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ABSTRACT

The impact of company culture on employee engagement, employee commitment and
organisational effectiveness has been a consistent topic across many organisations
worldwide. This study explores the relationships between company culture, employee
engagement, employee commitment and organisational effectiveness in a selected
manufacturing company in South Africa. Furthermore, this study aims to make
significant contributions to emphasising how a clearly defined company culture in
modern organisations can help them journey towards reaching their goals by means
of an engaged, committed and effective workforce. To assess the relationships
between relevant variables, this study adopted a positivist research paradigm, utilising

a quantitative research approach to achieve the company’s goals.

The study population comprised approximately 217 employees, with a sample of (n =
111) participants. This sample was obtained through non-probability, convenience
sampling. Data were collected through a structured questionnaire and analysed using
the Statistical Package for the Social Sciences (SPSS). The results indicated
statistically significant positive relationships between company culture, employee
engagement, employee commitment, and organisational effectiveness. Additionally,
the results emphasised the importance of nurturing a healthy company culture to
encourage employee engagement and employee commitment, which could ultimately
produce improved organisational effectiveness. The study contributes to the expanded

body of knowledge from a manufacturing sector perspective in South Africa.

Keywords: Company culture, employee engagement, employee commitment,

organisational effectiveness, manufacturing sector.
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CHAPTER 1: INTRODUCTION AND BACKGROUND TO THE STUDY
1.1. Background to the Study

Organisational effectiveness determines whether a company has the potential to
achieve its strategic goals and objectives. When an organisation is effective, it can
keep its employees engaged. It is better managed and efficient in achieving its
organisational outcomes and can sustain its competitive advantage (Azeem et al.,
2021; Agustian et al., 2023). Organisational effectiveness is also related to financial
performance and stakeholder confidence, as nurtured by the organisation's leadership
(Jiang & Liu, 2015; Nienaber & Svenson, 2013).

The environment in which organisations operate is constantly changing, and
organisations need to adapt to these changes to ensure their long-term success.
Nagshbandi et al. (2024) illustrated the key elements of an organisational
effectiveness framework, and culture and employee engagement are regarded as the
most critical elements that drive organisational performance and effectiveness

forward.

In the current work environment, many organisations worldwide have recognised that
the culture, engagement, and commitment of employees have significantly contributed
to the performance and effectiveness of successful organisations (Bhardwaj & Kalia,
2021; Abdelwahed & Doghan, 2023).

Furthermore, Hossin et al. (2021) explained that organisations have had to shift their
approach from an organisational level towards a more individual level. This means
that organisational support towards employees is of value to companies, and once
given, employees reciprocate the support their organisations give them. Moeng et al.
(2024) found that this reciprocation can be achieved through increased organisational
commitment, organisational citizenship behaviour, reduced attention to turnover,
greater effort and greater engagement, which in turn contribute to enhanced
organisational effectiveness. A clearly defined culture in any organisation tends to
evolve into one that promotes employee engagement, where employees have a strong
sense of belonging and understand the value they bring to the organisation (Yan,
2016; Nagshbandi et al., 2024). Organisations must foster an open culture that

supports transparent communication, where employees can share their thoughts and

1
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provide regular feedback, thereby promoting higher engagement and enabling them
to deliver valuable contributions to the organisation, ultimately supporting continuous

improvement (Chadam & Turkyilmaz, 2021).

Moodley (2020) stated that one of the main reasons for failure in executing an
organisational strategy is the lack of alignment between culture and strategic
objectives. Leaders can shape organisational culture by communicating transparently,
having a shared purpose and breaking down cultural barriers. Recent research in the
South African manufacturing sector suggests that organisations must clearly define
and foster a desired culture that keeps their staff members engaged and committed,
to remain competitive and achieve their objectives (Mitonga-Monga et al., 2023;
Mkhize, 2024).

Effective organisations create and maintain engagement by providing employees with
the necessary resources, promoting open communication, investing in career
development and involving employees in working towards the company's goals
(Hassan et al., 2011; Raza et al., 2023; Jiang & Shen, 2023). While senior leadership
is primarily responsible, management also contributes by empowering teams,
encouraging collaboration and providing support and recognition (Schaufeli, 2021;
Zainuri & Huda, 2023). Research across multiple organisations shows that
communication between management and employees is a key enabler of
engagement, thus making it essential for businesses to invest in employee
engagement, as that significantly improves organisational outcomes (Atapattu &
Huybers, 2022; Pass & Ridgway, 2022).

