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Abstract 

Author: Amalie Kristine Høgmo Fasting 

Title: Predicting Readiness For Change In The Norwegian Police.  

Supervisor: Roald Bjørklund, professor at the Department of Psychology at the University of 

Oslo. 

As society is changing at a rapid speed, police reforms are being implemented in the Norwegian 

Police as a response - leading to imminent change. Given the change context of the Norwegian 

police, examining further what factors can facilitate for successful implementations of change 

becomes interesting. The following thesis assessed to what extent organizational climate could 

predict Change Readiness, using the Competing Values Framework as a measure for 

organizational climate. The relationship between Participation and Change Readiness, and 

possible indirect effects between the four climates of the Competing Values Framework on 

Change Readiness through Participation was also evaluated. An analysis using Structural 

equation modeling was carried out based on the 13 hypotheses of this study. Results showed 

that the open systems climate was positively associated with change readiness, while the 

internal process climate conversely predicted change readiness levels negatively. The human 

resource climate was the only climate that showed a positive effect on participation levels, and 

this study also found an indirect effect between the human relations climate on change 

readiness through participation. Finally, a direct positive effect between participation and 

change readiness was also found. The results of this study support the view that the climates 

making up the competing values framework can exist simultaneously in an organization, and 

can thus be understood as not competing. 

Keywords: change readiness, competing values framework, participation, Norwegian Police 

Practical information: This thesis is part of a collaborative project between the Norwegian 

Police University College and the Department of Psychology at the University of Oslo. The 

data gathering was facilitated and carried out through this collaboration, as self-report 

questionnaires were developed, sent out and collected in two separate police districts over two 

rounds of data collection as part of this project (N=411), prior to this thesis. 
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Introduction 

The world today is experiencing changes at an accelerated pace, as factors like technological 

advances, political schisms, war, and mass migration leaves its impact on society (Smith, 

Livingstone & Thomas,  2018). These rapid changes have complex antecedents, and can affect 

several aspects of society. The Police organization functioning as a governmental institution is 

in this regard affected by technological innovations, a growing demand for accountable public 

services, globalization downsides like international crime, and increasing complexity of 

criminal offences (Yilmaz, 2013). The Police organization in Norway is at its highest level run 

by the Department of Justice (Innst. 306 S, 2014–2015), ultimately meaning that changes 

carried out in the police force can be determined through democratic processes. Furthermore, 

the Department of Justice (2005) has constituted that two of the Norwegian Police´s main 

guiding principles is that the Police should reflect societal-ideals, and that the Police must be 

subject to effective (political, social and formal) control by society in order to limit corruption 

and abuse of power.  

As social ideals are changing at a fast pace and the new public management era creates 

demands in regards to effective use of official resources and organizational outputs (Wathne, 

2018), the Norwegian Police as an organization has experienced the implementation of 

extensive change processes through police reform (the local police reform) (Christensen, 

Lægreid & Rykkja, 2017, Difi., 2017). Backed by research suggesting that employee reactions 

to change practices play a crucial role to its successful implementation (Oreg, Vakola, & 

Armenakis, 2011), and the generally accepted idea that work-climate (or culture) is a set of 

shared perceptions towards policies, practices and procedures in an organization (Schneider & 

Reichers, 1983) - Politidirektoratet (2018) states that change management in the Norwegian 

Police should be tied to building desired attitudes and culture through different tools and work-

processes. Based on this, research in regards to organizational climate and its potential effects 

on implementations of change processes in the Norwegian Police might offer relevant insights. 

Therefore, this study aims to examine how different concepts of organizational climate can 

affect individual change readiness in the Norwegian Police, and additionally how the work-

process of employee participation might affect this relationship.  

With respect to scope, the competing values framework (CVF) will be used to measure 

Organizational Climate, Employee Participation will be conceptualized through extent of 

opportunity to influence work-processes, while Change Readiness will be considered as a 

causal factor. Previous research have contributed to findings pertaining to the relationship 
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between aspects of organizational climate and change readiness (Bouckenooghe, Devos, & Van 

den Broeck, 2009; Haffar, Al-Karaghouli, & Ghoneim, 2014; Weiner, 2009) and also in regards 

to the theorization of a model exploring the relationships between the CVF, Participation and 

Change readiness (Fredriksen, 2019; Motland, 2018). However, this research has either focused 

on only one or two of the components of the CVF at a time, or has treated organizational climate 

as one second-order structured factor. In order to gain a more nuanced picture of the 

abovementioned relationships and its potential unique effects, all four components will be 

included in the theorized model of this thesis.  

Firstly, this study will present theories and empirical findings relevant to the presented 

research-question - specifically presenting a theoretical basis for organizational Climate, the 

competing values framework, employee participation and readiness for change. Following this 

theory section, the hypotheses relevant for examination will be presented, as well as an 

abbreviation of the methods used in this study, results, implications and recommendations for 

future research.  

Theory 

Organizational Work Climate 

Extensive empirical research on the topic of organizational work climate has previously 

been published; however, there is a differing consensus on what perspectives one should 

undertake in order to conceptualize this construct (Kuenzi, 2008; Verbeke, Volgering, and 

Hessels, 1998). One of the most accepted definitions of climate explains that climate can be 

understood as a set of shared perceptions in relation to the policies, practices, and procedures 

that an organization rewards, supports and expects (Schneider & Reichers, 1983). These shared 

perceptions can be understood as values held by individuals and shared with the organization. 

The fact that these values are linked to concrete policies, practices and procedures in the 

workplace can link them to the work climate indirectly (Grojean, Resick, Dickson, & Smith, 

2004; Kuenzi, 2008). This definition of climate is quite broad-reaching in its conceptualization, 

and the terrain of organizational work climate research follows this by branching out into 

different perspectives. Kuenzi (2008) identifies three of the main differing trends in the work 

climate research as the following: (1) work climate vs. work culture,  (2) the conceptualization 

of climate on different levels (psychological, and organizational), and  (3) the conceptualization 
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of climate from a global perspective vs. a facet-specific perspective. These different views will 

now be explained further. 

Psychological vs. organizational climate. Work climate can be understood from 

different levels of perspectives, both as a psychological construct on an individual level, and 

as an organizational level construct (James & Jones, 1974; Kuenzi, 2008; Myklebust et al., 

2020; Schneider, Ehrhart, & Macey, 2013). Psychological climate can be defined as the 

individual workers view of the psychological impact that the work environment has on his/hers 

well-being. Once the sum of individual employee's perspectives are aggregated and exhibit 

some level of agreement as shared perceptions, they can be understood as an organizational 

climate. These views are thereby shared on a collective or organizational level, but the 

individuals that make up the organization still own their own respective perspectives (James & 

James, 1989). 

Climate vs. culture. The terms of climate and culture have over the years been used in 

literature nearly interchangeably, and there can be said to exist a lack of distinction between 

these terms. Kuenzi (2008); however, suggests that these constructs differ in the way that 

organizational culture stems from anthropology literature and takes on a higher level of 

abstraction focusing on underlying assumptions in an organization through its forms (e.g 

artifacts and symbols), while organizational climate research seeks to assess the processes 

involved with these shared values, and identifies more surface-level indications of how things 

are done in the organization (Moran & Volkwein, 1992). It is worth noting that both these 

constructs relate to the manifestation and influence of social contexts in an organization 

(Kuenzi, 2008). Yet, seeing as though this thesis can be said to base its dataset on “surface-

level” indicators for each factor, this study continues the use of organizational climate as the 

dominating construct.  

Facet-specific climates vs. global climates. Climate research was initially dominated 

by the global climate perspective, looking at the work environment on a general level to glean 

the total context of the climate and how it affects both individual and organizational outcomes 

(Kuenzi, 2008; Schneider et al., 2013). Thus, it allows researchers to evaluate behavioral 

rationales in complex social contexts. This broad reaching perspective on climate has been 

criticized for lacking a theoretical basis and specification, and for appearing as an ambiguous 

construct (Schneider et al., 2013; Guion, 1973). Another approach then emerged in the 

literature field to tackle this ambiguity, a conceptualization referred to as facet-specific 

climates. Facet-specific climates are focused towards specific aspects of the organizational 

context - typically referring to the contexts of safety, justice and service (Kuenzi, 2008). Many 
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facet-specific climates can occur in an organization at the same time, but this direct focus 

allows for less surface-level and overreaching constructs related to the criticism towards the 

global climate perspective (Kuenzi, 2008; Schneider et al., 2013). However, Kuenzi (2008) 

proposes that we can in fact connect a clear theoretical basis to the global climate construct. 

Furthermore, Kuenzi suggests making use of Quinn and Rohrbaugh's (1983) competing values 

framework (CVF) in order to better conceptualize the climate in organizations as a molar 

construct. This view proposes that organizational climates represent shared perceptions of 

priorities in a broader environment, concerning the general structure and focus of the social 

system. Quinn and Rorbaug's  CVF model, along with the adaptations made for use in 

organizational climate research will now be further presented, as this study aims to take a 

similar approach to measuring molar climates in the Norwegian Police.  

Competing Values Framework 

Quinn and Rohrbaugh's (1983) paper proposes a framework for organizational analysis referred 

to as the competing values framework. This framework was originally created in order to 

organize literature on organizational effectiveness, a construct that for a long time dominated 

the organizational analysis research. Organizational effectiveness typically relates to many 

other concepts in the field of organizational psychology, as this field studies different aspects 

of work-life in order to increase different effectiveness criteria. Quinn and Rorbaugh ran an 

analysis of different effectiveness indicators, and based off of this they created a framework 

identifying two major dimensions of effectiveness - namely the dimension of organizational 

focus (internal versus external) and structure (flexibility versus control).  

Organizational focus and structure. The first value dimension - organizational focus 

- takes an internal versus external focus approach. An organization with high internal focus 

will emphasize the well-being and development of the people in an organization. On the other 

hand, an organization with an external focus is more likely to emphasize the well-being and 

development of the organization itself, fostering a focus towards the overall competitiveness 

of the organisation from a market perspective and in an oftentimes changing environment. The 

second dimension - structure - reflects the competing values of flexibility versus stability. A 

flexibility viewpoint fosters innovation, change, diversity and organizational adaptability, 

while the stability viewpoint shifts its focus towards authority, structure and coordination. 

Crossing these two dimensions, four different theoretically-driven facets of value orientations 

are established: the human relations model, internal process model, open system model, and 
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rational goal model. The CVF model also presents a third value dimension pertaining to 

organizational means and ends. This dimension presents an emphasis on respective important 

processes for each of the four value orientations, and the outcomes that relate to these processes 

within every value orientation (Quinn & Rorbaugh, 1983). The CVF has later been adapted to 

organizational climate research, and has commonly been accepted as a measure of molar 

climates in research (Cameron & Quinn, 2011; Kuenzi, 2008; Hartnell et al., 2019; Schneider 

et al., 2013). These research studies propose that the four components of the CVF model can 

be understood as four separate molar climates that identify the general focus and structure that 

exists in an organizational climate setting. The four different climates will now be explained 

further, and a visual representation presenting the four climates can be found in Figure 1.  

