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Introduction 

Roughly two years ago an old friend of mine came back to our hometown Gothenburg in 

Sweden for a quick visit. He had been working for a technical consulting company as a 

consultant throughout the whole of Sweden and had also, in the line of his work, visited many 

other countries and different continents around world. To me, his job sounded absolutely 

amazing, as he was given the opportunities to travel and see the many different corners of the 

world. But as I later got to know, everything has a price. 

   As we sat there, both of us drinking a pint of beer, he told me about his work; the ups and 

downs of working as a consultant; the difficulties of not being able to see one‘s spouse every day 

because he never knew where or when his work might take him away, the gratefulness he felt 

toward his employers that they could offer him the variation and opportunity to develop his skills 

which he had been striving for. When he spoke of his work the undertone of the conversation 

was that he also desired an ordinary nine to five job that could offer him the stability which his 

current job could not. To say the least, he sounded ambivalent. Many of his colleagues has left 

the firm he was working for and had started working for the company which they had been 

commissioned to, which was something he was not ready to do even though he had been offered 

jobs countless of times at different companies he had done work for. Yet, among one of the 

more interesting things he told me about this that evening was: 

In my line of business it‘s hard to keep consultants. It‘s like they aren‘t loyal to the company; as 

soon as they get a good enough offer from a commissioner they leave the company, and this is 

a big problem. We are not only losing money we are losing competence.   

 

What he said actually made me start thinking of how that might be possible; the consulting 

business are by the look of things doing quite well these days, but by resigning from a company 

for another employment, is that really a sign of being disloyal? Because if wanting to do better for 

oneself in terms of for instance taking a different job, which might enable better terms of 

employment for an individual, should be regarded as being disloyal then certainly, employment 

agencies and consulting companies are in for big financial problems because that would suggest 

that most of their consultants eventually will leave as soon as something better is offered.  If this 

is true then it would also be highly unfortunate for the consulting businesses because that would 

also suggest that they are forced to hire new manpower as the old ones choose to resign.  

   As the work market seems to be changing; that more and more work goes through the 

consulting trade it is of importance to sensitize what loyalty actually is. It is after all employers 

within the consulting trade who claim that their employees are not loyal when they choose to 

resign for an employment at a commissioner. I believe that this is a somewhat new phenomenon 

on the job market; as individuals have to get used to starting their careers as consultant in short 

time projects or similar, some individuals still seem to desire a life time employment with 

predictable careers and sometimes do accept it when it is offered, even though it is quite evident 
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that the once long time career within one organization is coming to a halt, or as Peter Cappelli 

expresses it: 

If the traditional lifetime employment relationship was like a marriage, then the new 
employment relationship is like a lifetime of divorces and remarriages, a series of close 
relationships governed by the expectation going in that they need to be made to work and yet 
will inevitably not last.1 

 

But is it really relevant discussing what loyalty is when clearly the job market is changing? I 

believe it is, because the future of a company might be, that having loyal employees is the only 

way for companies in the consulting trade to prosper. 

    

Objective 

The work market has always dealt with two different types of exchange: commodities and 

services. The consultant business is noticeably an area that mainly deals with services by offering 

customers resources in terms of manpower for different types of short term projects and 

temporary staffing. However, ―loyalty‖ within the consulting trade is indeed something 

completely different from ―loyalty‖ within a company where an individual is employed, where he 

or she has their own desk, meets his or her employer regularly and so on. Consultants are most of 

the time not in contact, on a regular basis, with their employer but are out on commissions for 

their employer. It is indeed important discussing what loyalty within the consulting trade is, as 

loyalty evidently varies depending on which kind of trade is studied. So what does the term 

actually mean according to employers and their employees within the consulting trade? The main 

objective in this study is hence, to investigate what loyalty within the consulting business actually 

is, how employees who work as consultants themselves construct the term, what they include in 

the concept of Organizational Loyalty and what the actual significance of the term is ascribed 

from the employees and employers. The objective is also to sensitize to the consulting businesses 

what seems to influence loyalty and to give recommendations and suggestions for how these 

companies might work to prevent staff from resigning and how loyalty can be improved. 

Nonetheless, being disloyal is not something I believe to be the opposite of loyal and is therefore 

left out in this investigation. 

 

Questions of issue 

 What is Organizational Loyalty within the consulting trade according to employers and 

employees? 

 What is actually included in the term? 

                                                 
1 Cappelli, Peter (1999). The New Deal: Managing the Market-Driven Workforce: Harvard Business School Press: p. 2f 



 3 

 What significance is ascribed to the different perceptions of Organizational Loyalty? 

 

Theory and Previous Research 

Due to the fact that Organizational Loyalty is phenomenon which only has been brought to 

attention in recent years this study was rather exploratory than confirmatory, therefore, the 

purpose in this study was not to focus only on one specific theory to reach some sort of 

conclusion, but several, in order to describe and understand the concept and significance of 

Organizational Loyalty within the consulting trade. 

      Among the more modern theories that was used, was the one devised by Peter Cappelli who 

makes a thorough description when pinpointing three problems that arise when the work market 

changes from offering long term employments to short term: retention, skill and loyalty and 

commitment. The retention in this case is that, as the work market changes, employee retention is not 

possible as it was before, for the reason that the work market has created organizations that 

always need to have a high turnover of staff, to be able to boast with the fact that they have 

knowledge within the company which is up-to-date, hence, the downsizing of departments and 

organizations on the whole that are being implemented in today‘s society.2 The new work market 

also creates a need for skilled staff. This skill is supposed to be invested by the employers through 

courses and other means of teaching a staff something new, which most of the time is not done, 

as they have a hard time assessing what skills would be useful in the future.3Loyalty and commitment 

is, according to the author, a big problem to maintain and establish due to the new work market 

which these days usually only offers short term employments. Loyalty and commitment is 

according to Cappelli crucial for the future of an organization to have committed and loyal 

employees as research has shown that loyal and committed staff performs better, ―have lower 

quit rates and lower rates of absenteeism and tardiness.‖4 Which on the whole implies that loyal 

and committed staff is imperative for the future of a company. Cappelli‘s theory is indeed 

significant for this study as it describes the different hinders an employee might face when 

working and the theory also gives a good explanation of what might be included in the terms 

loyalty and commitment. 

      Parts of Richard Jenkins‘s theory about Social Identity was also used for this study because I 

felt that he gives a good outline for connoting that identification and identity are closely related to 

organizations and a condition for individuals self-experienced belonging in organization. Jenkins 

theory suggest that there are different types of ―orders‖: the individual order which is the human 

world made up by individuals and what goes on in their heads, the interactional order which is the 

human world that is constituted in relationships and the institutional order which is the human 

world of pattern and organization. In this study the institutional order was most topical because it 

gives an agreeable description of how social contexts such as an organization can be viewed or as 

                                                 
2 Cappelli: 1999: p. 44f 
3 Cappelli: 1999: p. 46f 
4 Cappelli: 1999:  p. 46f 
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Jenkins expresses it ―members are believed to have something significant in common (in this case 

their relationship to the means of production). In the second, those individuals realise that they 

share a similar situation and define themselves accordingly as members of a collectivity‖5, 

implying that if members of the same production meet on a daily basis they will eventually 

identify with each other because they for instance work in the same place which is the 

commonality Jenkins renders.  

      In Personalgruppens Psykologi, Rolf Granér gives an understandable psychological synopsis over 

different situations that occur within the place of work. Among the most relevant for this study 

was his description of communication and how individuals perceive things through this 

communication. Granér divides communication in three categories: verbal, non-verbal and 

symbolical communication. The verbal communication is things that are articulated by individuals 

meaning words that are exchanged; different words have different values and are perceived 

differently from individual to individual.6 The non-verbal communication is what individuals 

communicate beyond words, through body language, how we speak, the tone of our voice, facial 

expressions and so on.7 The symbolical communication is also a way of conveying a message through 

actions or appearance; buying gifts and giving them away, the way we dress with jewellery, 

hairstyle and make-up also conveys a message of our belonging.8 Granér also gives a good 

description of what a working team is and how belonging is established within a team and claims 

that individuals have different employment needs such as having significant working tasks or 

having a satisfying wage which are just some of these employment needs. Nonetheless, Granér 

also claims that individuals have various social needs and these needs are a bit more complex 

than the employment needs are. For instance the author chooses to describe these social needs 

from the terms belonging, control and fellowship, and implies that when a team recently has been 

established, the work an individual does within the group usually comes in second place, whilst 

the social needs are positioned first, meaning that individuals mostly prioritize feeling 

comfortable at work rather than having for instance a high salary.  

      Psychological Scholars Passer & Smith describe the theory of Operant Conditioning in their 

book Psychology: The Science of Mind and behaviour which is a theory originally devised by B.F. 

Skinner. The theory is ―a type of learning in which behavior is influenced by the consequences 

that follow it‖9. The theory itself consist of many factors that together aim to modify certain 

behaviours, however in this study only one of these factors was used; positive reinforcement which 

occurs ―when a response is strengthened by a subsequent presentation of a stimulus‖10. This 

stimulus can be tokens such as money or even complements. And why this theory is relevant for 

                                                 
5 Jenkins, Richard (2004). Social Identity: Routledge: p. 21 

6 Granér: 1994: p. 75 

7 Granér: 1994: p. 76 

8 Granér, Rolf (1994). Personalgruppens Psykologi: Studentlitteratur: p. 77 
9 Passer, Michael W. & Smith, Ronald E. (2004). Psychology: The Science of Mind and Behavior: Pitman Publishing: p. 210 

10
 Passer & Smith: 2004: p. 211  
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this study is because it goes to show that if employees put an effort in their work and their 

superiors see it, they might be complemented and therefore acknowledged though only on the 

assumption that an individual has a superior that is aware of what is going on around them; for 

the harder the individual works the more complements the individual will get which then is 

succeeded by a confirmation that they have done an excellent job. Yet, I am somewhat critical to 

Operant Conditioning as a theory; one of the requirements of the theory is that behaviours needs 

to be reinforced recurrently, meaning that if complements are only given to employees by their 

superiors for a short period of time, the reinforced behaviour will most likely stagnate, implying 

that individuals might fall back to their old ways. Needless to say, I still believe that it is a good 

enough theory that can entail and reinforce good behaviour which might result in more 

committed staff. 