There is a close relationship between employee engagement and employee
commitment, which can be influenced by the culture that the organisation fosters
(Geldenhuys et al., 2014). However, despite this relationship, the two variables remain
distinct and need to be studied independently to understand their unique contributions
to organisational outcomes (Budiono et al., 2024). Azmy (2023) explained that
organisational commitment is essential for any organisation because it assists the
organisation to perform better and achieve its goals. When employees are committed,
they often reflect a strong sense of belonging, acceptance, loyalty and passion.
Employees typically have different motivators for commitment to an organisation, such

as affection for their job, the fear of losing their job, or an obligation to stay in their

2

https://uwcscholar.uwc.ac.za/lhome



career (Gajenderan & Gajenderan, 2023). Wielers and van der Meer (2021) explained
that work commitment reflects the significance that employees place on their job
beyond its monetary value. This can be viewed as a measure of intrinsic motivation,

which is often considered positively associated with well-being.

The focus of this research study is on employees within the private sector, particularly
in the manufacturing industry. The manufacturing sector is known for its standardised
operational processes, focused on efficiency and its reliance on both a skilled and a

semi-skilled workforce.

Employee engagement and employee commitment in the manufacturing context are
essential, as the productivity, efficiency and quality control of a workforce can depend
on the extent to which employees are committed to and engaged with the organisation.
When employees are committed and engaged, they are more likely to follow the
processes and produce quality products (Soelton, 2023; Alieva & Powell, 2023).
Consequently, the company culture must set the tone for the extent to which
employees are engaged and committed, which in turn makes the organisation more
effective. Improving the culture of manufacturing companies enables them to enhance
their production processes and remain competitive in the market (Martins & Naidoo,
2014).

1.2. Problem Statement

One of the key objectives of every organisation, including manufacturing companies,
is to determine the most effective way to improve productivity. A productive workforce
needs to have, among other factors, high-level engagement throughout (Adriyanto,
2023), effectiveness (Chen et al., 2022) and commitment to the organisation and its
assigned tasks (Murray & Holmes, 2021). To achieve this, organisations should seek
to understand how the working environment could produce the best organisational

outcomes, one of which is company culture.

Company culture and its influence on employee engagement, employee commitment
and organisational effectiveness have been an ongoing topic across various
organisations for many years. The researcher was inspired by observing various

organisations and how important it was for them to create an environment that fostered

3
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a positive culture, resulting in a workforce of committed and engaged employees and,

consequently, an effective organisation.

Although substantial research has been conducted to understand the relationships
between company culture, employee engagement, employee commitment and
organisational effectiveness (Huhtala & Feldt, 2016; Alias et al., 2022), limited
research has been conducted on manufacturing companies in South Africa. Some
manufacturing companies continue to face challenges related to low employee
commitment and engagement, largely due to a poor company culture, which in turn
affects their productivity. In the past, considerable research has been conducted on
organisational effectiveness, with numerous discussions on various topics that impact
or influence it (Kompaso & Sridevi, 2010; Mazibuko & Govender, 2017). Therefore, in
the current study, the research will be centred around employee engagement,

employee commitment, company culture and organisational effectiveness.

1.3. Aim of the Study

The primary objective of this study is to examine the relationships between perceptions
of company culture and employee engagement, commitment and perceptions of
organisational effectiveness in a selected company in the manufacturing sector, based
in Johannesburg, Gauteng Province, South Africa. The following specific objectives

will have been achieved by the end of the study:

e To examine the relationship between company culture and organisational
effectiveness.

e To determine the relationship between employee engagement and
organisational effectiveness.

e To establish the relationship between employee commitment and
organisational effectiveness.

e To establish the relationship between company culture and employee
engagement.

e To determine the relationship between company culture and employee

commitment.
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1.4. Research Questions
Furthermore, the study aims to answer the following questions:

e What is the relationship between company culture and organisational
effectiveness?

e What is the relationship between employee engagement and organisational
effectiveness?

e What is the relationship between employee commitment and organisational
effectiveness?

e What is the relationship between company culture and employee
engagement?

e What is the relationship between company culture and employee

commitment?