Human relations climate. The Human Relation (HR) climate - also referred to as clan 

culture - falls within the dimensions of internal focus/flexibility, and relates to shared values 

of cohesion, morale as means, and human resource development as an end. The core values of 

focus in a HR Climate include commitment, communication, and development. The focus in 

this type of climate is often directed towards coordinating interrelationships amongst 

employees, fostering collaboration and putting development measures for employees in focus 

(Cameron & Quinn, 2011; Kuenzi, 2008; Quinn & Rorbaugh, 1983).  

Internal process climate. The Internal Process (IP) climate - also referred to as 

hierarchy culture - falls within the dimension directions internal focus/control. This climate 

relates to shared values of information management and communication as means, and stability 

and control as ends. An IP climate will typically be oriented towards efficiency, uniformity, 

and consistency, leading to an emphasis on rules, procedures and formal roles  (Cameron & 

Quinn, 2011; Kuenzi, 2008; Quinn & Rorbaugh, 1983). 

Open system climate. The Open System (OS) climate - also referred to as adhocracy 

culture - falls within the dimensional directions of external focus/flexibility. This climate 

relates to shared values of flexibility and readiness as means and growth and resource 

acquisition as ends. An OS climate will typically have underlying core values of innovative 

outputs, transformation and agility, and this type of climate will typically emphasize new 

approaches, vision, adaptability to external context, and responsiveness (Cameron & Quinn, 

2011; Kuenzi, 2008; Quinn & Rorbaugh, 1983). 

Rational goal climate. The Rational Goal (RG) climate - also referred to as market 

culture - falls within the dimensional directions of external focus/control. Within this climate, 

shared values of planning and goal-setting as means, and productivity and efficiency as ends 

are emphasized. Core underlying values in this climate would typically relate to goal-



PREDICTORS OF CHANGE READINESS IN THE NORWEGIAN POLICE 

6 

achievement, result-orientation and profitability (Cameron & Quinn, 2011; Kuenzi, 2008; 

Quinn & Rorbaugh, 1983). 

Figure 1. Adapted from Kuenzi (2008). An integrated model of work climate. 

The CVF as a competing or normative model 

As previously described, the original CVF model presents two dimensions - control vs. 

flexibility, and external vs. internal focus - and as a result four quadrants of competing climates 

are identified (Kuenzi, 2008; Quinn & Rorbaugh, 1983). Original research on CVF was 

therefore proposed to be measured with ipsative scales (Cameron & Quinn, 2011) reflecting 

the competing nature of the four respective climates. However, recent research on the CVF 

model has undertaken a new approach suggesting that these four climates can exist 

simultaneously within an organization (Koritzinsky, 2015; Kuenzi, 2008; McDonald & Gandz, 

1992; Patterson et al., 2005). These studies therefore take a normative scale approach to 
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measuring the CVF constructs, where respondent ratings of the entire CVF construct can be 

understood as additive, and respondents are allowed to freely rate the indicators across all the 

four quadrants. The relevance of undertaking the research-perspective that the four different 

climates can exist alongside one another within the same organization or even the same 

department, has also been indicated by results showing high intercorrelations between the four 

constructs (Kuenzi, 2008; Patterson et al., 2005).  

Following this research-perspective, this study will also take the normative approach to 

measuring the CVF components within the Norwegian Police. The Police in Norway is a broad 

organization with a focus on several concepts that can be relevant to the entire CVF model, 

postulated by the local police reform presented in 2015 (Christensen et al., 2017). These focus 

areas include creating new and knowledge-based approaches to work processes, trust and active 

employeeship, planning and goal-setting, development and training, and formalized leadership 

with clear communication across the organization (Politidirektoratet, 2018; Prop. 61 LS, 2014-

2015). Thus, examining whether these postulated focus areas are reflected by the perceptions 

of the individuals making up the Police as an organization can become relevant. Additionally, 

this study will aim to examine how the perceived organizational climate in the norwegian police 

might affect how the organization as a whole relates to change processes. A relevant construct 

in this regard pertains to Change Readiness in the organization, which will now be further 

discussed. 

Change Readiness 

In the context of a world in constant change affected by hyper-competitive markets and 

rapid change in technological advancements (Kling, 1995; Lehmann, 1998; Meyer, 1997; 

Tiernan, 2002), an organization's ability to stay agile and able to adapt to these changes has 

become a key factor for organizational survival (Beer & Nohria, 2000; Kotter, 2009). Thus, it 

is perhaps not surprising that the topic of change in recent years has become a focal point for 

further research. It is clear that change practices impacts the organization as a whole, and 

researchers have long attempted to gain insight into how change affects an organization, and 

how one can ensure successful implementations of change (Oreg, Vakola, & Armenakis, 2011). 

A number of studies on this topic identifies especially one factor as playing a crucial role in 

this regard, namely the employees reactions to change practices (Bartunek, Rousseau, Rudolph, 

& DePalma, 2006; Miller, Johnson, and Grau, 1994; Oreg et al., 2011). The construct of change 

readiness relates to this issue, and has most frequently been defined as an individual's “beliefs, 
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attitudes, and intentions regarding the extent to which changes are needed and the 

organization’s capacity to successfully undertake those changes” (Armenakis, Harris, & 

Mossholder, 1993: p. 681). Assessing to what extent readiness for change in an organization 

exists in an organization, has become an important indicator for how successfully an 

organization will be able to carry out changes, and Armenakis, Harris, and Mossholder (1993) 

proposes that readiness can be understood as a precursor to resistance and adoption behaviors 

in a change process, meaning that readiness for change can positively affect change when it 

occurs.  

The readiness for change literature has been criticized for appearing too broad-reaching 

as a construct, and can refer to both an individual's readiness to change in terms of belief in 

one's own abilities (self-efficacy), or on an organizational level in terms of perceived 

confidence in organizational readiness and the actual organizational ability to implement 

changes successfully (Vakola, 2013). Building on these differing views on readiness for 

change, several researchers propose taking a multilevel perspective to the construct in order to 

better glean the range of insights that are still unexplored in its conceptualization (Rafferty, 

Jimmieson, & Armenakis, 2012; Vakola, 2013). This multilevel view proposes the need to 

examine how the conceptualization of change readiness and its impact on other factors may 

differ at individual, group and organizational levels. This thesis will take the perspective of 

individual readiness for change, as change activities have mostly been identified to be launched 

and implemented by individuals within the organization. There is a general agreement amongst 

researchers that organizational collective activities can be viewed as an aggregation of its 

individual members activities, and that the acceptance or rejection to change in an organization 

will happen through the actions if its members (Armenakis et al., 1993; Armenakis & Bedeian, 

1999; Holt, Armenakis, Feild, & Harris, 2007). A potential result of these actions may lead to 

failed change initiatives due to the fact that recipients of change are lacking a required level of 

readiness (Armenakis et al., 1993; Neves, 2009).  

Studies pertaining to individual change readiness have also focused on identifying what 

factors in the workplace can be linked to a greater extent of change readiness amongst 

employees in an organization. Vakola (2014), found that employees with lower scores on job 

satisfaction indicators might exhibit higher levels of change readiness as the impact of change 

practices might better the organization and in turn one's satisfaction at work. Identifying 

situational or organizational factors contributing to higher levels of individual change readiness 
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has also been frequently studied in the change field, and studies link the existence of constructs 

like trust, open communication, and participation to higher grades of change readiness in 

organizations (Armenakis et al., 1993; Rafferty et al., 2012; Gagné, Koestner, & Zuckerman, 

2000; Wanberg & Banas, 2000; McKay, Kuntz & Näswall, 2013, Matthysen, & Harris, 2018). 

As this study aims to assess the relationship between different molar organizational climates 

and change readiness, it might also become relevant to seek to literature in the change readiness 

field, and inspect further how organizational facets like participation can influence these 

relationships - having previously been linked to positive levels of change readiness (McKay et 

al., 2013; Motland, 2018).  

Employee Participation 

The modern workforce is constantly changing, and with highly skilled workers 

beginning to take up a large part of the workforce, we are seeing an emergence of a so-called 

“knowledge economy” where the workers themselves can be seen as one of the most important 

resources for the organization, as maintaining and developing this knowledge base is becoming 

a key competitive factor (Drucker, 1992). Research on the topic of participation shows that this 

concept has had an increasing importance in the European workforce over the last decade 

(Wilkinson et al., 2010), and suggests that this growing importance may be due to the shifting 

trends within employment where the labour force today has shifted away from manufacturing 

towards becoming service-based. This shift has impacted the extent to which employee 

participation occurs in employment relationships, but also the forms and uses in which it is 

carried out in organizations. Thus, the conceptualization of employee participation can become 

quite broad. It can generally be understood as a process where influence is shared amongst 

individuals in the organization whom in other contexts are hierarchically unequal (Locke and 

Schweiger, 1979; Wagner, 1994). These practices pertain to the sharing and influence over 

information processing, decision making and problem solving - between the levels of 

management and subordinates (Wagner, 1994).  

Employee participation can be understood as occurring in two different forms - through 

direct or indirect participation. Direct participation normally occurs on a team or strategic level, 

where direct communication and upward problem-solving is in focus. Indirect participation 

measures, on the other hand, relates to practices like financial participation where 

compensation schemes eg. in terms of ownership shares for individual employees are offered, 

or through representative participation, where a representative relays information between the 
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different levels in an organization (Marchington & Wilkinson, 2005). In this study, the focus 

will be directed towards direct participation practices, as the basis for the project relates to the 

Norwegian Police where financial participation practices are limited by its nature as a public 

institution.  

Other than conceptualizing employee participation through its form, it can also be 

broken down in relation to its degree, level, and range (Marchington & Wilkinson, 2005). The 

degree of participation describes to what extent individuals in the organization actually can 

influence and impact strategic decisions on higher levels. Different levels of participation 

relates to where in the organization the participation takes place - e.g on task level, 

departmental levels, or on higher levels like organizational or corporate levels. The range of 

influence employees can have in participation practices would differ from eg. trivial subject 

matter like office decor, to subject matters with higher impact on a strategic level - eg. 

investment strategies (Wilkinson et al. 2010). These employee participation practices can also 

be deconstructed into informal and formal practices - where the former refers to informal 

involvement occuring in the workplace on a regular basis as a underlying mechanism, or as in 

the latter formal practices where involvement structures and practices are formalized in the 

organization as “best practice” or policies (Townsend, 2012).  

The link between participation practices and organizational outcomes like job 

satisfaction, productivity, and organizational commitment have been assessed by several 

researchers (Karia & Asaari, 2006; Phipps, Prieto & Ndinguri, 2013; Bhatti, Nawab, Akbar, 

2011; Khalid & Qureshi, 2007). Although these studies find mixed results, there is a growing 

consensus that participation practices can influence these outcomes in a positive manner. 

