

    

5. Det er viktig å dobbeltsjekke med nærmeste 
leder før man tar en beslutning   

    

6. Folk er mistenksomme overfor andre avdelinger 

 
    

7. Det er svært lite konflikt mellom avdelingene her 
 

    

8. Folk er innstilt på å dele informasjon på tvers av 
avdelinger 

    

9. Det er svært effektivt samarbeid mellom 
avdelingene 

    

10. Det er lite respekt mellom noen av avdelingene 
her 

    

11. Ledelsen lar de ansatte medvirke i beslutninger 
som angår dem 

    

12. Endringer blir gjort uten å snakke med de 
involverte 

    

13. Folk har ingen innvirkning i avgjørelser som 
påvirker arbeidet deres 

    

14. Folk føler at beslutninger ofte tas uten at de blir 
hørt 

    

15. Informasjon deles i stor grad 

 
    

16. Det er ofte kommunikasjonssvikt her 

 
    

17. Overordnede er svært dyktige til å forstå folks 
problemer 

    

18. Overordnede viser at de har tiltro til sine ansatte 

 
    

19. Overordnede hos oss er vennlige og lette å 
henvende seg til 

    

20. Folk kan stole på at overordnede gir god 
veiledning 

    

  

REFERANSE 
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Spørsmål 

 

Helt 

feil 

Ganske 

feil 

Ganske 

riktig 

Helt 

riktig 

21. Overordnede viser forståelse for sine ansatte 

 
    

22. Folk får ikke tilstrekkelig opplæring i nye 
systemer eller nytt utstyr  

    

23. Folk får tilstrekkelig opplæring i bruk av nye 
systemer og utstyr 

    

24. Organisasjonen gir kun et minimum av den 
opplæringen folk trenger for å gjøre jobben sin  

 

    

25. Folk blir sterkt oppmuntret til å utvikle sine 
ferdigheter 

    

26. Denne organisasjonen vier lite oppmerksomhet 
til ansattes interesser 

    

27. Denne organisasjonen forsøker å ta vare på sine 
ansatte 

    

28. Denne organisasjonen bryr seg om sine ansatte 
 

    

29. Denne organisasjonen prøver å handle rettferdig 
overfor sine ansatte 

    

30. Hos oss blir det oppfattet som svært viktig å 
følge reglene 

    

31. Folk kan ignorere formelle prosedyrer og regler 
hvis det bidrar til å få jobben gjort 

    

32. Hos oss må alt gjøres etter reglene 

 
    

33. Hos oss er det ikke nødvendig å følge alle 
prosedyrer til punkt og prikke 

    

34. Hos oss blir ingen særlig opprørt hvis reglene 
brytes 

    

35. Toppledelsen foretrekker å holde seg til de 
etablerte, tradisjonelle måtene å gjøre ting på 

    

36. Måten denne organisasjonen gjør ting på har 
aldri forandret seg særlig mye 

    

37. Ledelsen er ikke interessert i å prøve ut nye ideer 

 
    

38. Hos oss skjer endringer i måten ting gjøres på 
svært langsomt 

    

39. Hos oss blir nye ideer gjerne akseptert  

 
    

40. Organisasjonen reagerer raskt når endringer er 
nødvendig 

    

41. Behov for å gjøre ting annerledes fanges raskt 
opp av ledelsen 

    

42. Denne organisasjonen er svært fleksibel; den kan 
raskt endre prosedyrer for å møte nye vilkår, og 
problemer løses når de oppstår 
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Spørsmål 

 

Helt 

feil 

Ganske 

feil 

Ganske 

riktig 

Helt 

riktig 

43. Støtte til utvikling av nye ideer er lett tilgjengelig 

 
    

44. Folk i denne organisasjonen er alltid ute etter å 
se problemer fra nye vinkler 

    

45. Denne organisasjonen er ganske innadrettet; 
man bryr seg ikke om hva som skjer i samfunnet 

    

46. Det legges ikke mye vekt på måter å bedre 
service til publikum  

    

47. Publikum sitt behov er ikke ansett som topp 
prioritet hos oss 

    

48. Denne organisasjonen er treg til å reagere på 
publikums behov 

    

49. Denne organisasjonen ser stadig etter nye 
muligheter i samfunnet 

    

50. Måten de ansatte jobber sammen på i denne 
organisasjonen endres gjerne hvis det bedrer 
prestasjonen 

    

51. Arbeidsmetodene brukt i denne organisasjonen 
blir ofte diskutert 

    

52. Hvorvidt de ansatte jobber effektivt sammen, blir 
regelmessig diskutert 

    

53. Denne organisasjonens målsetninger endres i 
takt med forandringer i miljøet 

    

54. I denne organisasjonen tar man seg tid til å 
evaluere organisasjonens målsetninger 

    

55. Ansatte har en god forståelse av organisasjonens 
formål 

    

56. Organisasjonen sin fremtidige retning blir klart 
og tydelig kommunisert til alle 

    

57. Ansatte har ikke en klar forståelse av hva som er 
organisasjonens mål 

    

58. Alle som jobber her er bevisst på 
organisasjonens fremtidsplaner og retning 

    

59. Det finnes en klar oppfatning av hvor 
organisasjonen går 

    

60. Tid og penger kunne blitt spart dersom arbeidet 
var bedre organisert 

    

61. Ting kunne blitt gjort mye mer effektivt hvis folk 
tok seg tid til å tenke seg om 

    

62. Dårlig planlegging resulterer ofte i at man ikke 
når sine målsetninger 

    

63. Produktiviteten kunne blitt forbedret om 
arbeidet ble bedre organisert og planlagt 

    

64. Hos oss ønsker folk alltid å prestere så godt de 
kan 

    

65. Folk er entusiastiske i forhold til jobben sin 

 
    

66. Her slipper folk unna med å gjøre så lite som 
mulig 
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Spørsmål 

 

Helt 

feil 

Ganske 

feil 

Ganske 

riktig 

Helt 

riktig 

67. Folk er innstilt på å gjøre en ekstra innsats for å 
utføre en god jobb 

    

68. Her legger ikke folk mer innsats i arbeidet sitt 
enn det de må 

    

69. Folk får som regel tilbakemelding i forhold til 
kvaliteten på det arbeidet de gjør 

    

70. Folk har ingen anelse om hvorvidt de gjør en god 
jobb 

    

71. Det er generelt vanskelig for ansatte å vurdere 
kvaliteten på det de presterer 

    

72. Folks prestasjoner måles regelmessig 

 
    

73. Måten folk gjør jobben sin på blir sjelden 
evaluert 

    

74. Det forventes for mye av folk i løpet av en dag 
 

    

75. Vanligvis er ikke folks arbeidsbelastning spesielt 
krevende 

    

76. Ledelsen krever at folk jobber ekstremt hardt 
 

    

77. Folk er under sterkt press for å nå målsetninger 

 
    

78. Arbeidstempoet her er ganske avslappet 

 
    

79. Denne organisasjonen forsøker alltid å oppnå de 
høyeste kvalitetsstandardene 

    

80. Hos oss blir kvalitet tatt svært seriøst 

 
    

81. Folks oppfatning er at organisasjonens suksess 
avhenger av høy kvalitet på arbeidet 

    

82. Denne organisasjonen har ikke noe særlig rykte 
for å levere tjenester av topp kvalitet 

    

 

 

 