      These theories are all relevant for this study; I am convinced that Organizational Loyalty is 

more than a concept due to the fact that it has an affective significance for both employees and 

employers and with these theories this significance can be revealed.  

      In O‘Reilly & Chatman‘s research Organizational Commitment and Psychological Attachment, the 

concept of commitment is explained as something that indeed, has everything to do with an 

individual‘s identification and involvement with the organization. They also give account for 

scholar Buchanan‘s definition of commitment as being ―a partisan, affective attachment to the 

goals and values of an organization, to one‘s role in relation to the goals and values, and to the 

organization for its own sake‖.11 O‘Reilly & Chatman chose to view organizational commitment 

as something being conceived of as the ―psychological attachment felt by the person for the 

organization‖ by defining the psychological attachment as an underlying dimensions which seems 

to affect commitment.12 This study was also relevant for this study as it clearly proves that loyalty 

is something which consists of an individual‘s feeling of belonging and identification to the 

company. 

      In Herriot, Manning and Kidd‘s research report The Content of the Psychological Contract they 

discuss the phenomenon of the psychological contract which is the mutual perceptions held by 

the two parties in the employment relationship; the employee and the organization.13 The 

research managed to conceive a total of seven categories of employee obligations toward the 

organization and twelve of organizational obligations toward the employee. Among one of the 

twelve categories that the organizational obligations consisted of was loyalty which was defined as 

―staying with the organization, guarding its reputation and putting its interest first‖, and the 

different ways an employee could show loyalty was by ―resigning rather than damage the 

organization‘s reputation through being involved in external scandal‖, ―volunteer to take a salary 

                                                 
11 Buchanan quoted by Chatman, Jennifer & O‘Reilly, Charles (1986). ―Organizational Commitment and 

Psychological Attachment: The Effects of Compliance, Identification, and Internalization on Prosocial Behavior: In: 

Journal of Applied Psychology: 1986: Vol. 71: No: 3: pp. 492-499 

12 Chatman & O‘Reilly: 1986:492-499 

13 Herriot, W.E.G, Manning, Peter & Kidd, Jennifer M. (1997). The Content of the Psychological Contract: In: British 

Journal of Management: Vol. 8: pp. 151-162: p. 151 
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and wage freeze to help the organization survive‖ and by not ―leaking sensitive information to a 

tabloid newspaper‖. Their research was also of importance in this study as it also gave a 

comprehendible explanation of what loyalty consist of and that the psychological contract which 

they refer to actually is a relationship between employer and employee which also was made 

apparent in the analyzed material in this study. 

      As might have been noted, loyalty and commitment are two terms that rarely are used 

synonymously with each other. Psychological research most often use the term commitment 

when discussing many of the phenomenon that arise when investigating individuals dedication to 

the organization, meaning, they sometimes avoid loyalty as a term, conversely, in this study the 

analyzed material made apparent that if an individual feels loyal to his or her company an 

outcome of this is that he or she also feels committed to the organization, however this will be 

presented in more detail in the chapter below.  

 

Method 

As was explained above, many scholars have previously chosen to tackle the occurrence of loyalty 

and commitment among employees through psychological perspectives.14 However, this study 

intended to analyze the occurrence through a sociological phenomenology approach, for many 

reasons, firstly, this branch of social science suggests that the society in which all living beings 

and things exist, are socially constructed by humans implying that as a concept loyalty is 

something which is constructed in social contexts by individuals in interaction with each other. 15 

Secondly, characteristic for phenomenology is that it emphasizes the subjective, connoting that 

the significance which individual‘s ascribe to loyalty is omitted from their experiences and is 

therefore highly subjective, therefore, phenomenology can also be viewed as a perspective which 

investigates how the social construction of loyalty can be understood with the point of departure 

in the experiences from the employee and the employer hence, I believe that by using this 

approach what Organizational Loyalty in fact is and what is included in the term best can be 

revealed.  

      There are indeed a wide range of methods that can be used for gathering the material needed 

to answer the questions of issue even when approaching the problem through sociological 

phenomenology; therefore,   I chose to use two different methods which I feel are most 

compatible with this kind of study; qualitative interviews and surveys. 

 

                                                 
14 Please view for instance Allen, Natalie J., Gellatly, Ian R. & Meyer, John P. (1990). ―Affective and Continuance 
Commitment to the Organization: Evaluation of Measures and Analysis of Concurrent and Time-Lagged Relations: 
In: Journal of Applied Psychology: 1990: Volume: 75: No: 6: pp: 710-720 or Bateman, Thomas S. & Strasser, Stephen 
(1984). ―A Longitudinal Analysis of the Antecedents of Organizational Commitment‖: In: The Academy of Management 
Journal: Volume: 27: No: 1: (Mar., 1984) pp: 95-112  
15 Kvale, Steinar (1997). Den kvalitativa forskningsintervjun: Studentlitteratur: p. 54 
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Qualitative interviews 

Semi-structured qualitative interviews were used as a method to gather parts of the material. 

Characteristic for the method is that it to some extent can be compared with a conversation 

which in practice meant that the informant was asked only a few concrete questions that needed 

to be answered and that different themes concerning loyalty were touched upon such as ―loyalty 

to your employee‖ loyalty to the commissioner‖ and ―what is loyalty‖ enabling that the informant 

could speak freely about the different topics, meaning that one of the focuses of the interview 

was to find out what stand points they had, which also is one of the purposes of using the 

method. 16 

      The reason for choosing this method was firstly because, I am highly convinced, it is the 

most efficient way of gathering this kind of material due to the complexity of how loyalty is 

constructed individual to individual. Using a method like for instance participatory observations, 

where the researcher observes the informants in specific social context,17 would have been less 

productive for this kind of an investigation, as loyalty is something which is experienced and not 

something which easily can be observed.  Secondly, I felt that the method corresponded with the 

approach, and the approach corresponded with the method as the transcribed interviews 

contained the depth and meaning which is characteristic for phenomenology thus reflecting and 

making evident the significance of Organizational Loyalty from the informant‘s subjective 

experiences.  

      I also believe, that this method for interviewing is the most fruitful, as it gives the interview 

the shape of a dynamic conversation that reaches a power and profundity which usually does not 

occur when conducting for instance structured interviews which is a method used when the 

interviewer asks questions without attendant questions which is more typical for marketing 

research.18 

      A total of five interviews were carried out.  The interviews were recorded with a Dictaphone 

and lasted between 53 to 83 minutes and were later transcribed. When the informants were 

quoted in the thesis signs like /.../ were used when there where longer breaks or when the 

informant made less relevant sounds such as coughs, clearing one‘s throat and so on. Also this 

sign was used [  ] when names of colleagues, the names of their commissioners and similar had 

been uttered. The interviews were held in Swedish, though, translated by me into English.  

 

                                                 
16 Bryman, Alan (2004). Samhällsvetenskapliga Metoder: Malmö: Liber: p. 300f 

17 Bryman: 2004: p. 286f 

18 Bryman: 2004: p. 123f 
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Surveys 

In addition to the interviews, surveys were e-mailed and others were handed out19 to all 

consultants prior to the interviews.20 The purpose of the surveys was to be able to conclude 

whether the greater majority that are employed within a consulting organization and an 

employment agency actually feel loyal and committed to their employers and to help delimit the 

amount of informants that later were interviewed. The surveys also acted as a letter of 

information to prospective interviewees and contained a section which the consultants could fill 

out if they were interested in participating in the interviews. The whole population21 which the 

surveys were sent to was 60 consultants out of which 50 belonged to an employment agency and 

ten belonged to a technical consulting company. 

     I believed that sending the surveys by means of e-mail probably was the most efficient way of 

distributing a large amount of surveys, and the reason for this was due to that many of the 

consultants usually are out on assignments and would probably have had difficulties answering 

the survey if it had been handed out at their current place of work. However many of the surveys 

which had been e-mailed to the technical consulting company were not sent back to me, 

therefore, I scheduled a visit at the company to hand them out which then lead to a higher 

number of responses.  

      The number of responses from the employment agency was 17 out of 50 meaning a total of 

35% that answered the surveys and from the technical consulting company the number of 

responses were six out of ten meaning a total of 60%. Regrettably, a number of responses 

reaching only 35% is not according to Mangione, enough to reach a conclusion as to whether the 

greater majority feel loyal to their employer or not.22 For instance, 71% of the respondents out of 

the 17 had answered that they felt most loyal to their commissioner; this implies that a greater 

part out of the ones that replied did not feel loyal to their employer. Had more individuals out of 

the 50 distributed surveys, decided to respond to the survey the numbers would probably have 

been different. After all, most of the respondents had been employed for nearly one year even 

though one of the companies has employees that have been employed for a longer period of 

time. It could be that those individuals feel more loyal to their employer, though this is a question 

which cannot be answered in this study as the number of responses was as low as they were. This 

meant that the ones who felt most loyalty to their commissioner where highly overrepresented.  

 

                                                 
19 At the consulting company some of the surveys were handed out to the consultants as I visited one of their 

representatives for a pilot interview 

20 To view the survey, please view Enclosure 1. Survey is written in Swedish but a translated version can be 

requisitioned from the author.  

21 Term population: includes all units that the selection consists of. Bryman: 2004: p. 102. In this study the 

populations were the 50 consultants from the employment agency and the ten consultants from the technical 

consulting company.  

22 Mangione, T. W. (1995) Mail Surveys: Improving the Quality: quoted in Bryman: 2004: p. 148f 
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Ethics 

In order to achieve non-disclosure toward the informant‘s identity and to protect the informants 

from being exposed in any way, the Swedish Research council‘s four ethical guidelines were 

attained in this study; the information requirement, the requirement for consent, the 

confidentiality requirement and the requirements for usage of the material.23   

 

The information requirement24 

The companies, who agreed to participate in the study, were informed of the character of the 

study via e-mail and through a personal meeting; that participating in the study was voluntary, 

that they at any time had the right to break off their participation in the study, and that they had a 

right to insight. The informants however were informed of the same things as their employers 

though through the e-mail surveys which reached the whole population of the consultants. 

 

The requirement for consent25 

Both the employment agency and the consulting company agreed to partake in the study via e-

mail. The consultants however were regarded as consenting to participating when they answered 

the survey and when they filled out the section in the survey with contact information which 

enabled me to contact them if they were interested in partaking in the interviews.  