Another area where employee participation has become a focal point for research in recent 

years is the area of change in organizational behavior research (Wilkinson et al. 2010). This 

construct has especially become a focal point for research relating to how different aspects of 

an organizational culture can facilitate successful change processes (O'Reilly, 2008). Research 

in this field indicates that participation practices can facilitate ownership over the change 

processes amongst employees, where each individual perceives themselves as integral to the 

processes taking place, understanding the purpose and benefit of the change process, and also 

exhibiting efficacy in terms of the new challenges that lie ahead (Armenakis et al., 1993; 

Armenakis & Harris, 2002; Bouckenooghe et al., 2009).  
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 Employee participation practices differ across organizations, but also in the context of 

national regulations and law-making. In Norway, these regulations have a history and context 

rooting back to the industrialization era in Norway in the late 1800s. In 1935, the Basic 

Agreement (Hovedavtalen, 1935) that introduced the representation of employee participation 

through labor unions was established. Furthering these collaborative efforts between workers 

and the trade associations, Norway introduced collaborative experiments 

(Samarbeidsforsøkene) (Emery & Thorsrud, 1964; Thorsrud & Emery, 1970) with the aim to 

enhance collaboration between the different parties of interest in Norwegian work-life. This 

program was carried out on a national level, and inspired the inclusion of participation 

principles in the Norwegian Work Environment Act (Working Environment Act, 1997). The 

concept of participation is thereby regulated by law in Norway (NOU 2010:1, 2010), and covers 

demands like the right to information, and the right to participate in discussions and 

negotiations around relevant issues.  

The Norwegian Police context 

At the highest organizational level, the Police in Norway is run by the Department of 

Justice (Innst. 306 S, 2014–2015). Leadership and decision-making processes exist on multiple 

levels both in dialogues between the Department of Justice and the Police, but also within the 

Police itself. However, the highest levels of decision-making ultimately derives from the 

Norwegian Parliament through democratic processes (Politidirektoratet, 2015). This political 

nature of the organization demands an external focus as their main objective is to serve society 

- which is in constant and rapid change (Yilmaz, 2013). Thereby, Police reforms offering 

changes to the organization can be implemented in the Norwegian Police to meet external 

demands, and to ensure that the organization is delivering on its main goals and objectives 

(Prop. 61 LS, 2014-2015). In this context it becomes relevant to examine change readiness, and 

specifically how police culture can affect these implementations.  

 The Norwegian Police is a broad organization with differing structures, tasks and 

organization (Glomseth & Gottschalk, 2009) affecting cultural aspects of the entire 

organization. Several researchers argue that police culture cannot be interpreted as a single 

construct, but rather that there exists different cultures across country-borders but also 

geographically distributed within respective nations (Glomseth & Gottschalk, 2009; 

Christensen & Crank, 2001). Looking at global comparisons, the Scandinavian police (Sweden, 

Denmark and Norway) is often seen as similar, and these countries seem to be more similar to 
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the UK police force in terms of level of maturity, tasks and responsibilities (Glomseth & 

Gottschalk, 2009). Little research has been done in terms of identifying the police culture in 

Norway as a whole, but given that the current local police reform presented in 2015 calls for a 

united police force with sentralized, formalized and equal work processes, it might be relevant 

to take a more global approach to understanding its culture (Prop. 61 LS, 2014-2015). Research 

on culture (or rather climate) in the Norwegian Police suggests that climate can be 

conceptualized by the competing values framework, and specifically two of the components - 

HR climate and RG climate - have been identified as existing climates in the Norwegian Police 

and as important contributors to performance (Lone et al. 2017; Myklebust et al., 2020). In line 

with extant research, this thesis proposes that examining the CVF model in regards to the 

Norwegian Police today might be relevant as the organization has formally prioritized 

becoming a knowledge-based organization, creating innovation and new quality work 

processes through knowledge, clear leadership, planning and goal-setting, result-oriented 

focus, development, openness and learning, and active employeeship (Henriksen, 2014; 

Politidirektoratet, 2018; Prop. 61 LS, 2014-2015). Given this broad focus with elements 

pertaining to several of the CVF quadrants, this thesis argues that the explanatory power will 

be increased by including all of the CVF components in the assessment of the relationship 

between organizational climate and change readiness in the Norwegian Police.  

Hypotheses 

This thesis seeks to further assess how the underlying climates of the CVF model (HR, 

IP, OS, RG) and the existence of participation in the workplace can impact individual readiness 

for change in an organization. As established above, a number of studies have intended to 

conceptualize and better assess the concepts of the CVF, participation and change readiness. 

There is also an existence of research linking participation positively to change readiness, and 

some studies assessing the CVF model in relationship to change readiness (e.g. Rafferty et al., 

2013; Rafferty & Restubog, 2009; Oreg et al., 2011; Vakola & Nikolaou, 2005). Existing thesis 

work in the police project have seeked to assess the latter relationship further - but has mainly 

focused on assessing the relationship between respective underlying climates of the CVF, not 

evaluating the entirety of the CVF model (Motland, 2018; Kværne, 2019). It is worth noting 

that newer thesis work aims to take this holistic approach (Fosse, 2019; Jørgensen, 2019; 

Knutsen, 2019; Paulsen, 2019), but results here are mixed and not mainly focused towards 

including participation in the structural model. As aforementioned, the CVF can be understood 
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from a descriptive perspective where the underlying climates HR, IP, OS and RG are not seen 

as competing values but rather as different areas of the organizational climate that can exist 

simultaneously in an organization (Patterson et al., 2005). This thesis will therefore include all 

the respective climates making up the CVF model, and will follow this perspective in 

examining the differing relationships in the CVF model.  

The Link Between Participation And Change Readiness 

The relationship between participation and change readiness have been well 

documented in the research field (Armenakis et al., 1993; Armenakis et al., 2013; Gagné et al., 

2000; Wanberg & Banas, 2000; Matthysen, & Harris, 2018). There is a consensus across the 

extant literature that participation acts as an important process or antecedent to change 

readiness, and research indicates that when employees are allowed to participate in decision-

making processes related to change, they are more likely to feel a sense of empowerment, 

agency and control - which in turn affects levels of change readiness positively (Rafferty et al., 

2013; Matthysen, & Harris, 2018). Furthermore, some research indicates that when 

participation is included in the design of change management processes, this will be positively 

associated with positive attitudes and responses to change amongst employees (Rafferty et al., 

2013; Gopinath & Becker, 2000; Rafferty & Restubog, 2009). Based on this previous 

theorization and research this study hypothesizes that: 

H1: There is a positive direct relationship between Participation and Change Readiness 

Human Resource Climate's Link To Participation And Change Readiness 

The existing research literature on the relationship between the CVF framework on 

change readiness is sparse, but some researchers have indicated that there is a positive 

relationship between climates exhibiting flexible work systems and change readiness 

(Zammutto & O'Connor, 1992). Furthermore, this link between flexibility and change readiness 

is supported by researchers positively linking change readiness to the two climates of HR and 

OS - both falling within the flexibility focused quadrants of the CVF model (Eby et al., 2000; 

Haffar et al., 2014; Jones, Jimmieson, & Griffiths, 2005). When it comes to the concept of 

participation in relation to the CVF model, it has typically been linked to the HR climate 

quadrant, as a core focus in the climate is the development and importance of the employees 

making of the human capital in the organization (Cameron and Quinn, 2011). This focus will 

typically facilitate teamwork, involvement and participation (Eby, Adams, Russell, & Gaby, 
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2000; Hartnell, Ou, & Kinicki, 2019; Jones et al., 2005). Holt et al. (2007) suggests that 

employees who experience higher levels of participation in the workplace, and thereby are able 

to influence both the planning and implementation of change processes, consequently will be 

more inclined to understand the context and need for the change process, and to accept these 

activities. This study therefore hypothesize that: 

H2a: There is a positive direct relationship between the HR Climate and Change 

          readiness 

H3a : There is a positive relationship between the HR Climate and Participation 

Given the existent theoretical support for both HR Climate and Participation affecting 

Change Readiness positively, it can also be relevant to further assess the possible indirect 

effects between these concepts. 

H4a: There is an indirect effect between the HR Climate and Change readiness through 

          participation 

Internal Process Climate's link to Participation and Change Readiness 

The IP climate falls in the quadrant of high internal focus and high level of control - 

and this climate is often characterized by exerting bureaucratic structures where formalized 

rules, procedures and policies are in focus in the organization. This hierarchical climate falls 

opposite to the open system in the flexibility vs. control/internal vs. external focus dimensions. 

It has thereby been identified as shifting its focus away from encouraging innovation and new 

approaches to solving issues and focusing on stability and continuity for employees, 

maintaining the status quo (Zammutto & O'Connor, 1992). In an internal process climate, 

decision making and organizational direction are typically centralized processes determined by 

the top levels in the organization, taking away flexible practices like employee participation 

(Cameron and Quinn, 2011). This type of climate typically emphasize information 

management towards employees, which previously have been positively linked to change 

readiness - as employees who are informed about both the need for change, and how it will 

impact the organization are more likely to accept and contribute to the implementation of 

change processes (Oreg et al., 2011; Vakola & Nikolaou, 2005). However, having an internal 

focus might shift the topic of information and communication away from the external 
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environment in change processes This may contribute to failure in obtaining acceptance for 

change amongst employees, as an external perspective might help illustrate the discrepancy 

between the organization and its context - thereby helping individuals understand the 

appropriateness of implementing the given changes (Armenakis and Harris, 2002). In short, the 

IP climate can therefore be understood as emphasizing stability and continuity, shying away 

from innovation and new approaches, taking a centralized approach to decision-making and 

strategizing, and focusing mainly on the internal environment when it comes to information 

management. This might in turn might hinder both participation practices and individual 

readiness for change in the organization. It is therefore hypothesize that: 

H2b: There is a negative direct relationship between the IP Climate and Change 

          Readiness 

H3b: There is a negative direct relationship between the IP Climate and Participation 

Due to the abovementioned hypothesized relationship, we also suggest that: 

 H4b: There is an indirect effect between the IP Climate and Change Readiness through 

          Participation 

Open System Climate's Link To Participation And Change Readiness 

As mentioned above, the OS climate falls within the opposite quadrant of the IP climate, 

exhibiting high levels of flexibility and external focus. This type of climate will typically foster 

change through facilitating innovation and creative new approaches to issues. This flexible 

work environment will therefore adherently focus on readiness and agility, and implement 

changes regularly as they are influenced by external forces. Previous studies support this view, 

and indicate that open systems will be more likely to exhibit higher levels of readiness for 

change (Zammuto and O’Connor, 1992; Haffar et al., 2014). When it comes to the participation 

construct, it has previously been linked to flexible oriented work systems - as climates fostering 

flexibility requires a degree of autonomy in the workforce, and this type of climate will be more 

likely to have a positive link to participation processes (Gyan‐Baffour, 1999; Eldridge & Nisar, 