1.5. Hypotheses
The following hypotheses were tested in this study:

H1: There is a positive, statistically significant relationship between company culture

and organisational effectiveness

H2: There is a positive, statistically significant relationship between employee

engagement and organisational effectiveness

H3: There is a positive, statistically significant relationship between employee

commitment and organisational effectiveness

H4: There is a positive, statistically significant relationship between company culture

and employee engagement

H5: There is a positive, statistically significant relationship between company culture

and employee commitment
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1.6. Significance of the Study

This study holds significance for organisations, employees and the manufacturing
industry in South Africa. For organisations in the manufacturing industry, where
performance, productivity, and quality control are essential, this study will highlight the
importance of sustaining organisational effectiveness through company culture,

employee engagement and employee commitment.

For employees, this study is significant as it will provide insight into understanding the
role that company culture plays in employee engagement and commitment, and how
these can cultivate an environment that is supportive, motivating, and fulfilling for
employees. When employees can perform while expending great effort, are well
engaged and can combine personal goals with those of the organisation, they can
create rare and valuable capabilities (Geldenhuys et al., 2014). Additionally, Monyai
et al. (2024) affirmed that when an organisation's culture is clearly defined, it can bring
benefits such as a motivated and engaged workforce, better decision-making, which

in turn allows the company to shape its identity.

Over the years, some research has been conducted globally to investigate the
influence that company culture plays within organisations (Gasela, 2022; Pillay,
Dhanpat & De Braine, 2023). These studies examined how culture influences various
factors, including employee motivation, trust in organisations and employee
commitment. On the other hand, little research has been conducted on how company
culture impacts employee engagement, employee commitment and organisational

effectiveness within the manufacturing industry, in South Africa.

Therefore, this study aims to make significant contributions that emphasise how a
clearly defined company culture in a modern organisation can help it journey towards
achieving its goals by creating an engaged and committed workforce. Moreover, as
there is limited information on the relationship between company culture and
organisational effectiveness in the manufacturing industry, this study will investigate
critical areas that explain the relationships between company culture, employee

engagement, employee commitment and organisational effectiveness.

https://uwcscholar.uwc.ac.za/lhome



1.7. Operational Definition of Terms

Company culture: Is described as the values and norms that guide how employees
in an organisation behave, make judgements and manage conflict and change
(Cameron & Quinn, 2011). This variable is operationalised and measured using the

Denison Organisational Culture Survey, comprising 48 items.

Employee engagement: In this study, work engagement is described as a fulfilling
and positive experience, made up of three dimensions, namely vigour, dedication and
absorption (Geldenhuys et al., 2014). This was measured using a 9-item Utrecht Work

Engagement Scale, developed by Schaufeli et al. (2002).

Employee commitment: Refers to the level of an employee’s psychological
connection to the organisation, which influences their willingness to exert high levels
of effort and align with the organisation's goals and values (Imran et al., 2015). This
variable used the Organisational Commitment Scale, consisting of 23 items, which

was developed by Allen and Meyer (1990).

Organisational effectiveness: In this study, it refers to the extent to which an
organisation can meet its objectives and adapt to a changing environment, while
maintaining internal stability and employee well-being (Cameron, 2015). This was

measured using a 13-item scale.

1.8. Structure of the Thesis

This thesis has five chapters. Chapter 1 above provides an introduction to the study,
outlining its background, aims and objectives and significance. It also lists the research

questions that the study intends to answer and the hypotheses that can be assumed.

Chapter 2 will provide an overview of the theoretical and conceptual framework
regarding company culture, employee engagement, employee commitment and

organisational effectiveness.

Chapter 3 will describe the research methodology employed in this study to collect

data. It will explain the research design, population and sample, the data collection
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procedure, the research instruments used, the data analysis techniques and the

ethical considerations.
Chapter 4 presents the findings derived from the data.

Chapter 5 will present the study's findings and conclude in conjunction with the existing

literature. It will also provide some limitations and recommendations for the future.

1.9. Conclusion

This chapter provides the background to the study, highlighting the problem statement
and the study's aim. It stated the research questions and the hypotheses and
discussed the significance of the study. It provided the operational definitions of the
terms used in the study and finally, the structure of the mini-thesis. The next chapter
will look at the theoretical and conceptual framework of the research variables in this

study.
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CHAPTER 2: THE LITERATURE REVIEW
2.1. Introduction

The purpose of this chapter is to provide a comprehensive review of the current
literature and research studies conducted globally on the influence of company culture
on employee engagement, employee commitment and organisational effectiveness.
Firstly, it presents a historical overview of organisational effectiveness, followed by a
conceptual review of the key variables. Then, a review of related empirical studies and

theoretical models is presented to assess the relationships between the variables.