 

Confidentiality requirement26 

Both companies were informed that the company name would be confidential in the study. All 

names that have been used have been assumed or erased. This information was also included in 

the information letter attached with the e-mail survey to all the consultants and was presented to 

them before every interview that was held. The main concern in the study was to keep the 

informants identity safe, therefore, no presentation of who they are was presented in this study. 

 

The requirement for usage27 

The companies were also informed that the material that was gathered only would be used for 

research purposes only. This information was also included in the information letter attached 

with the e-mail survey to the consultants and before every interview was held. 

  

                                                 
23 Title: http://www.vr.se/download/18.668745410b37070528800029/HS%5B1%5D.pdf : Link: 
http://www.vr.se/download/18.668745410b37070528800029/HS%5B1%5D.pdf : Visited: March 4, 2008: Time: 
14:29  
24 www.vr.se  
25 www.vr.se  
26 Title: http://www.vr.se/download/18.668745410b37070528800029/HS%5B1%5D.pdf : Link: 
http://www.vr.se/download/18.668745410b37070528800029/HS%5B1%5D.pdf : Visited: March 4, 2008: Time: 
14:29 
27 www.vr.se  

http://www.vr.se/download/18.668745410b37070528800029/HS%5B1%5D.pdf
http://www.vr.se/download/18.668745410b37070528800029/HS%5B1%5D.pdf
http://www.vr.se/
http://www.vr.se/
http://www.vr.se/download/18.668745410b37070528800029/HS%5B1%5D.pdf
http://www.vr.se/download/18.668745410b37070528800029/HS%5B1%5D.pdf
http://www.vr.se/
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Delimitations 

Today in Sweden, there are hundreds of different kinds of employment agencies and consulting 

companies which have hundreds of employees working for them, which of course entailed that 

delimitations had to be made. First, two different companies were contacted by me personally to 

participate in this study. Fortunately, both of the companies agreed to partake. Also, it was not 

this study‘s objective to compare the two companies with each other, but to investigate the 

concept and significance of contemporary Organizational Loyalty within an employment agency 

and a consulting company; therefore, it needs to be stressed that those two companies should be 

kept separate as they diverge from each other in many different ways. Secondly, the intention was 

that the two companies staff at least had something in common; their educational background. 

All the informants that this study has gathered its empirical material from have all studied to 

become engineers or civil engineers, and work as engineering or technical engineering28 

consultants today, either for an employment agency or for a technical consulting company on 

different kinds of assignments at other organizations than the one they are employed at. After 

these delimitations had been made, the population of informants was down to nearly sixty 

people, however, the surveys helped sift the amount of informants that would participate in the 

interviews as a section had been devoted in the surveys to be filled out by the informants 

participating in the surveys who could fancy partaking in the interviews later on.29  

 

The participating companies 

The companies, who partook in the study, have, as was mentioned earlier, had their company 

names assumed for their integrity sake.  

 

CFY Inc. 

Competence For You Incorporated is one of the leading employment agencies in Sweden, and 

also has a range of offices in other countries. The agency deals mainly with the recruiting of new 

employees to other companies and with consulting such as staffing other companies temporarily 

with consultants but also with student activities and outsourcing various departments and 

services to other organizations. CFY is nationwide and has different departments attached to 

them which can provide various businesses with specialized expertise with reference to staff and 

personnel depending on their customer‘s needs. Some of the agency‘s branches deal only with 

outsourcing, others with staffing and recruiting.   

     Currently, CFY has offices in all major cities and regions in Sweden and all these offices can 

offer their customers consultants that have an engineering degree. However three of the offices 

                                                 
28 Technical consultants are those consultants who work for a consulting company, whilst the term consultant is 

referred to those consultants who work for an employment agency.  

29 To view the survey, please view Enclosure 1. 
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have a specialist department which only works with staffing and recruiting consultants and 

personnel for engineering purpose while the smaller offices works with all types of competence. 

Nationwide, CFY has nearly 400 consultants within the engineering field attached to it and in this 

study the department of one of these specialist offices was asked to participate. That department, 

at present, consist of a total of 50 consultants out of which roughly a third are women and at the 

moment there are five people that run the process of employing new employees. For most of the 

consultants attached to the department, their commissions last nearly a whole year and then they 

are generally off to the next, or, if they are offered a job from the company which they have been 

on commission for, they can choose to accept meaning that they resign from CFY. If CFY for 

some reason does not have a commission to send their consultants to, CFY pays them their 

guaranteed wage which is 80 % of their monthly salary. 

      The consultant‘s main contact with the company is through any of their assigned human 

resources representatives, which they usually contact if they have any questions regarding their 

employment. These representatives usually work with soliciting prosperous customers; have 

follow-up meetings with their present customers (which have CFY‘s consultants working for 

them). They also arrange social gatherings six times a year for the consultants to socialize with 

each other, and according to the company, nearly half of the 50 consultants attend these 

gatherings.  

     The main goal and vision of the department is to attract more engineers to employ in order to 

be able to grow organically.30 

 

Sound & Vibration 

The technical consulting company that participated in the study was first established in Sweden 

2008 and is a subsidiary company to a larger organization situated in Germany which also 

specializes in sound and vibrations as S&V does. 

      S&V consist of, at present, ten consultants who have at least achieved the education of 

Master of Science in Engineering. The company is divided into three business areas; construction, 

environment and technology. Currently only technology and environment are pursued, as they do 

not have any fulltime consultants working within construction. The company themselves views it 

as: ―We have chosen not to grow strategically, we grow organically‖31. Which means that they do 

not let the commissions choose who they employ but, the employee, implying that if they would 

find suitable and prosperous employees that previously have worked with acoustics and 

vibrations within construction, then naturally they would in all probability employ them within  

the business area of construction.  

      What makes this company so unique in Sweden is not only that their area of expertise is quite 

small and therefore coveted, but, that they evidently have a different human relations concept 

                                                 
30 Interview with a representative from CFY 

31 Interview with a representative from S&V 
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than many other companies. For instance, the employees can be shareholders in the company, 

and in practice, this connotes that new employees, are offered to buy in after a period of being 

employed for two years, however, this offer is limited; every consultant is only allowed to own a 

small share of the company, and because of this solution, the company is not quoted on the 

exchange market and their organizational structure is internally flat with no apparent social 

stratification. 

      When recruiting new staff, the company only uses the applications that engineers have sent to 

them through their website. This application is later viewed by the management group who 

usually meet once per month to discuss these kinds of issues. The management group consists of 

three consultants.  

      The commissions that the company accepts vary in amount of time, some commissions last 

for a couple of hours others many months, and others are part time, which means that they are 

on commission for perhaps 60% whilst the remaining time they are out on other assignments. 
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Results 

What Organizational Loyalty Is 

The material which the results consisted of was omitted from the surveys and the transcribed 

interviews. The results from the surveys showed that 58% of the respondents from CFY were 

male and 42% were female. 77% of the respondents from CFY had been employed nearly a year, 

17% had been employed for one to two years and 6% had been employed for more than three 

years. 100% of the surveys that were answered from S&V showed that their consultants also had 

been employed less than a year, which is not surprising as the company is newly established. At 

S&V, however, 100% of the respondents were male. The informants that participated in the 

interviews consisted of a total of five individuals.  

       It was stated in the previous chapter that sociological phenomenology was used as an 

approach when analyzing the material; in practice that meant that I started analyzing the 

transcribed interviews by finding statements which the informants had described Organizational 

Loyalty to be and what significance these statements in fact had according to the informants and 

respondents. These statements were later categorized as underlying dimensions32 to what 

Organizational Loyalty actually is and also what essentially is included in the term. The underlying 

dimensions of Organizational Loyalty turned out to be; Belonging, Appreciation & 

Acknowledgement, Reciprocity, and Wage & Benefits which essentially is what is included in the 

term. Consecutively, it appeared that every dimension had an amount of factors that had a close 

correlation with these dimensions that also seemed to influence Organizational Loyalty. These 

factors also describe what the actual significance of what Organizational Loyalty is; from the 

informants own subjective, yet, diverse perceptions that they ascribe the whole concept.   

 

Belonging 

The main significance and feature of the term belonging is to be a part of, to be connected or feel 

affiliated to something bigger – which is to the organization where one is employed or to the 

team that an individual works within. In accordance with both representatives that had been 

interviewed from CFY and S&V who both work with the process of employing new consultants, 

experiencing belonging to the organization is indeed the greatest part of what Organizational 

Loyalty is; it is a prerequisite; because if a person does not experience that they belong to or are 

connected to the organization it is probable to suggest that they will not show loyalty to the 

organization either, ergo, belonging is to be regarded as an underlying dimension which is 

included in what Organizational Loyalty is and something which may influence loyalty.  

                                                 
32 Underlying dimension was also a definition Chatman & O‘Reilly used when defining what seemed to influence 

commitment to an organization in the previous chapter. 
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      Though, many of the CFY consultants have in all probability not noticed, that when they 

speak of the commissioner they usually refer to ―us‖, ―we‖ and ―my‖. For instance, one of the 

informants expressed it as:  

My supervisors, when I go out with them [on office parties] they are like any of us, I can stand 
there and joke with my boss.33  

 

Whilst ―we‖ among other informants is referred to their employer and ―them‖ to the 

commissioner, for instance: 

We have to compete, that we have better things to sell, I mean, we can do exactly the same 
things as our competitors, but we have the possibility of doing it better, because we can buy 
expensive equipment so that we can make more money.34 

When we are on commissions I think they [the commissioner and their employees], views us as 
a resource, but otherwise we feel welcomed.35 

 

This unmistakably proves that CFY consultants experience more belonging to the commissioner 

and that the technical consultants experience more belonging to S&V. However one of the 

respondents from the survey gave a good example of how belonging might be experienced: 

You would feel driven by feeling that you are a part of the company more, to feel prosperity 

and setbacks as a part of the company unlike simply being there on commission. I enjoy the 

pressure and challenge. It is very dependent on what kind of commissions one is out on and 

how well defined they are. For a raise of that size36 it would be worth it to take a chance. There 

are plenty of jobs for consultants and one does not have to lose the chance of returning just 

because one gives it a shot at a new employer.37 

 

Is Belonging an underlying dimension that actually ought to be added in the assembly of 

Organizational Loyalty? Yes, that is the general idea, however, in order to seek to prove why 

these two terms actually have a close correlation with each other I chose to use the psychological 

scholar Granér‘s definition of belonging which means ―to be accepted as a member in and to feel 

that one is part of a team‖.38 Belonging is also explained from the terms ―in‖ or ―out‖. Is a 

person ―in‖ or is a person ―out‖ in the team or with reference to this study, the organization? 