2007). Other researchers have also linked higher levels of employee participation to higher 

levels of innovation and creativity - two aspects relevant to the Open System Climate (West & 

Anderson, 1996; Schepers & Berg, 2007). Based on this, it is hypothesized that: 

H2c: There is a positive direct relationship between the OS Climate and Change 
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Readiness 

H3c: There is a positive direct relationship between the OS Climate and Participation 

Given the hypothesized significant effects above, it also becomes relevant to examine 

the possible indirect effects between the three variables. It is therefore also hypothesized that: 

H4c:  There is an indirect relationship between the OS Climate and Change Readiness 

           through Participation 

Rational Goal Climate's link to Participation and Change Readiness 

The RG climate falls in the quadrant relating to high focus on control and the external 

environment. This climate is focused towards a concern with organizational performance in an 

external perspective - e.g. gaining market shares, and less so towards fostering internal morale 

and commitment. With a focus towards planning and goal-setting in order to obtain increased 

efficiency and productivity. Within this climate, shared values of planning and goal-setting as 

means, and productivity and efficiency as ends are emphasized. Core underlying values in this 

climate would typically relate to goal-achievement, result-orientation and organizational 

outcomes (Cameron & Quinn, 2011). With these clear frames, performance and control-focus, 

the members of this climate might feel that implementing change will lead to them losing their 

current standing as a performer, and consequently might make them less likely to accept 

changes (Haffar et al., 2014). Additionally, Zammuto and O'Connor (1992) propose that 

control focused organizations will be less likely to successfully implement changes in the 

organization. In contrast to the dimensions of HR and OS, the Rational Goal climate falls on 

the control-side of the dimension control vs. flexibility. Given the existing research indicating 

that flexible oriented work systems have a positive link towards Participation (Eldridge & 

Nisar, 2007; Gyan‐Baffour, 1999), we conversely hypothesize that this control focused climate 

will have a negative effect on participation levels. In regards to the Rational Goal Climate this 

study therefore hypothesizes that: 

H2d - There is a negative direct relationship between the RG Climate and Change 

           Readiness 

H3d - There is a negative direct relationship between the RG Climate and Participation 

Given the suggested relationships above, we also hypothesize that: 
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H4d:  There is an indirect relationship between RG Climate and Change Readiness 

           through Participation 

In sum, this thesis proposes 13 hypotheses regarding the relationships between the four 

components of the CVF model, Participation and Change Readiness. A visual representation 

summarizing the proposed hypotheses regarding direct effects can be found in Figure 2 below. 

 

Figure 2: Hypotheses - direct effects.  

 

Figure 2. Note. This graphical representation does not display the hypothesized indirect effects 

of this study. The hypothesized indirect effects relates to the following paths: 

HR→Participation→Change Readiness, IP→Participation→Change Readiness, 

OS→Participation→Change Readiness, RG→Participation→Change Readiness. 
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Method 

The Project 

This empirical study was carried out in the context of a collaboration project between 

the Work and Organizational Psychology group by the Department of Psychology at the 

University of Oslo, and the research department at The Norwegian Police University College. 

The aim of this collaborative effort is to investigate the relationship between organizational 

climate and organizational change in the context of the Norwegian Police Force as an 

organization.     

Data Collection     

The data collection was a collaborative effort between the Psychological Institute at the 

University of Oslo, and the Norwegian Police University College. The invitation to partake in 

the research as a respondent was sent out through mail invitation towards two different police 

districts. The first district survey gathering was sent out in May 2018, whilst the second district 

completed the surveys in November 2019.  

Sample  

An invitation was sent out to 1005 employees to one district in the first data gathering 

round, while 440 invitations to participate in the survey were sent out to the second district in 

the data gathering round. All in all, 411 employees responded to the survey allowing for a 

satisfactory response rate of 28.44%. The total sample size was thereby larger than the 

minimum required sample for SEM-analysis  at N:>200, and with a satisfactory sample ratio 

of 15:1 with 27 indicators making up the factors in the analysis (Hair et al., 2014).  

Measures 

For measurement of the constructs relating to the research question of interest in this 

study, the following six scales were used: human relation model, internal processes model, 

open systems model, rational goal model, participation and readiness for change. The measures 

were all based on a 5-point Likert scale, ranging from the scores definitely false (1) to definitely 

true (5), with the middle value (3) representing “neither true nor false”. Some of the items in 

the survey were worded negatively to avoid acquiescence bias (“yea-saying”), and were 
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consequently reverse coded in the analysis (Pacek & Krosnick, 2010). See Appendix A for a 

full list of the items used in the study.  

Competing Values Framework. In this study, the items for the scales that relate to the 

human relation (HR) model, the internal process (IP) model, the open systems (OS) model and 

the rational goal (RG) model, have been retrieved from Kuenzis (2008) research. In line with 

Kuenzis original results, the scales for the HR, IP, OS and RG models are made up of 4 items 

each with a 5-point Likert scale - translated by The Work and Organizational Psychology 

research group at the University of Oslo. Originally, these translated scales consisted of eight 

items on the HR model and seven items on the IP, OS and RG models. However, Kuenzi final 

scales consisted only of the first four items, and furthermore, Koritzinsky (2015) validates the 

use of these four items, disclaiming the need for usage of the rest of the items through an 

exploratory factor analysis (EFA). Examples of items from the respective CVF quadrants are: 

“We develop supportive and positive work relations at this unit” (HR), “In this unit we make 

sure that work-tasks are organized and predictable” (IP), “In this unit, we are capable of 

adjusting to new demands as they arrive” (OS), and “We focus on reaching our set goals at this 

unit” (RG).   

Readiness For Change. The items making up the readiness for change scale originally 

consisted of six items. These items were developed by Vakola (2014), and were later translated 

and validated by Koritzinsky (2015). However, the original item 4 (“I believe that I am more 

ready to accept change than my colleagues in this unit”) have been removed in this study, 

following Myklebust et al. (2020) research. The proposed conceptual reasoning is that the item 

appears to differ from the other items in that it requires respondents to make comparisons with 

colleagues, which could make the item less apprehensive and therefore vulnerable to increased 

noise (Little et al., 2013). Myklebust et al. (2020) that used the same scale in their research, 

also found that this specific item showed high standardized covariance residuals and low factor 

loading, and it is also worth noting that previous thesis work have found this item problematic 

in Structural Equation Modeling (SEM) analysis (Fosse, 2019; Fredriksen, 2019; Jørgensen, 

2019; Knutsen, 2019; Paulsen, 2019). 

Employee Participation. The items making up the employee participation scale of the 

survey originally consisted of 13 items derived from a combination of two separate scales. Six 

of the items was originally as a scale developed by Burke (2014), intending to measure the 

level of influence that employees have over work-processes. The seven remaining items were 
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created by Wilkinson & Dundon (2010), and were designed to measure several underlying 

constructs of employee participation such as information, communication, co-determination 

and control.  

 An underlying assumption relating to the data used in SEM-analysis pertains to the 

perspective that exogenous variables in the measurement model should showcase reflectivity. 

This means that all the indicators making up the latent construct should reflect the construct in 

a unidimensional manner - thus exhibiting high intercorrelations (Christophersen & Konradt, 

2012). From a theoretical viewpoint, combining two separate scales can pose some serious 

issues in relations to this reflective assumption. Additionally, the combination of scales can 

potentially lead to the deletion of unique effects, as we cannot simply assume that the scales 

measure the same construct equally (Wagner, 1994). Taking this issue into consideration, an 

examination of the inter-item correlations of the two separate scales was conducted in order to 

assess the unidimensionality of the scales, as well as an assessment of the separate scales 

Cronbach alpha values. Overall, out of the two inter-item correlation matrices, the scale adapted 

by Burke (2014) showcased higher correlations amongst one another. Additionally, this scale 

displayed a higher Cronbach's alpha value (.875) than the scale created by Wilkinson & 

Dundon (2010). Given these results, and the suggested negative implications of combining two 

separate scales, the decision was made to only include the scale created by Burke (2014) as a 

measure of Employee Participation in this study. 

Preliminary analysis  

Following Klines (2011) recommendations, a preliminary analysis was carried out to 

ensure that the data was fit for further analysis. This brief preliminary analysis was conducted 

using IBM SPSS Statistics 25. The data was first evaluated in regards to normality, examining 

the degree of skewness and kurtosis. The values for skewness are recommended to range within 

-3 to +3, while the recommended kurtosis values should range within -10 to +10 for SEM 

analysis research (Kline, 2011). Next, in order to ensure that the scales being used for this study 

showcased suitable internal consistency, each scale was examined running Cronbach's alpha 

coefficients. The inter-item correlations were also examined to evaluate whether the scales 

indicated unidimensionality. The alpha coefficients should generally range in values between 

0.7 and 0.8 to be considered as showcasing sufficient internal consistency and be regarded as 

reliable (Field, 2013). The inter-item correlations should also indicate correlations between 

items above 0.3 (Hair et al., 2014). Lastly, the dataset was also inspected for linearity and 
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collinearity issues by evaluating the variance inflation factor (VIF). Satisfactory values here 

should be <10 (Hair et al., 2014). All in all, the results of these preliminary analyses created 

the basis for deciding whether the current data set and scales were suitable for further analysis, 

and will be presented in the results section in this thesis. 

Structural Equation Modeling 

 In this study, structural equation modeling (SEM) with maximum likelihood parameter 

estimation was used in order to determine whether the hypothesized model reflects the 

observed data, and to examine the proposed hypotheses. The analysis was carried out using 

IMB SPSS AMOS version 25.0 with Maximum Likelihood Measures (LML) and 

Bootstrapping. Bootstrapping allows for the computing of confidence intervals for estimated 

effects, by resampling the dataset 5000 times producing an estimation of the distribution. This 

is a nonparametric procedure, often used in SEM-analysis as it does not restrict to an 

assumption of a normal distribution in the data set (Hair et al., 2014). 

 A SEM-analysis allows for the simultaneous testing of multiple relationships between 

latent variables, and in contrast to a regression analysis it controls for the unique variance in 

each indicator which in turn makes it possible to obtain better effect size estimates between the 

constructs in the model (Hair et al., 2014; Kline, 2011). In a SEM-analysis, one must define a 

model representing the underlying theoretical basis and hypotheses for the analysis, or rather 

two submodels: a measurement model and a structural model. Firstly, a measurement model 

must be established in order to define the relationships between the observed variables and the 

unobserved latent variables - known as a Confirmatory Factor Analysis (CFA). Secondly, once 

a measurement model with acceptable fit is established, one can move on to a structural model, 

describing the relationships between the latent factors and estimating the hypothesized effects 

(structural regression model) (Kline, 2011). In conducting the CFA, estimates of factor 

variances and covariances, factor-loadings between indicators and respective factors, 

standardized covariance residuals, and measurement error (or unique variance) were evaluated.  