2.2. Organisational Effectiveness
2.2.1. The history of organisational effectiveness

The concept of organisational effectiveness (OE) has a deep history among early
management theories and has undergone significant development over the last
century. Chester Barnard (1938) was one of the first scholars to describe this concept,
which he defined as an organisation’s ability to encourage joint effort and achieve its
goals. Barnard’s viewpoint made OE a core responsibility of management, regarded
as necessary for an organisation’s existence. Katz and Kahn (1966) then broadened
this view by defining OE as an organisation’s ability to efficiently transform inputs into

outputs while adapting to changes to the environment.

These scholars established the foundation for the understanding of OE we know
today. According to Moullin (2017), by the 1990s, scholars had operationalised OE for
practice in organisations. Kaplan and Norton (1992) transformed the concept into
measurable outcomes through the development of the Balanced Scorecard. Studies
continued to refine these concepts, highlighting that there was no single measure to

capture OE fully and that it could only be evaluated by relating it to strategic goals.

This evolution from Barnard's foundational work to the balanced scorecard approach
demonstrated a progression from theoretical conceptualisation to practical
measurement. Contemporary scholarship built on these foundations while introducing
new complexities. Price (1968), as cited by Hassan et al. (2011), stated that the first
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approach was the goal attainment approach. This is the extent to which organisations
achieve their goals. The second approach is the systems approach, which focuses on
the relationships between the environment and the organisation (Greenley, 1997; as
cited in Hassan et al., 2011). While Cameron (1967), as cited in Hassan et al. (2011),
posited that the internal process approach assessed the outputs found in
organisations, where individuals in the organisation function effectively and

information flows effortlessly between people.

In recent years, OE has undergone revisions through comprehensive and evolving
perspectives from various scholars. Gomide Junior and Gomes (2022) critically
reviewed the inconsistencies found in concepts and their measurement, arguing for
clearer distinctions between effectiveness, efficiency and performance. Dhoopar et al.
(2022) presented different views, integrating several studies and defining OE as the
extent to which organisations achieve their goals, efficiently utilise resources and
sustain stakeholder satisfaction in changing environments. Similarly, Nel et al. (2023)
developed and validated a psychometric scale for OE, highlighting the need for

contextual measurement instruments.

Current research from Bogale (2024) also linked organisational culture and
adaptability to effectiveness, illustrating the trend towards viewing OE as a dynamic
concept. These recent studies insist that OE today represents a multidimensional
construct, comprising strategic, behavioural and adaptive dimensions that ensure

long-term sustainability in complex environments.
2.2.2. Defining organisational effectiveness (OE)

OE has emerged as a foundational concept in the literature on organisational success.
Scholars generally converge on defining OE as an organisation's capacity to achieve
its strategic goals (Kataria et al., 2014; Ghafoor et al., 2011), although they emphasise
different dimensions. While Ghafoor et al. (2011) focused narrowly on goal attainment,
Titus and Hoole (2021) expanded the definition to incorporate resource sustainability
and employee well-being, arguing that true effectiveness requires achieving objectives
without depleting resources or placing pressure on people. This more holistic
conceptualisation aligns with contemporary stakeholder perspectives on

organisational performance (Nagshbandi et al., 2024).
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2.3. The Theoretical Framework

2.3.1. The Social Exchange Theory

The Social Exchange Theory (SET) provides a strong foundation for understanding
how company culture influences employee engagement, commitment and OE. This
theory was first conceptualised by Blau (1964) and is based on the principle of
reciprocation, which states that social behaviour is the result of an exchange process
whereby employees seek to maximise benefits and minimise costs. Within
organisational contexts, SET suggests that when employees recognise fair treatment,
trust and support from their organisation, they feel obligated to reciprocate with
positive work attitudes and behaviours (Cropanzano et al., 2017). This reciprocity
becomes particularly important in the manufacturing industry, where continuous
employee engagement and commitment are fundamental to maintaining productivity,

continuity of knowledge and a competitive edge.