Being ―in‖ the team is in this case to, as the respondent had written; feel that you are ―part of the 

company‖ more, ―to feel prosperity and setbacks‖. When the individual is ―out‖ he or she does 

not experience belonging to the team or the organization. For CFY consultants this must mean 

                                                 
33 Interview with CFY consultant 

34 Interview with S&V technical consultant 

35 Interview with S&V technical consultant 

36 In the survey a question was asked if they would choose to resign from the employer if the commissioner offered 

them a 5000 SEK raise per month 

37 From the free text answer in the survey Answered by a CFY consultant 

38 Granér: 1994: p. 13 
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that they feel more ―in‖, though not completely, at the commissioner than ―out‖ because they are 

accepted in the team that they work in at the commissioner and the reason for them not feeling 

completely ―in‖ would be as the respondent had written; that they do not feel any of the setbacks 

and prosperities that occur at the commissioner due to the fact that they are not employed there.  

Conversely, this also implies that CFY consultants do not feel belonging to their employer 

because there is no team to be accepted by. For S&V technical consultants it is the opposite; they 

do meet every day, meaning they interact on a daily basis and would feel any setback or 

prosperity if anything happened with the company as many of them are shareholders.  

      Due to the fact that representatives from the two companies state that a person who is loyal 

is a person who feels as if they are a part of something bigger and with Granér's description of 

belonging and the informants and respondents answers, belonging is indeed a great part of what 

Organizational Loyalty is within the consulting trade and therefore also regarded as an underlying 

dimension that may influence loyalty to an organization. 

      However, there are in turn three factors that influences this belonging which describes the 

actual significance of the dimension and parts of Organizational  Loyalty: communication, 

identification & distinction and social amenity and these three factors should not be kept separate 

as the analyzed material shows that communication is a condition for identification as identity is 

something which emerges when in interaction with others39 and the social amenity are those 

pleasant and much desired social contexts where the informants interplay; these three factors are 

so to speak intertwined. 

 

Communication 

Confirmed above was that the underlying dimension Belonging indeed should be considered as 

being a part of what Organizational Loyalty is. Nonetheless, belonging is something which can 

only occur when in interaction with other individuals. Therefore yet another condition for 

belonging to arise is that there is some kind of communication present. This communication can 

be between employee and employer, between consultant and commissioner or simply between an 

individual and a working team.  

      The results from the surveys showed that 100% of the respondents from S&V met and 

therefore communicated with representatives from their office once or more every week. At CFY 

59% met representatives four times or more a year, 18% once a month, 18% once per year and 

6% replied that they never have met a representative from their office. What they referred to in 

that question was in all probability the social gatherings that CFY arrange a couple of times per 

year. This suggests that the number of times the consultants communicate with CFY is quite low. 

Yet, the quality of the communication is also imperative for experiencing belonging. One of the 

informants expressed it as:  

                                                 
39 Jenkins: 2004: p. 16 
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I am dissatisfied with the contact I have with my assigned human resources representative, it 
has been really bad. And when you don‘t get any contact with [the human resources 
representative], then another human resources representative answers your questions and... 
Well the decisions are not forwarded, one person says one thing then another says something 
else, it‘s just... most often you don‘t get what you want, I mean nothing ever happens, you 
always have to write an e-mail to assure yourself that, you know... so that you have it in writing 
cause otherwise they‘ll just say that ‗no that can‘t be it‘. /.../ You have to struggle, one might 
say. There is just such a lack of communication.40 

 

On the question whether they felt loyal or not to their employer one informant expressed it as: 

No. I can‘t say I am, because it is so seldom I am in contact with them41 

 

Clearly this informant views regular contact as a condition for being loyal to the employer.  

      As was mentioned above; S&V‘s technical consultants are usually in contact with each other 

nearly every day, implying that they always have an established and therefore forced 

communication in one way or another between the employees and the employer.  

      Still, according to some psychological theories it is believed that when people communicate 

with each other there is always a receiver and a transmitter;42 the transmitter wants to send the 

receiver a message and this message can be sent in different ways which was given account for in 

the introductory chapter; through verbal, non-verbal and symbolical communication. For the 

informants these different ways of communication varies; CFY consultants have more verbal 

communication with their employers via e-mail and phone, suggesting that how something is said 

and what facial expressions the sender or receiver might make are not present implying that 

messages might be incongruent which means that the verbal communication is not in agreement 

with tone of voice and body language.43 However, when they are in contact with the 

commissioner and the commissioner‘s employees all three types of communication are present, 

enabling a greater understanding of what is uttered hence the message is clearer. For S&V 

technical consultants they usually meet their employers on a daily basis meaning that it is more 

difficult for any message to be misunderstood. This explanation goes to show that if messages 

repeatedly are incongruent, then employees will eventually give up trying to communicate with 

their employer which eventually will entail a loss of belonging to the employer, therefore; 

communication is to be considered as a condition for feeling belonging to a company, suggesting 

that if there is a lack of communication between employee and employer or that communication 

only occurs on few occasions between employee and employer or that the quality of the 

communication is less than good, the feeling of belonging evaporates. Communication is hence, a 

factor that influences belonging and a significance which is ascribed to Organizational Loyalty.  

                                                 
40 Interview with CFY consultant 

41 Interview with CFY consultant 

42 Granér: 1994: p. 79 

43 Granér: 1994: p. 81 
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Identification & Distinction 

When in interaction with other people, individuals tend to, as soon as they meet, ascribe each 

other with different kinds of attributes which is drawn from our appearance such as clothing and 

other stigmatizing features as for instance the symbols we might wear or have and does indeed 

have a correlation with communication. In other words; individuals ideate of what kind of person 

they are communicating with before they know them on a personal level or if they can relate to 

the person and perhaps even tell if they have anything in common, basically it implies learning 

and knowing who is who.44 According to Jenkins this is done by categorizing and classifying 

individuals who are a part of a collectivity,45 or in other words, it means placing different people 

in different compartments and in order of doing this, individuals get the information they require 

to do this through the different ways communication which was mentioned in the previous 

chapter. For instance:  

It‘s these human resources representatives they are always so dashing /.../ it‘s not my style 
really, they are a bit to over ambitious, it doesn‘t feel real somehow. I mean be yourselves, on 
the same level. I know that they want us to dress properly, and be the company‘s face outward, 
but I mean why can‘t we just sit down and have a beer in our ordinary clothes like jeans and a 
t-shirt, just chill and talk.46 

 

What this specific informant is rendering is actually that he does not identify at all with his 

employer; he has observed their stigmatizing features such as the way they dress and he has 

observed how they communicate and act as people, in other words he has concluded that he does 

not have anything in common with his employer through identification. 

      However, for many consultants working at CFY, their presence at the company can pass 

quite unnoticed within the sphere of the commissioner facilities. However there are a few 

features that distinguish them from the commissioner‘s employees. Consultants at CFY, for 

instance, each get a jacket with the company name written on it and some even get their own 

business cards. Still sometimes the distinction between consultant and employee makes itself 

more evident than usual: 

I think it‘s embarrassing when I talk to my customers or suppliers at [the commissioner] and I 
have to give them a CFY business card, /.../ It was like, I was at [the commissioner‘s] show, 
and they had these flashy demonstrations with all kinds of substances /.../ and the vice 
president [for the commissioner‘s concern] was there and spoke to loads of journalists and 
there I was, standing there in a showcase ‗hello, I am a consultant‘.47 

 

      Customers to the commissioner consequently know who are hired in staff, implying that the 

symbols such as the business cards and the jacket, distinguishes the consultants from the rest of 

                                                 
44 Jenkins: 2004: p. 176 

45 Jenkins: 2004: p. 21f 

46 Interview with CFY consultant 

47 Interview with CFY consultant 
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the employees and therefore acts as a barrier for the consultant experiencing 100% belonging to 

the commissioner.  

      According to Chatman & O‘Reilly48, who claimed that ―attachment to an individual, object, 

group, or organization results from identification with the attitudes, values or goals‖49, means that 

if an individual identifies negatively toward their employer they do not support the company‘s 

attitudes, values or goals, whereas had an individual identified positively toward their employer 

they would indeed have shared the employers attitudes, values and goals. The conclusion that is 

drawn from the interviews with the informants from CFY is this; they identify more with the 

commissioner than the employer. This also suggests that if consultants do identify with their 

employers attitudes, values and goals they will also have a good communication between each 

other and they would also feel more belonging to them because they have these things in 

common and in the introductory chapter this was also stressed by Jenkins who emphasized that 

―members are believed to have something significant in common (in this case their relationship 

with the means of production).‖50 Undoubtedly identification is a factor that influences belonging 

which arises when individuals communicate with each other and is hence also a part of what 

significance is ascribed to loyalty. 

 

Social Amenity 

Feeling comfortable at the place where one works is also a criterion for experiencing belonging to 

a company because that is after all where individuals spend most of their time and if that does 

not work for them in the long run it is probable to suggest that they would look for work 

elsewhere. How this amenity is expressed varies; it can be through the tasks the consultants have 

at work or it can be the social exchange the consultants have with other people working at the 

same place as them either on or off working hours.  

      However, the results from the surveys showed that 23% of the consultants employed at CFY 

socialize privately with the commissioner‘s employees, 77% do not, and 100% answered that they 

do not socialize privately with other consultants employed at CFY. At S&V 100% of the 

respondents had replied that they do not socialize with the commissioners employees which most 

likely, which was mentioned previously, has to do with that the amount of time that they spend at 

the commissioner varies from a couple of hours to a couple of weeks and more rarely a few 

months, implying that there seldom is any time for socializing with others than their colleagues. 

The technical consultants usually do not have their own desk when on commission but have to 

find somewhere temporary to work when doing what they came there to do. Nonetheless, 50% 

of the technical consultants answered that they do socialize privately with other consultants 

within S&V, which suggest that they enjoy each other‘s company. 