Iterations were then carried out in order to ensure global fit, and thus looking at local fit 

measures to identify where adjustments can be made becomes relevant. Additionally, local fit 

was further examined by evaluating modification indices that indicated where changes in the 

model could be made in order to increase global fit indices.  
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In order to accept the measurement model, the results should exhibit relatively high 

standardized factor loadings for all indicators on their respective constructs (e.g., > .70), the 

estimated correlations between the exogenous variables (factors) should not be excessively 

high (e.g., < .90 in absolute value), and relevant goodness-of-fit measures should exhibit 

acceptable values to ensure global fit (Hair et al., 2014). In the steps of evaluating the 

measurement model, acceptable fit indices must also be maintained in order to move onto a 

structural model examining the relationships between factors further.  

Goodness-of-fit indices. Once a model representing the study's theoretical basis had 

been estimated, the validity of the model was examined. This is amongst other measures done 

by estimating the Goodness-of-fit (GOF) of the model, indicating the extent to which the 

observed and estimated covariance matrices align (Hair et al., 2014). There are many estimates 

that can assert the GOF of a model, but in general these values are results of a mathematical 

comparison of the two matrices. These fit indices examine the fit of the model in its entirety 

(also known as global fit).  

Following Klines (2011) recommendations this thesis examined the following fit 

indices: chi-square (χ2), Comparative Fit Index (CFI), Root Mean Square Error of 

Approximation (RMSEA), and Standardized Root Mean Square Residual (SRMR). 

The χ2 index estimates absolute fit, evaluating the discrepancy between the specified 

model and the observed covariance matrix (Lei & Wu, 2007). In order to indicate good fit, the 

χ2 value should be non-significant (p > .05). However, this index is affected by a sensitivity to 

a large sample size as well as to models with a high number of indicators, and these factors will 

inflate the  χ2 value making it difficult to achieve indications of a good fit (Kline, 2011; Hair, 

2014). 

CFI is an incremental fit index, comparing the specified model to a  null model where 

all indicators are assumed uncorrelated, in order to estimate the model fit (Bentler, 1990). In 

order to indicate acceptable fit, the CFI value should usually exceed .90 (Hair, 2014). 

Both the SRMR and RMSEA are badness-of-fit statistics, where values closest to zero 

imply better fit than higher values. The SRMR is recommended to exhibit values less than .09, 

and the RMSEA should be less than .08 (Hair et al., 2014).     
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Reliability and validity 

In order to ensure that the proposed variables in this study consistently measured what 

they were intended to measure, an assessment of the Composite Reliability (CR) was conducted 

to ensure internal consistency, alongside the Cronbach's alpha measures of the scales used - as 

previously discussed in the preliminary analysis section. CR values is a measure of the ratio 

between explained variance and total variance, and recommended values should be above .70 

in order to display an acceptable level of reliability (Hair et al., 2014).  

Assessing the validity of the measures used in this study is also important to evaluate 

whether the scores measure what they were intended to measure. The CR value assessment 

also relates to evaluation of convergent validity - meaning to what extent the measures of 

constructs that are theorized to be related, in fact are related. The discriminant validity - relating 

to the assessment of the constructs distinction from other constructs  - was also assessed by 

calculating the Average Variance Extracted (AVE). AVE values should showcase numbers 

above .50 in order to be considered as acceptable (Hair et al., 2014). The discriminant validity 

was also further assessed by examining the intercorrelations amongst the exogenous variables 

making up the CVF model. In order to accept the four components as differing constructs, these 

intercorrelations should not showcase values above .85 (Hair et al., 2014).  

Ethical considerations  

This master thesis adheres to the data guidelines on national ethical standards for 

research on human beings set by the Norwegian Centre for Research. All of the respondents' 

answers were registered in TSD 2.0 - a secure system for the registering, storing and analysis 

of data. Participation in the study was voluntary, and participants were able to withdraw their 

consent at any given time. Information about the storing and processing of material in this study 

was disclosed to all participants, and the anonymization of all individual answers were ensured.  

Results 

Preliminary analysis  

The means, standard deviations, Cronbach ́s alpha and zero-order correlations of every 

construct is presented in Table 1. The results indicate correlations ranging from weak to large 

- all the CVF construct exhibit medium to large correlations amongst each other, while all the 

considerably lower correlations can be found between the change readiness construct and the 
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other 5 constructs, with OS climate demonstrating the highest correlation with change readiness 

(.424). All the six constructs display higher means than the midpoint of the 5-point Likert Scale 

(3), indicating overall a positive degree of scores on all constructs.  The Cronbach's alpha for 

all constructs indicate satisfactory internal consistency values of mostly above .8 values, with 

the exception of the RG scale displaying a alpha value of .785. 

Table 1  

Mean (M), Standard Deviation (SD), Cronbach's Alpha (a) and Zero-Order Correlations 
for all constructs 

Construct M SD ⍺ 1. 2. 3. 4. 5. 6. 

1. Human Relation 3.985 .709 .817 1      

2. Internal Process 3.413 .797 .835 .655** 1     

3. Open System 3.678 .710 .837 .577** .552** 1    

4. Rational Goal 3.337 .751 .785 .576** .655** .604** 1   

5. Participation 3.046 .635 .875 .614** .621** .516** .614** 1  

6. Readiness for change 3.857 .841 .822 .271** .243** .424** .361** .421** 1 

Note. N=411 
**Correlation is significant at the 0.01 level (2-tailed). 
 

During the preliminary analysis the data used for the measurement scales was also 

tested for assumptions of normality by examining the kurtosis and skewness of the samples. 

Kurtosis values differed from -.874 to 1.810 and Skewness values ranging from -1.070 to 0.337, 

which can be considered as acceptable values in terms of supporting assumptions of a normal 

univariate distribution (George & Mallery, 2010; Kline, 2011). Given the results of these 

preliminary analysis, the sample and chosen scales were accepted and it was deemed 

appropriate to move on with the hypothesis testing process by conducting a SEM analysis. 

Additionally, the VIF values of the predictor variables (HR, IP, OS, and RG) all showcased 

VIF values less than 10 (2.171, 2.339, 1.836, 2.241 respectively) - indicating that no 

multicollinearity issues were detected (Hair et al., 2014).  
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Hypothesis testing - Structural Equation Modeling 

Measurement model. As previous thesis work on the existing police project have 

conducted EFAs indicating inductively the appropriate identification of the latent constructs 

within the CVF framework as well as existent change readiness construct based on the same 

scales used in this sample (Koritzinsky, 2015), we can move on to examining the 

aforementioned hypotheses conducting a SEM-analysis. The first step in a SEM-analysis is 

conducting a confirmatory factor analysis in order to ensure initial model fit and to establish a 

measurement model. This initial CFA analysis included all the items described in the method 

section and is displayed in Appendix 2. The results of the CFA indicated close to appropriate 

fit indices, as displayed in Table 2. Some of the values; however, indicated that there was 

potential to achieve better model fit, and SEM literature suggests several steps and alterations 

seeking to achieve a better model fit. Firstly, the factor loadings of the items on their respective 

latent constructs were examined more closely. Given the underlying assumption in CFA 

analysis that indicators should be considered as reflective measures, the factor loadings should 

ideally display values above .50, and factor loading under this cut-off should be removed from 

the measurement model (Bagozzi and Yi, 1988). All the factor loadings displayed values above 

.50, therefore all the initial indicators in the model were retained. Next, the covariance 

relationships between the hypothesized exogenous variables were examined. These covariance 

relationships should not exceed values of 0.85 as this would indicate serious multicollinearity 

issues. The covariance values between the exogenous variables of HR, IP, OS and RG all 

showed values below .85, allowing us to move forward with the suggested measures. It is 

however worth noting that these values exhibited medium to large effects - with the covariance 

between HR and IP being the highest at .82. As described in detail in the theory section of this 

thesis, we do not assume the underlying climates of the CVF model to compete, or even to exist 

independently - so these results underline this assumption. However, it is worth noting that 

these correlations pose an issue with the discriminant validity of the proposed model, which 

can act as a serious limitation to the study.  

Lastly, the modification indices (M.I) were examined to identify where the 

measurement model could be further optimized for better fit. The M.I suggested that two of the 

error variances belonging to two respective items on the factor HR could be allowed to covary, 

as well as to consecutive indicators loading on the IP construct. After closer examination, the 

two items had similar wordings in respect to one another in both cases and it can therefore be 



PREDICTORS OF CHANGE READINESS IN THE NORWEGIAN POLICE 

26 

fair to assume that they could share some form of error variance. After covarying the error 

variance of these items, the model showed acceptable fit, as illustrated in Table 2 - and based 

on these results it was deemed appropriate to move on to the structural model.  

Table 2 

Measurement model Goodness of Fit statistics 

Model χ2 df χ2/df CFI RMSEA SRMR Comments 

1 650,368 

 

309 2.105 .939 .052 .053 No adjustments 

made to model 

2 570,526 

 

307 1.858 .953 .046 .050 Error variance on 

item HR2 and HR4 

allowed to covary, 

error variance on 

item IP6 and IP7 

allowed to covary 

     

Reliability and validity. A test for composite reliability (CR) was conducted in order 

to assess the reliability of the scales used in the model, and the results showed satisfactory 

values above the recommended 0.70 value for all constructs (Hair et al., 2014): Participation 

construct CR= .88, Change readiness CR= .82, Human Relations Climate CR= .79, Internal 

Process Climate CR= .84, Open System Climate CR= .82, Rational Goal Climate CR= .80. 

Additionally, the proposed model indicated satisfactory convergent validity looking at the 

inter-item correlation matrices for the scales used - as the matrices showed satisfactory 

correlation sizes within each scale (Kline, 2011). Next, the scale's validity was further tested 

by calculating the AVE (average variance extracted). The results mostly indicated satisfactory 

values above the recommended threshold at .50; however, the scales for Change Readiness 

(AVE=.49) and Human Relations Climate ( .50) exhibited values equal to and slightly below 
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this threshold. Nevertheless, given the fact that these constructs exhibit satisfactory CR values 

well above .70, as well as their VIF values not indicating any multicollinearity issues with 

values well below 5 the results of the reliability and validity tests were deemed acceptable (Hair 

et al., 2014).  