                                                 
48 Please view introductory chapter for more details of their previous work. 

49 Chatman & O‘Reilly: 1986: p. 493 

50 Jenkins: 2004: p. 21  
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      As was mentioned in the previous chapter, CFY arrange social gatherings for their employees 

around six times per year, which seems to be quite popular among those who attend it: 

Yes I think they are important so definitely they should still have them. It should really be 
more often… I really think so, that they would... with movies and we have been to a Christmas 
concert and we went bowling and stuff, so I mean that is really good because most of us are 
alone on our assignments. So I can understand that they think it is nice. I mean it is supposed 
to give that extra little thing of fellowship that you get from your employer.51 

 

It appears that, the social gatherings have significance for some of the informants.  

      Yet, the social exchange is perceived differently from most of the informants though they all 

express it as if it would be a circumstance for them to feel belonging. One of the informants 

foretold why he had resigned from his old technical consulting company to start working for 

S&V: 

Well all the fun people had already quit, and it was fun working with them. Everybody that had 
quit was fun, and the only ones left were boring. There was no reason to linger there, I got the 
same salary and the same working assignments though even more fun working 
assignments./…/These old bastards were endured with their nagging, the least change that 
was positive, and they started whining. We got a trip to Rome as a kick off though it was in 
January and they complained. I mean hello! You got a free trip to Rome! … That was the 
absolute worst thing about [the old employer].52 

Yes it is fun being at work even if we have boring work tasks some days, but then again… 
writing reports and those kinds of things, perhaps you‘d leave them be, because you think it‘s 
boring but you don‘t cause you have fun working colleagues, but doing boring working 
assignments with boring people… nah I‘d imagine that would be damn boring in the long run. 
/…/ What would make me quit? If I didn‘t feel comfortable… and what would make me not 
feel comfortable? What would make me resign might be if I didn‘t feel comfortable any more, 
if new people joined that I didn‘t like, if it is no fun anymore… going to work. I mean I‘d just 
rather work at a boring place with boring work tasks with fun people than work with boring 
people cause it just doesn‘t add up. Cause it‘s always easier doing boring things with fun people 
around you than the opposite.53 

I cherish feeling comfortable at my job and if I don‘t feel comfortable socially I won‘t feel 
comfortable at work.54 

 

Unfortunately no compatible theory was found that would suggest that social amenity is a factor 

that might influence belonging and therefore a significant part of what significance is ascribed to 

Organizational Loyalty. Nevertheless, as the theories which have been used above and as the 

material has shown it is visibly proven that feeling comfortable at work is a prerogative for 

experiencing belonging to an organization or group, and is hence, a factor that may influence 

Belonging and a perception of what significance is ascribed to Organizational loyalty. 

 

                                                 
51 Interview with CFY consultant 

52 Interview with S&V technical consultant 

53 Interview with S&V technical consultant 

54 Interview with CFY consultant 
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Appreciation & Acknowledgement 

Appreciation also has a clear anchorage in Organizational Loyalty and is also to be regarded as an 

underlying dimension of the concept for a number of reasons. Firstly, according to both the 

companies and all the informants; doing one‘s utmost is something which they all ascribe to what 

Organizational Loyalty essentially is. Secondly, getting appreciation confirms for the consultants 

that they for a fact are doing a good job and a condition for wanting to do an even better job. 

One might even suggest that it is the very carrot that keeps them going, and without it they 

would probably feel less appreciated at their place of work. Thirdly, it creates a bond between 

employer and employee or consultant and commissioner, which also creates belonging to 

whoever distributes it. Who and how this appreciation is distributed vary from company to 

company. One of the informants foretold how his former place of work had showed him 

appreciation: 

Nah but they used to tell me occasionally... when you had done a really good job that you had 
held, where even the vice president could come and point out that you had done a good job so 
yeah some of the projects had been really difficult and prestigious that we had done, so it is 
really worth a lot hearing that in order to continue working.55 

You don‘t just get a job at [the commissioner] you have to apply for the job posting. The 
commissioner can walk up to us and tell us that they would like to see us apply for a job 
posting.56 

 

Had the commissioner not felt that the consultant was doing a good job at the place of work it is 

safe to conclude that they would probably not have encouraged them to apply for a vacant 

position. That implies that the commissioner acknowledges to the consultant that they do 

appreciate their efforts and that they are accomplishing a satisfying job, meaning, it is a way for 

the commissioner to show the consultant that they appreciate and think that they are doing a 

good job. 

      On the question whether they ever receive any compliments and appreciation from their 

employer one informant answered: 

I get feedback from what [the commissioner] thinks I perform, how I perform, how they think 
I have performed, and I get that directly from my boss at [the commissioner]. So I know how I 
perform, but if I would do something good one week... no I don‘t think CFY would do 
anything to find out. 

 

As I had rendered in the previous chapter, psychological scholars Passer & Smith had, in their 

work, mentioned that positive reinforcement can be things such as ―food, drink, comforting 

physical contact, attention, praise and money‖57, and that they are given to an individual to 

                                                 
55 Interview with S&V technical consultant 

56 Interview with CFY consultant 

57 Passer & Smith: 2004: p. 211 
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reinforce certain behaviours. For instance, as the informant stated, getting to know from an 

authoritarian person such as a vice president that one has done a good job is indeed a reinforcer 

as it creates the willingness to want to achieve an even better job the next time because then the 

individual might get even more praise.  

      Though many of the informants do get appreciation from their employers and others from 

their commissioners the fact still remains that the final confirmation that they actually have done 

a good job has been when they have chosen to resign from their employers. One of the 

informants retold about an incident that had happened at work: 

We had two people that just had been employed [at the commissioner] and CFY still hasn‘t 
thanked them formally for the work they had done there. And they still haven‘t. /.../ The 
people in question know that they feel like... when [the human resources representative] is 
there [at the commissioner] [the person] just walks past and doesn‘t say hello or anything to the 
former CFY employees.58 

 

Not thanking the employees formally after having resigned seems to be a reoccurring matter that 

the informants have experienced:   

Not any of us that have gone over to S&V except [one person] [have been thanked]. That‘s 
one of the things I don‘t like at all, I don‘t like that... I mean okay I don‘t need to be thanked 
but... it really does give the impression that they don‘t want you to come back. Cause what are 
we going to do if S&V does not work out for us within a year or two? Then there will be really 
competent staff looking for work and... [The former employers] are really stupid... they are 
burning their bridges for such an idiotic little thing like saying thank you. /.../ You are not 
disloyal because you change jobs!59 

 

Apparently the informants experience it as if they would never be welcomed back to their current 

employer had they resigned due to previous events. However, the argument in this dimension 

was that if consultants do not get any praise from their employer they will not feel the same type 

of bond to their employer as they seem to have with the commissioner. Which suggest that in 

order of showing loyalty to the organization, employees need to be acknowledged by their 

superiors either from their commissioners or from their employer such as their assigned human 

resources representatives or other colleagues that they are doing a good job. Therefore, showing 

an employee appreciation and acknowledging them is indeed an underlying dimension that 

influences loyalty to an organization and describes what Organizational Loyalty is. Nonetheless, 

this dimension also has two factors that seem to influence the dimension Appreciations & 

Acknowledgement and therefore Organizational Loyalty on the whole; commitment and skills 

development which will be rendered below. 

 

                                                 
58 Interview with CFY consultant 

59 Interview with S&V technical consultant 
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Commitment 

As was explained in the introductory chapter, commitment and loyalty are two terms that have a 

closer correlation than other research has shown. In this study it is believed that being loyal is a 

natural consequence of being committed and vice versa. However, the reason for placing this 

factor under the dimension Appreciation & Acknowledgement was because I believe that an 

individual who feels appreciated and gets the confirmation he or she needs to know that they are 

doing a good job, will also become a more committed employee or consultant.  

      According to one of CFY‘s representatives, an individual who shows loyalty to the 

organization is also a committed employee; who is aware of the company‘s resources and who 

actively works to improve and to contribute to the business.60 How this is carried out in reality by 

employees seems to correspond very well with the companies own perceptions of what it might 

be: 

You do what is best for the company, so that it will prosper. You don‘t engage in... I don‘t 
have the indecency to spin out like... or just sit there and cost money, personally I enjoy doing 
a good job. I can‘t just not sit there and not do a good job. Cause then I‘d rather do something 
else so I am definitely loyal and do take my responsibility.61   

 

This specific informant would probably be regarded as a committed employee at least according 

to CFY‘s description of a loyal employee, however, he is also an employee who does receive 

appreciation from his employer and who is complemented when he does a good job by his 

colleagues and employer.  

If there is nobody else to do the boring jobs somebody has to do it. /.../ Somehow you have 
to be there, but it‘s only to a certain degree because if anybody starts using the fact that you are 
loyal... then you‘ll quit. I mean I‘ll do it as long as it doesn‘t collide with my private life.62 

 

Even though this informant speaks of loyalty he is actually expressing commitment to his 

employer by doing firstly what is expected of him, secondly doing more than what is expected of 

him. 

This summer I am going to be on paternity leave and that might become a bit difficult, because 
then I feel more loyal to [the employer] because I am not going to be on paternity leave for as 
long as I had wanted normally. /.../ So I guess I have compromised a bit.63 

 

It appears that there is a close correlation between appreciation & acknowledgement, 

commitment and loyalty. Nevertheless, I had previous mentioned that parts of Cappelli‘s theory 
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was used in this study which gave a good explanation of what commitment actually suggests. The 

author states: ―The assumption is that workers with less attachment to the employer, an even 

weaker psychological contract, will be less committed and less likely to act in the interest of the 

employer when they have some discretion.‖64 At the same time Cappelli claims that temporary 

workers can be just as committed as the employees.65 The attachment that Cappelli writes about 

may be the complements and appreciation commissioners and employers show their consultants 

and employees. However, both Cappelli‘s description and the informants from CFY validate that 

they do feel committed to their commissioner as do S&V technical consultants though both to 

their employer and to their commissions due to the fact that they are intertwined: meaning that if 

S&V consultants are dedicated to their employer and do what is expected of them, the company 

will, as a consequence of their commitment, prosper. Hence, commitment is a natural outcome 

which is conceived when individuals whose opinion they value and respect gives them the 

complements and appreciation they need, ergo also a factor that influences the underlying 

dimension, loyalty to the organization in general, an explanation of what Organizational Loyalty 

actually is and is therefore a significant part that can be ascribed to the term. 

 

Skills Development 

It is probable to suggest that there only are a few people, who currently are on the job market, 

that desire a dead end job. That is after all why some people choose to take further education; 

others choose to apply for a higher position within the company where they are employed in 

order to make a career for themselves. According to Cappelli the reason for wanting to develop 

one‘s skills is to be able to earn on it, in other words; it is an investment.66 Even though it might 

be regarded as an investment by the employees, to make them more attractive on the working 

market, developing one‘s skills has become a condition not only for them but also for the 

employers as they require skilled staff.   

      One of S&V‘s business concepts is that every consultant independently has to take his or her 

responsibility for his or her own skills development which suggests that every employee has a 

responsibility to keep up to date with their knowledge and increase their knowledge at which they 

can offer their customers the status of expertise. At CFY they do not have any of those 

requirements from their employees; however some of their consultants are by their 

commissioners sent to courses for their skills development. This implies that the commissioner, 

firstly, needs staffs that are skilled, secondly, that they apparently appreciate the consultant as 

much for wanting to invest in them. Clearly it is a win-win situation for both parties: the 

consultants learn something new and the commissioner gets skilled staff, and therefore, 
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indirectly, gets the job done accordingly. How this development of skills is acquired varies from 

informant to informant and the reason for wanting to develop one‘s skills is just as diverse: 

It‘s for my own sake, and the company‘s, I mean I know I am going to quit some time. But it is 
for the company‘s sake. It is also to develop because that gives me the possibility of making 
the company better, it‘s a difficult question, but most of the time it‘s for my own sake because 
I become more attractive for the employer too.67 

 

      One of the commissioners had chosen to offer some of their consultants a place in their 

personal developing program which means that they pay for whatever courses they might need in 

order to develop their skills: 

I could probably get it from CFY, but I think the deal is between CFY and [the commissioner], 
because it is related to that specific posting that I am employed for at [the commissioner] so 
the [commissioner] pays for it.68  

The reason why I chose to become a consultant was to try different things, and I haven‘t... so I 
don‘t really see the advantages of working as a consultant anymore.69 

The general perception of working as a consultant seems to be that individuals are given the 

opportunity to try different things, which clearly goes to show that certain individuals have a 

desire to learn new things, ergo feels a pressing need to evolve their skills. One‘s own interest in 

their area of expertise seems to steer the level of achieving this skill. One informant was asked 

how he maintains his skills as he currently does not work with the exact same thing which he was 

educated for: 

You know, Internet and articles, I read articles in journals and so... What I mean is here [at the 
commissioner] they use completely different substances /.../ it‘s not so much about high-tech 
substances. 70 

 

Having the right skills is according to Cappelli something which most employees need when on 

the work market; it is after all what individuals use when marketing themselves when looking for 

work elsewhere.71 Investing in an employee or consultant by, for instance, sending them to 

courses is indeed a good way of achieving these skills. Though, that is not the only way of 

attaining these skills; skills can be learnt not only by means of education but also through 

experience. This experience is probably what most of the consultants would refer to as having a 

challenging job, whilst the educational point of view would be when they feel that they might 

want to improve something at their place of work but do not have the knowledge of doing so, 

and that is generally when they need to develop their skills through some kind of education.  
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      Needless to say, all the informants claim that they want to have stimulating work tasks, 

emphasizing the desire to develop both skills through experience and through education. In this 

case it would be safe to suggest that that is something which they want their employer to offer 

them – after all, getting the education and the experience an individual needs in order to improve, 

from either their employer or commissioner, is a good way of showing the consultant or 

employee that they are willing to invest in them and that they therefore appreciate their presence 

at work. Consequently, this is also a factor which indeed influences appreciation and 

acknowledgement because if an individual is given the opportunity for acquiring the skills a 

person wants is a condition for not experiencing that it is not a dead end job they are working 

with and having stimulating work assignments can certainly conceive commitment. Still, it is also 

a factor which describes the significance of what Organizational Loyalty in fact is. 

 

Reciprocity 

Reciprocity is a phenomenon which really goes both ways in the consulting trade; employees are 

expected and trusted to do their utmost and employees expect their employer to trust that they 

will do their best. In order for this reciprocity to be established and maintained the employer has 

to offer its employees, first and foremost, the comfort of knowing that if anything happens either 

on the assignment or privately they will, so to speak, have their back and that their employment 

corresponds with their expectations. Herriot, Manning and Kidd explain it as: 

According to the reciprocity norm, fulfilment of their obligations by one party is conditional 

on the fulfilment of theirs by others. Hence, if individuals perceived the organization to have 

broken its side of the bargain by, for example, removing job security and promotion prospects, 

they will probably cut down their own effort and commitment in return‖.72  

 

In accordance with S&V‘s policy; employees are expected to perform as one is expected, be 

driven and helpful and be subordinated the customer.73 However, this can only possibly be 

achieved as long as this reciprocity norm is balanced which implies that there is a mutual 

agreement and understanding between both parties, otherwise the relationship between the 

employer and employee will result in negative reciprocity which means that one party has the 

desire to receive without fulfilling the expectations of reciprocation as was explained by Herriot, 

Manning and Kidd above. As an example: 

I have to feel I am getting something back, that I am getting an exchange that I... would know 
that... that is... if I do something for them, they‘ll do something for me. That there is this 
mutual give and take, which I don‘t feel that I am getting today. 
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This informant noticeably felt that their employer had a negative perception of reciprocity as the 

informant felt it as if the person in question gave more than they received. The consequence of 

this might be that if there is a better mutual understanding of what is expected between both 

parties, for instance, between the consultant and the commissioner then it is highly likely that the 

employee would much desire an employment at the commissioner; having balanced reciprocity 

must after all be what individuals desire the most.  Evidently having a balanced reciprocity norm 

between employee and employer is a condition for showing loyalty to the organization which also 

influences this loyalty and is therefore an underlying dimension to Organizational Loyalty that 

also describes what loyalty is within the consulting trade.  

      Even though this reciprocity might either be balanced or negative the analyzed material 

managed to conceive three factors that may affect this reciprocity; security & stability, well taken 

care of and pride. 

 

Security & Stability 

When belonging with all its factors and appreciation and acknowledgement is present some 

consultants seem to dread loosing that social context which they have learned to value so much – 

the commission with its positive surroundings such as their working space, their working 

colleagues, good superiors and even the possibility for a career at the commissioner if a 

possibility of a vacant posting ever turns up. On the question what would make them accept an 

employment at the commissioner one of the respondents wrote in the free text answers that the 

commissioner probably could offer them:  

Better privileges and that it would be more secure because you would know what the future 

would bring because a commission at an employment agency can end rapidly.  

 

This was what one of the consultants referred to as security and stability; that they did not 

experience that their employer could offer them that kind of security and stability.  

Even if I am permanently employed I am very insecure as to what might happen if the 
commissioner one day would come and say that ‗oh we don‘t need [you] here anymore for this 
commission‘. So it‘s the comfort. I guess it also has to do a bit with loyalty, that I feel that [the 
commissioner] can give me that comfort.74 

 

Clearly this informant experiences that the commissioner might offer the stability and security 

which the informant in question feels the employment agency cannot. However, the employment 

agency does have the possibility of placing their employees at another commission if they for 

some reason would not feel comfortable working at their assigned commission or if the 

commission would end, but then, the employee would lose the working colleagues, the working 

space and their superiors that they have learned to enjoy being around during the months they 
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have been there. This is obviously the stability and security which they are referring to; the 

chance of being employed at the commissioner because they already know what it connotes in 

terms of all the benefits it might bring.   

     Herriot, Manning & Kidd renders that there undeniably is a silent agreement present between 

employer and employee.75 For some informants, this agreement between employee and employer 

at the commissioner is something which they might consider being a part of as they already know 

what it connotes seeing as they have been there for many months on commission. And the 

reason for wanting to have an employment at the commissioner is evidently influenced by the 

discontent of the agreement between employer and employee at their current employer. Indeed, 

this statement is rather contradictory; is it not safer being employed at an employment agency 

when cutbacks are being implemented at many companies in most Western countries today? It 

probably is. However, in this case it is important stressing the social part in what this security and 

stability might be. Individuals interact with each other in many different social contexts such as at 

home, at work, at the grocery store and so on. However, work is the one place where individuals 

spend most of their time, which implies that when the respondents and informants claim that the 

security and stability would be better at the commissioner they are in all probability referring to 

firstly the comfort of working at the commissioner with the working assignments, colleagues and 

so on. Secondly, an employment at the commissioner that may result in the possibility of 

acquiring a life time career at the commissioner, and thirdly the benefits that a commissioner 

might offer their employees.  

   Offering employees an agreement of stability and security is apparently a factor which can 

influence the reciprocity between two parties therefore this is also a significant perception which 

is to be ascribed to Organizational Loyalty. 

 

Well taken care of 

Feeling well taken care of is a condition for a balanced reciprocity. Some of the technical 

consultants for instance work in different dangerous environments and if they do not feel that 

their employer has done his or her utmost to maintain a safe and secure working environment, 

meaning that they should not send them on commissions where they would have to risk their 

lives, the bond of trust between employee and employer can easily be broken. Yes indeed, there 

are many ways of breaking that trust but there are different ways of maintaining it: 

I am at the moment going through [a difficult time in my life] and I am telling you [the 
commissioner] has been there a hundred times more for me than CFY. I mean I know that 
they have a lot to do and everything but they should be more aware of what‘s going on /.../ 
but I mean... it was like I had to call them and tell them that I was going through [a difficult 
time]... my other bosses at [the commissioner] have taken me in and asked me like once a week 
how I am doing.  
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Consultants on commissions tend to occasionally become a part of the commissioners working 

team if they are there for a long enough period of time. It is an obvious fact that the longer 

individuals spend time with each other the more they will learn, notice and perhaps even 

appreciate about each other, implying that regular contact is a condition for firstly, in accordance 

with Granér, experiencing belonging to the organization and the team, secondly, for feeling that 

the place of work cares for an individual as a person. It is apparent that it is a way for showing 

acknowledgement because had the consultant or employee not felt that their employer or 

commissioner was there for them they would neither have felt that they appreciated their efforts. 