Structural model. Given the acceptable fit indications for the proposed measurement 

model, the next step in a SEM-analysis is to specify a structural model. Specifying a structural 

model entails introducing the hypothesized paths between the factors identified in the 

hypothesis section of this paper, creating endogenous and exogenous factor relationships, as 

well as running an analysis of the direct and indirect effects between the factors. The results of 

this analysis displayed that the path between the Open System Climate and the Participation 

factors was insignificant and with regression effects approaching zero. Therefore, an analysis 

was run where the regression weight of these paths were set to 0. This proposed change to the 

model was conducted as these paths hold little explanatory power, and thus might pose as noise 

for the other effects in the model (Hartnell et al., 2019). By controlling for these contributions 

to the model, the number of estimated parameters are reduced, which ensures a simpler model, 

and increases the parsimonious fit of the model (see table 3). All in all, the structural model 

displayed acceptable fit indices after modifications made - indicating that the theorized model 

can to a satisfactory extent explain the data gathered in this study. Based on these acceptable 

fit results, the hypothesized effects of this study will now be investigated further.  

Table 3 

Structural model Goodness of Fit statistics 

Model χ2 df χ2/df CFI RMSEA SRMR Comments 

3 570,532 
 

 

308 1.852 .953 .046 .050 Error variance on item 

HR2 and HR4 allowed 

to covary, error 

variance on item IP6 

and IP7 allowed to 

covary. Regression 

weight for OS to 
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Participation is set to 

zero. 

 

Direct and indirect effects 

 Investigating the hypothesized relationships in the theorized model requires an 

assessment of the direct and indirect effects of the proposed paths. An illustration of the 

complete theorized model is presented in Figure 3, where the estimates between the indicators 

and latent variables, as well as the endogenous and exogenous variables are interpreted as 

standardized regression coefficients (β). The single arrowed paths represent hypothesized 

relationships, while the double headed arrowed paths are covariance correlations between the 

endogenous factors, as we are not assuming their total independence.  

Table 4 presents the direct, indirect and total effects of the SEM-analysis. In relation to 

the direct relationships amongst the respective CVF constructs and Change Readiness, two 

direct effects were found to be significant. The OS Climate displayed a positive significant 

relationship (H3c: β=.46**) with Change Readiness, while the IP Climate displayed a negative 

significant effect (H3b: β=-.37*) on Change Readiness. In regards to respective CVF constructs 

relations to the Participation construct, only the HR Climate was found to display a significant 

positive relationship (H2a: β=.56**). Additionally, the relationship between Participation and 

Change Readiness (H1: β=.45**) was found to be positive and significant, making it suitable 

to further assess indirect effects by participation. 
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Figure 3: Structural Model 
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Table 4.  

Estimates of Direct, Indirect and Total Effects between Latent Variables 

 Endogenous Variables 

 Participation Readiness for change 

Causal variables b SE β b SE 95% CI β 

Human Relation        

Direct .561** .099 .562** -.076 .109 [-.505, .788] -.108 

Indirect 
(by 
Participati
on) 

- - - .177 - [.099, .442] .251** 

Total - - - .101 - [-.193, .451] .143 

Internal Process        

Direct .126 .112 .119 -.277* .103 [-.688, -.031] -.371* 

Indirect 
(by 
Participati
on) 

- - - .040 - [-.074, .185] .053 

Total - - .119 -.237 - [-.635, .018] -.318 

Open System        

Direct .00 - .00 .462** .113 [.231, .706] .465** 

Indirect 
(by 
Participati
on) 

- - - - - - - 

Total - - .00 .462  [.231, .706] .465 

Rational Goal        

Direct .195 .083 .176 .118 .088 [-.095, .408] .150 

Indirect 
(by 
Participati
on) 

   .062  [-.014, .197] .079 

Total -  .176 .180  [-.047, .517] .229 

Participation -       

Direct    .315** .072 [.195, .666] .446** 

Note. 95% CI = confidence intervals for unstandardized coefficients. SE = Standard error for unstandardized 
coefficients. Displaying unstandardized coefficients = b and standardized coefficients = β 
*Coefficient significant at .05 level, **Coefficient significant at .001 level  
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Discussion 

This study aimed to examine the relationship between the competing values framework, 

Participation and Readiness for Change in the Norwegian Police Force. Following this 

objective, an analysis was conducted in order to investigate whether the four components 

making up the competing values framework - the Human Relation Climate (HR), Open System 

Climate (OP), Internal Process Climate (IP), and Rational Goal Climate (RG) -  had direct 

effects towards participation and change readiness. Furthermore, the indirect relationships 

between the respective four components and Change Readiness through participation was 

assessed. This created the basis for 13 hypotheses - which were examined through structural 

equation modelling. We will now assess the hypothesized model against the results of the 

analysis. 

 The first hypothesis (H1) relates to the relationship between Participation and Change 

Readiness, and stated that Participation would positively predict Change Readiness. The results 

of the analysis supports this hypothesis with a displayed direct effect of β=.45**. Given this 

result, the proposed indirect effects could further be examined as will be discussed later. The 

other 12 hypotheses can be seen as organized in groups as they all relate to the four components 

in the CVF and their respective relationships to Participation and Change Readiness, as well as 

their indirect effects on Change Readiness through Participation.  

 The first group of hypotheses were concerned with the relationship between the four 

quadrants of the CVF framework and participation. Hypothesis 2a states that there is a positive 

direct relationship between the HR Climate and Participation, and this positive significant 

relationship was also hypothesized in the relationship between the OS Climate and 

Participation in Hypothesis 2c. The hypotheses Hypothesis 2b and 2d concerned with the IP 

Climate and the RG Climates relationship respectively, both assumed a negative relationship 

with Participation. As aforementioned, the results of the analysis showed that the regression 

weight between the OS Climate and Participation was insignificant nearing a zero value (0.01), 

and in consistency with the parsimony principle, this regression weight was controlled at 0 in 

order to avoid noise and increase explanatory power in the model. Out of the four hypothesized 

relationships, only H2a was supported by the results of the following analysis, as the 

relationship between the HR Climate and Participation was shown to be significant with a 

standardized regression weight of β=.56**. Acock (2016) argues that a standardized correlation 

coefficient above .5 (β>0.5), can be interpreted as a strong effect - meaning that these results 
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supports the understanding that a climate such as the HR Climate with a high internal focus on 

employees and a high degree of flexibility also fosters a collaborative environment, putting 

employee participation and development in focus. Contrary to the link between the HR Climate 

and Participation, the other three hypotheses were rejected as no significant correlations were 

obtained. Furthermore, the results contradicted the hypothesized negative relationships 

between the IP Climate and Participation (β=.12), and RG Climate and Participation (β=.18), 

as these regression weights showed small, yet insignificant positive effects. These conflicting 

results will be discussed further in the theoretical implications section of this thesis.  

 The second group of hypotheses related to the relationships between the four quadrants 

of the CVF framework and Change Readiness. H3a proposed a positive direct relationship 

between the HR climate and Change Readiness. A positive direct relationship was also 

hypothesized between the OS Climate and Change Readiness in H3c. Conversely, H3b and 

H3d proposed a negative direct link between the IP Climate and Change Readiness, and 

between the RG Climate and Change Readiness in consecutive order. The results indicated a 

significant positive direct relationship between the OS Climate and Change Readiness 

(β=.46**), and a significant negative link between the IP Climate and Change Readiness (β=-

.37*) - supporting hypotheses H3c and H3b. These results both indicate moderate effects 

(Acock, 2014), and supports the theorized view that a climate with high flexibility and external 

focus such as an OP Climate will foster readiness for change in an organization through agile 

work-practices and focus on change practices. Conversely, the theorized perspective that a 

climate with a high focus on the internal environment in an organization, and a high degree of 

structure and control like the IP Climate was supported by the results of this study. The 

relationship between the HR Climate and Change Readiness; however, was expected to 

showcase a positive relation (H3a), and the results show that this correlation actually displays 

a negative insignificant relationship (β=-.11). Additionally, no evidence was found in support 

of a significant negative direct relationship between the RG Climate and Change Readiness, as 

this correlation was found to be positive (β=.18) yet insignificant.  

 Finally, the third group of hypotheses relates to the hypothesized indirect effects 

between the respective quadrants of the CVF model and Change Readiness by Participation. In 

hypothesis 4a, the HR Climate was proposed to have an indirect effect on Change Readiness 

through the factor of Participation. The same indirect relationship through participation was 

hypothesized between the other quadrants - the IP Climate (H4b), the OS Climate (H4c), and 



PREDICTORS OF CHANGE READINESS IN THE NORWEGIAN POLICE 

33 

the RG Climate (H4d). Given that the first group of hypotheses pertaining to the direct link 

between the four quadrants of the CVF and Participation only showed a significant relationship 

in regards to the HR Climate, this component was the only factor that also showed a moderate 

significant indirect effect (β=.25**) on Change Readiness through Participation. This indirect 

effect indicates that the theoretical identification of participation as a significant contributor to 

the climate in the HR Climate, as well as extant research linking participation positively to 

change readiness, is supported by this study. 

 In summary, the results of this study indicates that three of the four proposed quadrants 

of the CVF can contribute to the level of change readiness in the Norwegian Police as an 

organization in differing ways. Specifically, the OS Climate was found to directly positively 

contribute to change readiness, while the IP climate was found to decrease levels of change 

readiness directly. Additionally, the HR climate was found to have an indirect effect on change 

readiness through Participation as a mediating factor. The theoretical and practical implications 

of these results will now be discussed further. 

Implications 

Theoretical Implications 

The results of this study contributes to psychological research on organizational climate, 

employee participation, and change readiness. Specifically, the climate of the Norwegian 

Police has been assessed through the CVF, examining how the entirety of the framework in 

respect to its four climate types can affect both participation and change readiness. Including 

all four climates in the theorized model allows for a broader conceptualization and assessment 

of the existing climate in the police, as well as it allows us to identify specific effects pertaining 

to each climate simultaneously. There are a number of theoretical implications that these results 

offer, and these implications will now be discussed further in relations to the theorized model. 

The Competing Values Framework. Previous research on the CVF have established 

two different approaches to viewing the model - either as the components functioning as 

paradoxical values in regard to one another, or through the view that the four components can 

be understood as normative and are able to exist within an organization simultaneously. This 

study treats the CVF as a descriptive model, and takes a normative approach in the 

measurement of indicators. The result of this analysis supports the understanding of the four 

components as coexisting climates, as moderate to high intercorrelations between the four 
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constructs were detected. It is; however, worth noting that the measurement approach in this 

study assumes this normative approach to measurement of the CVF model, and is therefore 

likely to produce these expected results. Still, assuming the components to be competing and 

thereby taking an ipsative approach to measurement can potentially exclude the identification 

of important aspects of the Police climate. As mentioned in the theory section, the Norwegian 

police reform of 2015 called for fostering a climate by implementing new knowledge-based 

processes, clear leadership, planning and goal-setting, as well as trust and development 

amongst employees (Politidirektoratet, 2018). This broad objective can relate to several of the 

CVF quadrants, and the results of this study further support the view that aspects of several of 

the CVF components exist simultaneously in the existing Police climate.  