Therefore, experiencing that one is taken good care of in times of need from the organization is 

also a factor that affects if the reciprocity will be balanced or negative between employee and 

employer or consultant and commissioner. 

 

Pride 

In accordance with CFY a loyal member of staff is an employee who speaks highly of the 

company and feels a sense of pride when the company is doing well. However, I believe that a 

requirement for feeling proud of the company where one is employed must be that all the 

previous dimensions and factors that have been described are fulfilled. For instance:  

When I was employed as a CFY consultant we got this link to a page where we were supposed 
to read and there it was written loads of stuff about what was expected from CFY consultant, 
but I mean the most of us, it‘s just a text and it‘s quite boring sitting there reading about it...76 
Nah I don‘t feel anything when CFY have a commercial running on TV, I don‘t know it just... 
did not turn out the way I wanted it to...77 

I think CFY wants us to be correct, dress properly set an example, and communicate with 
them, render what‘s good and bad, what you think and like about things and to sell the CFY 
concept and to ‗champ at the bit‘. But like I said, I don‘t feel like a consultant at all, but I mean 
for now it works.78 

 

On the question whether the informant actually felt as if he ―champed at the bit‖, he replied: 

Nah I can‘t say I do, but of course... I would recommend CFY if something would turn up 
right in front of my nose. 

 

Few of the informants seem to feel a sense of pride to their employer which probably has to do 

with that they do not feel as if they are a part of the company.  

      Regrettably, no compatible theories or previous research was found that could support that 

pride actually is a factor which may affect reciprocity, even though, CFY state that it is a great 

part of what that loyalty consist of.  Even though some of the informants give the impression 
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that they do not feel pride in working for an employment agency, pride is indeed a factor that has 

a visible correlation with loyalty and something which I believe is a natural outcome of having a 

balanced reciprocity norm present between employee and employer.  

 

Wage & Benefits 

Wage and the different benefits that an employee might receive from their employers is an 

underlying dimension that at first glance should not be added in the assembly of what 

Organizational Loyalty is because it is common knowledge that there are many underpaid 

employees in the world that actually do feel belonging, get the appreciation they need and have a 

mutual understanding of what they are expected to do even though they have a low salary. 

However, the different perceptions the two companies and the informants have regarding wage 

and the many privileges an employee might obtain are so ambivalent that the dimension actually 

is to be considered as having a lot to do with loyalty. For instance according to one of CFY: s 

representatives, they do truly believe that there is a correlation between Organizational Loyalty 

and wage as: 

Salary is a way of showing your employee appreciation79 

 

This implies that CFY believes that if a consultant has a low enough salary they will also show 

less loyalty to the organization. However, S&V do not believe that there is a correlation between 

salary and loyalty, as: 

To start with, we have ‗comfortable‘ salaries80 

 

S&V however, also believe that they have more loyal employees because of their human relations 

concept which was mentioned in the introductory chapter earlier.  

      The bond between loyalty and salary is to say the least cloudy, yet judging by the informants 

own statements there lays an undertone that there actually is a relation between loyalty and salary. 

For instance, at S&V, 100% had responded in the survey that they would not accept a job even if 

it had resulted in an increase of 5000 SEK a month. To most people, an increase of 5000 SEK is 

a lot of money, and for all the respondents at S&V to answer that they would not accept, implied 

that they first of all must have a good wage to begin with. Nonetheless, they also receive an 

annual bonus, which CFY consultants do not, meaning that if they work harder, they get more 

commissions, which then leads to the company earning more money. Then all of the technical 

consultants employed, even though they have not bought in to the company, will receive a bonus 

which actually might be even more than 60 000 a year. Yet: 

I don‘t compare my salary with... what I need cause I could manage fine on half my salary 
cause everything over 20 000 is just bonus like... but then I start thinking how much more 
somebody else earns than me. And if I consider myself better than that person then of course I 
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want more, then I‘d become really pissed off because then it is apparently not one‘s effort that 
counts. But if I know that that person earns more than me because the boss appreciates what 
he does then... then it is a choice for me to make: either I do it the way that is appreciated by 
the company or not. But! You never find out what anybody has in wage. It‘s damn hard to 
know whether somebody shows appreciation through salary.81 

 

At the same time the same informant says that: 

It‘s not the money that keeps me going... for me it is all about me feeling comfortable at work 
and that I have a salary that I feel is comparable with... it has to be better than those who do a 
worse job than me.82 

 

As was mentioned above there are many different perceptions that the informants have whether 

there actually is a correlation between loyalty and wage or not.  

Perhaps... but not much I imagine it is based on performance.83  

I don‘t know what the others earn so... I am satisfied because I know the company is newly 
established so I mean... if I had had a high salary then I‘d be a load for the company. So right 
now I could even consider going down in salary because... it costs a lot to start a company.84 

I don‘t think that I would go over to [to the commissioner] if they gave me the same salary.85 

 

As might have been noted, there is a fine line between loyalty and salary. If an individual does a 

better job than his or her colleagues then he or she believes that they are entitled to a higher 

salary and not the other way around. This suggests that if all the factors that together assemble 

Organizational Loyalty are there and the wage & benefits factor is not upheld in a pleasing way, 

for instance that a person feels that they are mistreated because they have a lower salary than 

their colleagues that apparently perform worse than themselves, it is highly likely that the rest of 

the factors and underlying dimensions eventually will break; the individual would not experience 

the same kind of belonging as they would perceive that one is not as welcomed as their 

colleagues, they would not feel appreciated if appreciation is showed through salary and the 

reciprocity would probably feel negative from the employees side because the employee or 

consultant would feel as if their employer has broken their part of the bargain, which then, 

according to Herriot, Manning & Kidd, would result in the employee cutting ―down their own 

effort‖.86 Hence, wage is indeed an underlying dimension that describes what a part of 

Organizational Loyalty actually is and a factor which can influence the whole concept.  
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Completing discussion 

I have through the results given the attempt to answer the questions of issue and the objective of 

the study by showing that Organizational Loyalty indeed is a two folded relationship between the 

employer and employee. The results managed to reveal that loyalty indeed had much in common 

with the psychological contract that Herriot, Manning & Kidd had stated was the mutual 

perceptions held by the two parties in the employment relationship; the employee and the 

organization,87 and that Organizational Loyalty also had a few underlying dimensions that 

described what the term actually is and that seemed to influenced loyalty on the whole which also 

Chatman & O‘Reilly had rendered in their research of organizational commitment which was 

mentioned in the previous chapters.88  

      I also made the endeavour, in the previous chapter, to show that Organizational Loyalty is a 

term which includes of a number of underlying dimensions which were omitted from what the 

employees and employers had ascribed the term through the interviews and surveys; belonging, 

appreciation & acknowledgement, reciprocity and wage & benefits. I also attempted to describe 

the different significance the informants had to their perceptions of Organizational Loyalty 

through the various factors that appears influenced these dimensions, and Organizational Loyalty 

on the whole: The underlying dimension Belonging consisted of the three factors 

communication, identification and social amenity. Appreciation & Acknowledgement consisted 

of the two factors commitment and skills development. Reciprocity consisted of the factors 

Security & Stability, Well Taken Care Of and Pride, whilst Wage & Benefits was a separate 

dimension and factor by itself. Through the material and the used theories it is concluded that if 

one or more of the underlying dimensions are not fulfilled in a satisfying way the employee will 

eventually feel less loyal to their company and as a consequence of this feel more loyal to their 

commissioner. Yet, the factors do not only influence the underlying dimension only, which they 

are placed within, but the other dimensions and factors as well. For instance, by observing the 

figure below, of what is included in Organizational Loyalty, one will quickly notice that the 

different dimensions are ranked according to their significance. Yet, I believe that even if all the 

factors are not fulfilled in a pleasing way a person can still be loyal to an organization, though 

only on the condition that the underlying dimension Belonging is present as I am convinced that 

this is the most significant part of Organizational Loyalty which also is supported by both the 

consultants and their employers. Belonging is succeeded by appreciation & acknowledgement, 

reciprocity and wage and benefits. 
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Figure of the different underlying dimensions that describe what Organizational Loyalty is and what significance it 

has in the consulting trade89 

 

 

For instance, if the communication is less than good or not even present, the identification 

process will not occur meaning that the employee will not identify with the company and they 

will not feel comfortable with their employer, which also would result in that they in all 

probability will not feel proud of the company which they are employed at, and they would 

neither experience it as if they are being well taken care of; in other words in creates a chain 

reaction of events that may result in that they do not feel loyal to the organization at all.   

      Yet, it is my termination that the quality of the production of services is highly dependent of 

loyal staff, meaning, that if staffs are not loyal, the quality of the production would in all 

probability suffer. Hence, it is paradoxical to claim that in order of showing loyalty to the 

organization a consultant cannot be loyal to the commissioner and vice versa. Suggesting that 

when consultants confirm that they feel more loyal to their commissioner than their employer it 

suggests that the service which they are offering their employer‘s customers indeed has a high 

quality; just because a consultant feels more loyal to the commissioner does not mean that he or 

she is not loyal to their employer too. 

      In accordance with the objective of the study, to sensitize to the consulting businesses and 

give recommendations for how consulting companies and employment agencies might work to 

prevent staff from resigning and how loyalty can be improved, there are indeed ways of 
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reinforcing and improving Organizational Loyalty among employees employed as consultants 

within the consulting trade through the different factors. It is first and foremost important to 

establish some sort of belonging between the employee and the employer and this can be done in 

various ways: 

 

 In order of establishing belonging, employees need to feel that they are a part of the 

employer‘s organization more which was proven in the previous chapter. Meaning that it 

is a requirement that they are given the information needed in order to experience all of 

the setbacks and prosperities which might happen to the company as one of the 

respondents has replied. As one informant had rendered in the previous chapter, reading 

a text is less than enjoyable suggesting that newsletters from the company is less than 

productive when trying to make employees feel more affiliated with the company. If 

possible, the organization should send a representative on regular basis to where their 

employees are posted and let them know how things are actually going for the company. 

Newsletters should be used for more general things that have happened.  