The CVF and Change Readiness. The results of this SEM-analysis identified mainly 

three significant effects pertaining to the CVF components relationship to Change Readiness - 

namely the moderate direct significant positive relationship between the OS Climate and 

Change Readiness, the direct moderate significant negative relationship between the IP Climate 

and Change Readiness, as well as a positive indirect effect of the HR Climate on Change 

readiness through Participation as a mediator.  

 The first finding indicates that the existence of an OS climate will likely have a 

moderate positive effect on employees levels of change readiness, supporting Hypothesis 2c. 

This finding is consistent with extant research and theory in the field, as there is a general 

consensus that this climate will foster change by facilitating for innovation and new approaches 

to problem solving. This flexible climate with an external focus will typically focus on keeping 

the workforce agile and ready for change, as it is constantly implementing new practices to 

adhere to the demands of an external environment (Zammuto and O’Connor, 1992; Haffar et 

al., 2014).  

 The second finding, indicating that an IP climate will have a negative effect on 

individuals' readiness for change in an organization, supports Hypothesis 2b. This finding is 

consistent with previous master thesis findings in the same project (Fosse, 2019; Jørgensen, 

2019; Paulsen, 2019). This result supports the theorized view that such a climate falling within 

the dimensions of high level of control and internal focus, will emphasize the important of 

hierarchical structures, stability and continuity amongst employees - and thus, focus on 

maintaining the status quo rather than fostering change readiness in the organization (Patterson 

et al., 2005).  
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 The third finding supports H4a, indicating that the existence of an HR climate will 

indirectly increase change readiness levels amongst individual workers positively by employee 

participation functioning as a mediating factor. This finding is interesting - especially taking 

into consideration that no direct relationship was established between the HR climate and 

change readiness. In the theory section of this thesis, participation was identified as an 

important underlying concept in the HR climate factor. Existing research on change readiness 

also identifies participation as an important antecedent of successful change implementation, 

and a number of research studies have indicated a positive relationship between participation 

and change readiness levels. This indirect effect can thereby be said to somewhat support 

existing research, but also contributing to it with the unique finding that participation can be 

identified as having a mediating effect between an HR climate and change readiness.  

 No significant direct effects were detected between the two respective quadrants of the 

HR climate and the RG climate and change readiness. These results consequently led to the 

rejection of Hypothesis 2a, and 2d. These findings contradicts previous research findings 

specifically linking the HR quadrant to positive effects on change readiness (Myklebust et al., 

2020). The theorized negative relationship between RG climate and change readiness was 

based on the assumption that a control focused organization will be less likely to successfully 

implement changes (Zammutto & O'Connor, 1992), as well as the indication that such a climate 

with clear frames facilitated by planning, goal-setting and result-orientation will negatively 

foster both willingness and readiness for change (Haffar et al., 2014). These contradictory 

findings can indicate a more nuanced perspective on the effect of climate, but additionally 

Hartnell et al. (2019) also proposes that by assessing theory models with predictors showcasing 

high intercorrelations, suppression effects can occur where these intercorrelations mutually 

suppresses the shared variance with other predictors which can lead to the alterations of the 

other predictors’  regression coefficients. Given that the OS climate displayed a moderate effect 

on change readiness, and high intercorrelations between all the CVF components were 

identified - the implication that the CVF constructs might have deleterious effects can therefore 

also become relevant in this study.  

The CVF and participation. The results of this study clearly identified one of the 

components of the CVF model as having a strong positive direct effect on participation: the 

HR climate. This result supports the theorized conceptualization that employee participation is 

one of the key aspects making up an HR climate (Eby et al., 2000; Hartnell et al., 2011; Jones 
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et al., 2005) along with teamwork and development of resources. This thesis theorized that the 

two components showcasing high levels of flexibility - OS climate and HR climate - would be 

positively associated with participation, and that the two components low on flexibility - IP 

climate and RG climate - would be negatively associated with participation. Only one of these 

hypotheses were supported by the results, and perhaps most surprisingly the OS climate 

appeared to have no link to participation. Previous research has mainly indicated this positive 

relationship, as climates fostering flexibility, autonomy, creativity and innovation have been 

linked to higher levels of participation (Gyan‐Baffour, 1999; Eldridge & Nisar, 2007; West & 

Anderson, 1996; Schepers & Berg, 2007). However, Busck et al. (2010) proposes an alternative 

view to the shifting role of employee participation in flexible work systems, suggesting that the 

role of employee participation as a compromise between two parties with differing power 

protecting the interests of employees is becoming less visible. These flexible work systems 

appear to shift the way employees influence their work through direct participation, as decision-

making becomes decentralized yet related to the organization's interests and results, rather than 

the interest of the individual employees and their ability to influence job-demands set upon 

them. This way, levels of decision-making, autonomy and self-management increases, but as 

focus on external demands and organizational performance outputs increase alongside them, 

this focus affects these processes and ultimately diminishes employees' opportunity to 

influence their own workload and work processes relating to their own interest. This finding 

can offer some explanation as to why the OS climate exhibits no relationship towards 

participation. Examining further how the role of participation is shifting as the workforce 

becomes increasingly flexible, is a topic that stands to be researched and conceptualized further 

in the research field of work- and organizational psychology. 

 Additionally, the indications made by Hartnell et al. (2019) pertaining to strong effects 

in one variable suppressing potential effects on other variables with high-intercorrelations 

might also be relevant in regards to the insignificant results relating to the OS, IP and RG 

climates on participation. Therefore, examining these climates isolated in relation to 

Participation might offer a clearer understanding of their relationships.  

Lastly, this thesis hypothesized negative relationships between the IP Climate, RG 

Climate and Participation mainly based on their high levels of control and hierarchical focus 

that can hinder autonomy and direct employee participation in decision-making processes, as 

these processes are likely to be carried out by higher levels of management. The results of the 
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analysis contradicts these findings, and finds no indications of a negative relationship between 

these variables. No significant results were obtained; nevertheless, the standardized regression 

coefficients between these climates and participation exhibited small positive relationships. An 

explanation to these findings can be found taking into consideration the role participation plays 

in the Norwegian Work Model - constituted by national labor laws demanding the presence of 

participation processes in organizations (Arbeidsmiljøloven, 2005, § 4-2). Therefore, the 

presence of participation in all climates relating to the Norwegian labor force could exhibit 

higher levels due to this context.  

Participation and Change Readiness. Hypothesis 1, suggesting a moderate positive 

link between participation and Change Readiness, was supported by the results of this analysis. 

This finding falls in line with extant research, and underlines the understanding that 

participation can be an important antecedent of successful implementation of change processes. 

This link can be explained by indications that when employees are allowed to take part in 

decision-making processes related to change, they will be more likely to to feel that they have 

control over the changes and an understanding of the agency of the change implementations  

(Rafferty et al., 2013; Matthysen, & Harris, 2018). 

Practical Implications 

The aforementioned findings of this study offer several relevant practical implications 

for the Norwegian Police in terms of better understanding what factors impact individual 

employees' readiness for change. These findings can be relevant to take into consideration in 

the work of trying to facilitate a climate that is best equipped to meet the inevitable 

implementations of change driven by the political and democratic nature of the police context. 

Specifically, the OS climate was identified as having a direct positive and moderate effect on 

change readiness. This suggests that facilitating for practices linked to an OS climate such as 

welcoming new innovative approaches to solving issues, and implementing more flexibility in 

work practices along with a focus on the external demands (Kuenzi, 2008) related to the Police 

as an organization, might improve employees perceived readiness for change - again making it 

possible to positively impact change processes.  

Secondly, the results of this analysis indicate that a positive indirect effect between HR 

climate and change readiness can be found through the mediating effect of participation. 

Additionally, this study found that participation positively impacts levels of individual 
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readiness for change. Given that the results of this study also indicate that the HR climate is 

the most prevalent of the four climates in the Norwegian Police, the added understanding that 

participation can have a mediating effect on this climates relationship with change readiness 

becomes especially important. Furthermore, the consideration of facilitating participation 

processes allowing employees to influence their own work processes, can positively affect the 

entire organization's ability to handle changes successfully - as individual change readiness has 

shown to impact successful implementation of change (Armenakis et al., 1993; Armenakis & 

Harris, 2002; Bouckenooghe et al., 2009). 

Finally, the results of this study indicate the negative impact of an IP climate on levels 

of change readiness. This climate is characterized by a high focus on control in the organization 

as well as an internal focus. Processes linked to this climate include emphasis on formal roles, 

rules and procedures and will be oriented towards maintaining established work practices rather 

than finding new approaches to solving issues (Cameron & Quinn, 2011). The role of hierarchy 

has been indicated as impacting the culture of Norwegian police (Christensen et al., 2017), and 

establishing formalized and centralized procedures to ensure a united police force has been an 

increasing focus in Norway (Politidirektoratet, 2018) in recent years. Nevertheless, this study 

indicates that these processes can suppress the readiness for change in the organization - and 

taking this into consideration when planning for implementation for change might prove 

beneficial for the Police in Norway.  

Limitations 

In the interpretation of the results presented in this study, a number of limitations should 

be taken into consideration. The limitations that will be discussed further in this section pertains 

to the issue of this study being cross-sectional, the possibility of omitted variables posing an 

issue in SEM-analysis, the issue of common-method-variance, the issue that assessing the 

entire CVF model creates deleterious effects, limitations regarding the scales used for 

measurement, and generalization issues due to the occupational context of the Norwegian 

Police. 

Firstly, this study was one of the cross-sectional sort - meaning that the gathering of 

data took place at one particular point in time creating a snapshot view of the research in 

question, rather than being gathered over time. Although a cross-sectional study offers the 

opportunity to gather important and broad insights over the current situation in a population, 
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there are some limitations that should be considered in this type of research. Mainly, a cross-

sectional study does not offer the opportunity to differentiate between cause and effect. The 

directionality of the relationships are not a given, and there are possibilities that a third-variable 

actually creates causal effects that remain undetected (Levin, 2006). The use of a longitudinal 

research method is therefore proposed in order to remedy these issues, and gain better insights 

into the relevant phenomenons in the context of time. Additionally, Tomarken and Waller 

(2005) indicate that omitted variables generally pose a possible limitation in SEM-analysis 

research. Given that a SEM model only functions as an approximation of the actual world, the 

possibility that the model is omitting variables that can either implicate causal processes or 

serve important explanatory power is ever present. This should be taken into consideration 

when assessing the theorized model in this study, and broadening the research field by 

conducting research identifying relevant and supplementary factors to the model is advised.  

Secondly, the approach to gathering data for this study was conducted through internet 

surveys which is a self-report measure. This singular form of data gathering can potentially 

pose issues for both the validity and reliability of the study, given that the data was gathered 

only using one method - creating the possibility for the presence of Common-Method-Variance 

(CMV). CMV can be understood as a bias that causes random variance to be mixed with the 

systematic variance of the latent constructs (Conway, 2002) - and in relation to this study there 

is a possibility that the variance detected by the SEM-analysis might in fact be caused to some 

extent by the reality that all the latent factors were measured by the same method. Specifically, 

one potential relevant issue could be that the respondents showcased acquiescence bias (often 

referred to as “yea-saying”), meaning that respondents tend to agree with the statements they 

are given. The sample of this study exhibited relatively high mean scores on each of the scales, 

which could indicate an issue with this bias in particular (Podsakoff et al., 2013).  

Thirdly, the inclusion of all four components in the CVF model might create deleterious 

effects between the exogenous and endogenous variables. As previously mentioned, the four 

components exhibit high inter-correlations between one another which could potentially mean 

that they create synergetic effects that are not measured by the theorized model (Hartnell et al., 

2019). Furthermore, as previously discussed in the theoretical implications section, the strong 

relationship between one component and the causal variable can delete the existing effects that 

the other components with high correlations to the said component might also have to the causal 
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variable. Examining a more nuanced model further, or looking at the components in an isolated 

analysis might offer more insights into these potential relationships. 

Also, as discussed in the methods section of this study some modifications to the scales 

originally posed by the survey for this project was implemented. This should be taken into 

consideration when evaluating the results of this study. Specifically, the choice to only use one 

of the separate scales intended to measure participation was made, as well as the decision to 

use the original 4-item scales proposed by Kuenzi´s (2008) dissertation to measure the CVF 

constructs. The exclusion of the theoretically and empirically problematic Item 4 in the change 

readiness scale was also carried out, supported by Myklebust et al. (2020) research. However, 

this might not pose a serious limitation as all the scales used have been empirically validated 

by previous research (Burke, 2014; Kuenzi, 2008; Myklebust et al., 2020). 

Finally, it is worth noting that the results of this study might pose some challenges in 

regards to degree of generalizability. The sample for this study was only drawn from two out 

of 12 police districts in Norway, as Christensen and Crank (2001) suggests that culture in the 

police force may vary across different geographical locations. Additionally, the nature of the 

work climates in the police organization is not necessarily transferable to other organizations. 

In fact Paoline (2003) makes the point that police climates are influenced by the unique 

occupational nature of the police role. Therefore, caution should be exercised when comparing 

the findings of this study across the entire Police in Norway as an organization.  

Future Research 

As the findings in this study draws upon an existing research field, there are also a few 

considerations to make in terms of future research in this field. Firstly, considering the 

limitation of this study using a cross-sectional data sample, better insights into organizational 

climate research might be made from creating a longitudinal study where these concepts can 

be studied over a period of time. This would offer greater opportunities for concluding causal 

effects between the factors, as well as it is reasonable to assume that studying the topic of 

change should be considered in a time-frame rather than in the snapshot picture that a cross-

sectional study can offer. 

 Secondly, one of the limitations identified previously was that of the generalizability of 

this study. As mentioned, the samples in this study were drawn from 2 out of 12 existing police 

districts (Politidirektoratet, 2018). Given that precious research suggests that police climates 
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can differ greatly across districts or geographical locations (Christensen & Crank, 2001), future 

research could benefit from drawing a larger sample from the entire Police as an organization. 

Additionally, the findings regarding the CVF and change readiness in the context of the police 

as an organization might not be transferable to other organizational types given the vocational 

nature of police work (Paoline, 2003). 

 Finally, given the context of the Police as an organization, future research might gain 

better insight into how organizational climates and potential mediators may differ in their 

effects on change readiness through the use of multilevel SEM-analysis. Given that this sample 

was drawn in an organizational context, there is a possibility that the data cannot be seen as 

independent, as the Police in Norway is a large organization with a hierarchical system that 

might create differing effects across these levels. By using multilevel analysis as a methodical 

approach, both direct and indirect effects can be analyzed across different levels of this 

hierarchical structure - allowing for a more nuanced picture of how organizational climates and 

relevant effects actually differ across the many levels of an organization (Heck & Thomas, 

2015). 

Conclusion 

This thesis aims to shed light onto the complexity of organizational climates, specifically 

looking into the Norwegian Police as an organization. In the backdrop of the local police reform 

implemented in the Norwegian Police in 2015 (Christensen et al., 2017; Justisdepartementet, 

2005), understanding what processes affect the successful implementation of change processes 

becomes important for the functioning of the Norwegian Police. Furthermore, the Department 

of Justice (2005) states that the Norwegian Police should uphold and reflect society's current 

ideals - and as these ideals can change over time, so will the work-practices of the Norwegian 

Police have to change alongside society. Therefore, studying the concept of readiness for 

change in regards to this specific organization can become valuable. As organizational climate 

and participation have been identified as an important factor contributing to individual change 

readiness (Armenakis & Harris, 2002; Bouckenooghe et al., 2009; Haffa et al., 2014; Weiner, 

2009), this thesis has focused towards examining the relationship between organizational 

climates (specifically looking at the CVF model), participation and change readiness in the 

Norwegian Police context. 

 The results of this study identifies that three climates of the CVF model can contribute 

to change readiness in differing ways. Specifically this thesis found that the HR climate was 
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the most dominating climate measured, and an indirect moderate positive effect on change 

readiness through participation was found in this regard. The OS climate was also found to 

have a moderate positive relationship directly with change readiness, indicating that this 

climate can increase change readiness levels. The IP climate; on the other hand, showed a 

moderate negative relationship with change readiness levels - indicating that this type of 

climate will also exhibit a lesser extent of change readiness. Additionally,  participation 

showcased a positive moderate link to change readiness levels - indicating that allowing 

employees to influence their own work-practices can lead to higher levels of change readiness 

in the organization.  

These findings can hopefully contribute to better insights into how the Norwegian 

Police as an organization can facilitate work-processes and practices related to the HR climate 

and OS climate, in order to impact levels of change readiness in the organization. Furthermore, 

this thesis seeks to shed light on the increasing complexity of both organizational systems and 

their adhering climates. Through taking a normative view on the CVF framework, these 

findings allow us to conceptualize the complexity of organizational climates, from the 

perspective that different climates can co-exist simultaneously in an organization to varying 

degrees. Hopefully, this nuanced analysis of organizational climate contributes to better 

insights into how a complex organization like the Norwegian Police can implement change 

processes successfully, and that these findings contribute to the literature field of climate and 

change.  
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APPENDIX A: Measured used for scales in this thesis - Norwegian and English 

Construct Item name Item Statement 

Human 

Relations 

Climate 

HR1 

 

 

HR2 

 

 

 

HR3 

 

 

HR4 

Vi utvikler støttende, positive arbeidsforhold her på enheten/ 

At this unit we develop supportive and positive work relationships 

 

Arbeidsmiljøet er sånn at vi på enheten kommer godt overens med hverandre/  

The work environment is so that we at this unit get along well 

 

Vi har lite konflikt mellom oss på enheten/ 

There is little conflict between us at the unit 

 

Vi er forpliktet til hverandre her på enheten/ 

We are committed to one another at this unit 

Internal 

Process 

Climate 

IP1 

 

 

 

IP2 

 

 

 

IP3 

 

 

 

 

IP4 

Regler og retningslinjer er tydelig kommunsert til oss her på enheten 

Established rules and policies are clearly communicated to us at this unit 

 

Etablerte prosedyrer og retningslinjer styrer generelt hvordan vi løser våre 

arbeidsoppgaver her på enheten/ 

Established procedures and rules generally dictates how we solve our work-tasks 

at this unit 

Vi på enheten blir oppfordret til å følge vår stilllingsinstruks/stillingsbeskrivelse/ 

At this unit we are encouraged to follow our established job description. 

 

Vi på enheten passer på at arbeidsoppgaver er organisert og forutsigbare/ 

At this unit we make sure that work-tasks are clearly organized and predictable 

Open System 

Climate 

OS1 

 

 

 

 

OS2 

 

 

 

OS3 

På denne enheten er vi i stand til å tilpasse oss nye krav når de oppstår / 

At this unit we are capable of adjusting to new demands when they emerge 

Vi er fleksible nok til å ta på oss nye oppgaver etter hvert som de oppstår her på 

enheten/ 

We are flexible enough to take on new tasks when they emerge at this unit 

Endring blir godt tatt imot på denne enheten/ 

Change is welcomed at this unit 

Vi er i stand til å gjøre endringer på driftsrutiner som kreves her på enheten/ 
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OS4 

We are capable of implementing changes to established routines when required 

at this unit 

Rational Goal 

Climate 

RG1 

 

 

RG2 

 

RG3 

 

 

RG4 

Det er viktig for oss på enheten å nå våre satte mål/ 

It is important for us at this unit to meet our set goals 

Vi legger vekt på å sette mål for enheten/ 

We emphasize goal-setting for the unit 

Det er viktig at vi på enheten planlegger for fremtiden/ 

It is important at this unit that we plan for the future 

Vi blir belønnet for å nå mål her på enheten/ 

We are rewarded for meeting our goals at this unit 

Participation PAR1 

 

 

PAR2 

 

PAR3 

 

 

 

PAR4 

 

 

 

PAR5 

 

 

 

PAR6 

Medarbeidere gis mulighet til å påvirke de mål enheten setter seg/ 

Employees are given the opportunity to influence the goals set for the unit 

Medarbeidere deler sine tanker og meninger med hverandre/ 

Employees share their thoughts and opinions with one another 

Medarbeidere gis anledning til å påvirke den generelle retningen til enheten/ 

Employees are given the opportunity to influence the general direction of the 

unit 

Nærmeste leder og underordnede evaluerer i fellesskap hvordan arbeidsoppgaver 

utføres/  

Managers and subordinates evaluate together how work-tasks should be carried 

out  

Medarbeidere har anledning til å påvirke hverandres arbeidsmålsetninger/ 

Employees are given the opportunity to influence each others goals 

 

Endringer som har innvirkning på enheten blir planlagt i fellesskap mellom 

ledere og medarbeidere/ 

Changes that affect this unit are planned collectively between managers and 

employees 

Readiness for 

change 

CHA1 

 

 

CHA2 

Når endringer skjer på min enhet tror jeg at jeg er klar for å takle dem/ 

When changes occur at my unit I think I am capable of tackling them 

Jeg prøver vanligvis å overbevise folk på min enhet om å akseptere endring/ 
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CHA3 

 

 

 

CHA4 

 

 

 

CHA5 

I normally try to convince people at my unit to accept change 

Når endringer skjer på min enhet pleier jeg å klage på dem heller enn å gjøre noe 

med dem/ 

When changes occur at my unit, I rather complain than do something about it 

Jeg er ikke bekymret for endringer på min enhet fordi jeg tror at det er en måte å 

takle dem på/ 

I am not worried about changes at my unit because I believe there is a way to 

tackle them 

Når endringer skjer på min enhet har jeg stort sett til hensikt å støtte dem/ 

When changes occur at my unit I generally intend to support it 
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APPENDIX B: Measurement model 

 