 

 Yet another way of trying to establish belonging to the company would be to arrange that 

newly employed consultants are given the opportunity to carry out more and shorter 

assignments in the beginning of their employment. As was mentioned in the previous 

chapter under the dimension Reciprocity. The general perception individuals have of 

consultants is that they are experienced from working in different projects. By sending 

them to a commission for a longer period than one year implies that the only experience 

they get is from one commission which does not correspond with their expectations they 

had when they applied for a job as a consultant, meaning that the reciprocity norm 

explained by Herriot, Manning & Kidd90 which was rendered in the introductory chapter 

and the previous chapter, would become negative as the consultants would experience it 

as if their employer has not kept their part of the bargain as they thought that they would 

be working with more and shorter assignments.  

 

 Employees need to feel that they are ―seen‖ by their organization. By visiting employees 

more often at their current place of work and taking the time to talk to them about casual 

things and to see whether they have any questions, in other words getting to know them 

on a personal level. Employees need to feel that they are more than an employment 

number. 

 

 In order to create better means of communication it is highly recommended that the 

communication via e-mail be kept to a minimum. As one of the informants had said in 
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the previous chapter, the person in question did not feel loyal to the company because 

the informant was in contact with them so seldom implies that firstly the contact is less 

than good; secondly that the contact the informant has with the office is not practiced 

quite often. Instead employers are recommended to use the phone or arrange personal 

meetings with the employee; then misunderstandings are easily avoided. Other ways of 

creating a better communication between the employee and organization is through 

feedback; by simply asking questions as for instance ―If I have understood you correctly 

you want me to...‖ or ―So you want me to...‖ and so on. According to Granér people tend 

to speak for others especially when there is something unpleasant that needs to be taken 

care of.91 It is required that the level of conversation is kept to ―you‖ and ―I‖. 

 

 By arranging more social gatherings with the employees and the employer belonging can 

also be established. In one of the interviews an informant had uttered that it would have 

been good if the company could arrange more social gatherings. This can be dinners or 

other activities. Regarding the activities it would be good to arrange them so that the 

consultants are divided into smaller groups where they have to work as a team to solve 

different problems together. In accordance with Granér, members of a group need to feel 

that they are ―in‖ as was mentioned in the previous chapter.92 This is a good way of 

increasing the feeling of belonging as all teams would consist of consultants from the 

same company and they would have to solve different problems together when doing 

these activities. Also, one of the informants had in the previous chapter said that he had 

trouble indentifying with the representatives from his employer due to the way they 

dressed and spoke, therefore these activities should be kept as informal and casual as 

possible in order for the employees to feel that their employers are on the same level as 

themselves.  

 

 Orchestrate meetings with the employees at the office, not at the commissioner. By doing 

this they would feel more belonging to the organization as they are in the sphere of the 

employer. 

 

 Create more contact with the supervisors the consultants have at their commissions; find 

out how things are going for the consultants, what they have done exceptionally well, and 

let the consultant know how they are performing through the employer. This was 

mentioned in the two previous chapters, through Passer & Smith‘s description of how 

positive reinforcement can modify behaviour. It was also stated previously that I am 

somewhat critical to the theory as behaviour only can be upheld as long as the reinforcers 

are maintained through compliments and other tokens, otherwise the behaviour might 

                                                 
91 Granér: 1994: p. 87 

92 Granér: 1994: p. 13 
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disappear, yet, it is one of the few psychological theories which have proven to be 

successful when modifying behaviour and is therefore regarded as valid even in this case. 

By giving compliments to employees, when they have done a good job, entails that they 

feel more appreciation from their employer, something which usually is done by the 

commissioner. 

 

 At least every quarter of the year find out whether they need to develop any skills in order 

to do a better job at the commissioner. If needed, send them to the courses they want. 

Consider if it would be an investment sending them to these courses. This is the skills 

development which parts of Cappelli‘s theory consisted of; that skills development is 

something which indeed needs to be upheld, though the difference here is not that the 

employer should assesses what the consultant needs to develop but the employee him or 

herself; they do know after all what the customer needs better than the employer as they 

are there most of the time.  In spite of everything, if they increase their skills it would be 

highly probable to suggest that their skills might be something which can be used as 

leverage when deciding what cost the customers might pay for having the consultant 

there.  

 

 

These are but a few recommendations that may be used in order to make consultants become 

more loyal to the organization where they are employed. Indeed more research on this specific 

topic is needed as loyalty and commitment are two terms which frequently are used when 

discussing the consultant trade. But as one of the informants had said ―you are not disloyal 

because you change jobs‖ is actually a true statement because loyalty has nothing to do with the 

phenomenon that consultants choose to resign from their employer to start working for their 

commissioner. It is firstly about feeling belonging to a group or an organization, secondly that 

employees get the appreciation they need in order of doing a good job, thirdly both parties, the 

employee and employer are required to fulfil their part of the bargain when it comes to what they 

both expect from each other in terms of for instance job security and promotion prospects. 

Fourthly, the wage does not necessarily have to be high but it should be set to an equal level 

according to age, experience and education between the employees otherwise there is a risk that 

employees would feel less appreciated and then the underlying dimensions that together create 

and influence Organizational Loyalty might start breaking and the employee would eventually not 

feel especially appreciated among his or her colleagues or loyal to the organization either where 

they work or where they are employed. However, I do hope that the consulting trade might use 

these recommendations as it is a way of trying to retain one‘s staff and hopefully a way to make 

them feel more loyal to the company. 
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Enclosure 1 

 

 

 

 

 

ENKÄT OM FÖRETAGSLOJALITET HOS KONSULTER INOM 

BEMANNINGS- OCH KONSULTFÖRETAG 

 

Detta är en enkät som ingår i ett moment i en kandidatuppsats för Linköpings universitets 

programutbildning Samhälls- och Kulturanalys. Uppsatsen kommer att handla om 

företagslojalitet hos konsulter som mestadels är ute på uppdrag för sin arbetsgivares räkning.  

Anledningen till att Ni har fått denna enkät beror på att Ni arbetar för ett bemannings- eller 

konsultföretag som konsult. Syftet med enkäten är att söka undersöka hur företagslojalitet tar 

sig uttryck hos konsulter. Förhoppningen är att efter studiens avslutande kunna dra en slutsats 

om detta.  

Enkäten besvaras anonymt, det vill säga Ni behöver inte skriva Ert namn någonstans på 

enkäten så tillvida Ni inte är intresserade av att medverka i en intervju som kommer att hållas 

senare (det finns ett avsnitt för detta längre fram i enkäten). Skulle det vara så att Ni inte vill 

deltaga i enkäten har ni rätt att göra detta genom att helt enkelt inte besvara enkäten.  

Vänligen följ de hänvisningar som medföljer frågorna. Läs igenom enkäten innan ger den till 

mig för att garantera att Ni har besvarat alla frågorna. 

 

Med vänliga hälsningar 

Malin Åbom 
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1. Kön? 
 

 Man 
 Kvinna 

 
 

2. Ålder? 
 

 20-25 

 26-30 
 31-35 
 36-40 
 40- 

 

 
3. Vilken är din högsta utbildning? 
 

 Kandidatexamen eller magisterexamen 
 Masterexamen eller högre 
 Annan utbildning 

 
 

4. Vad för slags företag är du anställd vid? 
 

 Bemannings- och rekryteringsföretag (Exempelvis Proffice, Adecco, 
Manpower eller liknande) 

 Konsultföretag (Exempelvis Ericsson, Telia, WM-data eller liknande 
konsultverksamhet) 

 

 
5. Hur länge har du varit anställd inom företaget?  
 

 Mindre än 1 år 
 1-2 år 
 3-5 år 
 6-10 år 

 Mer än 10 år 

 
 

6. Ungefär hur ofta träffar du representanter från företaget där du är anställd?  

 
 1 gång i veckan 
 1 gång i månaden 
 4 gånger om året 

 En gång om året 
 Aldrig 

 

 
 

7. Skulle Du rekommendera en vän eller bekant att söka arbete inom det företag 
där Du är anställd? 

 
 Absolut inte 

 Troligtvis inte 
 Vet ej 
 Troligen 
 Absolut 
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8. Har du varit på någon personalfest (ej julfest) hos det företag Du är anställd 
vid under den senaste 12 månaders perioden? 

 Ja 
 Nej 

 
 

 
9. Umgås du privat med de personer som är anställda vid det företag där Du är 

ute på uppdrag? 

 Ja 
 Nej 

 
 

10. Umgås du privat med dina kollegor vid företaget där Du är anställd? 

 Ja 
 Nej 

 
 

11. Om företaget där du är ute på uppdrag skulle erbjuda dig arbete hos dem för 
samma lön Du har idag, skulle du då tacka ja till erbjudandet? 

 Ja 
 Nej 

 
 

12. Om företaget Du är uthyrd hos skulle erbjuda dig arbete hos dem, dock med 

en löneökning på 5000 kronor, skulle du då tacka ja till erbjudandet? 

 Ja 
 Nej 

 

 
 

13. Om du svarade ja på någon av de två ovanstående frågorna, vänligen utveckla 
vad som skulle få dig att avsluta din anställning vid bemannings eller 
konsultföretaget! 

Svar:__________________________________________________________
______________________________________________________________
______________________________________________________________
______________________________________________________________
______________________________________________________________
______________________________________________________________

______________________________________________________________
______________________________________________________________
______________________________________________________________
______________________________________________________________

______________________________________________________________
______________________________________________________________
______________________________________________________________ 

 
14. Tror du att du kommer att arbeta kvar som konsult för företaget där du är 

anställd om tre år? 

 Absolut inte 

 Troligtvis inte 
 Vet ej 
 Troligen 
 Absolut 
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15. På det stora hela, vilket företag känner Du dig mest lojal mot? 

 Bemannings- eller konsultföretaget där jag är anställd. 

 Företaget där jag är ute på uppdrag. 
 
 

16. Vänligen gör en bedömning för hur bra Du tycker att det företag Du är anställd 

vid erbjuder dig följande: 

    Låg       Hög 

         1         2         3         4         5 

Möjligheter till att lära mig 

nya saker inom det område 

jag är utbildad 

          

Tillfredsställande lön           

Goda arbetsvillkor 

(arbetstidsschema, 

semester, mm) 

          

 

 

Om Du skulle kunna tänka dig ställa upp i en intervju senare som kommer att beröra 

frågor liknande dem Du precis besvarat, vänligen fyll i kontaktformuläret nedan.  

 

Namn:  

Adress:  

Anställd hos: 

Telefon: 

E-post: 
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