For company culture, SET suggests that cultural values and practices indicate the
quality of the exchange relationship between employees and organisations. A positive
and supportive culture, made up of trust, recognition, open communication and
alignment with shared values, improves employees’ views of organisational support
and fairness (Siswanto, 2023; Paltu & Brouwers, 2020). When employees view their
organisation as one that values their contributions and well-being, they are more likely
to reciprocate with more engagement (Schaufeli, 2017) and stronger commitment
(Mitonga-Monga et al., 2023). This exchange process results in OE by improving

morale, reducing turnover and raising performance (Phaladi & Ngulube, 2024).

The Social Exchange Theory also explains the role played by understanding the
relationship between employee engagement and commitment, and how it affects OE
within a company culture. Employee engagement refers to the emotional investment
employees make in their work in response to positive organisational exchanges
(Cropanzano et al., 2017). Similarly, employee commitment reveals the extent of an
employee’s attachment to an organisation and is developed when the exchange
relationship is perceived as fair and mutually beneficial (Munyaka et al., 2017). In
South African studies, encouraging workplace culture and supportive Human

Resource (HR) practices have consistently been linked to higher affective commitment

11
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and engagement, driven by trust, fairness and perceived organisational support
(Mitonga-Monga et al., 2023).

2.3.2. The McKinsey 7S model

OE is a multidimensional concept that can be assessed through various frameworks.
One widely used model is the McKinsey 7S Framework, developed by Tom Peters
and Robert Waterman in 1980. This model identified seven interdependent elements
- strategy, structure, systems, shared values, skills, staff and style - that must be
aligned for an organisation to perform optimally. Suwanda and Nugroho (2022) stated
that the model helps organisations to solve problems, assess the impact of change
and align operational processes with companies’ strategic goals. The McKinsey 7S
Model examines seven areas, which are categorised into both soft and hard elements.
The hard elements are strategy, structure and system, which are easily identifiable
and influenced by leadership. In contrast, the soft elements are shared values, skills,

staff and style, which are intangible and culture-driven (Suwanda & Nugroho, 2022).

Structure

Strategy Systems

\3

Shared
Values

%

NS

Figure 2.1: McKinsey 7S Model
12
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Channon and Caldart (2015) describe the seven elements as strategy, which refers
to the actions that an organisation plans to take in response to changes in the external
environment, thereby assisting the organisation to remain competitive. Another
element is structure, which is described as critical to organisations as it indicates the
chain of command and the way an organisation is structured. Systems are the formal
and informal procedures that contribute to the optimal functioning of organisations and

demonstrate how they should operate.

Shared values are the organisation’s key beliefs and aspirations, which form the
fundamentals of its company culture. Skills refer to an organisation's ability to evaluate
its capabilities and identify relevant training programmes to address skills gaps within
the organisation. The staff element states that organisations are required to attract
people who must contribute to the organisation's success, be developed and be
rewarded for their work (Channon & Caldart, 2015), while style focuses on different

types of leadership.

The McKinsey 7S Model contributes to the measurement of OE by encouraging
holistic alignment within an organisation. It allows organisations to identify
misalignments that may prevent organisational performance and provides a problem-
solving tool to plan strategically. Researchers have applied the model in various
sectors. A study by Mokoena et al. (2022) employed the framework to evaluate
performance in South African public institutions, highlighting how shared values and

leadership styles influenced service delivery.

Similarly, Masemola et al. (2021) explored its application in lean transformation
initiatives within South African manufacturing, while noting its effectiveness in aligning
operational systems with strategic goals. However, the model has some limitations.
One is the lack of prioritisation, where, when misalignment is found, the model does
not indicate which element should be addressed first (Alam et al., 2018). It also
assumes a relatively stable environment, which may not reflect the ever-changing
realities of modern organisations. In South Africa, with its unique socio-economic
challenges, adaptations to the model may be required from time to time to ensure
relevance. This study focuses specifically on the soft element of shared values, which
directly relates to organisational culture. Culture shapes employee behaviour,

influences decision-making and strengthens the organisation’s identity (Channon &
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Caldart, 2015). By examining shared values, this research explores how culture affects
OE. The McKinsey 7S Model thus provides a valuable perspective for understanding

these dynamics and guiding cultural interventions in the workplace.
2.3.3. The Goal-Setting Theory

The Goal-Setting Theory (GST), established by Locke and Latham (1991), is based
on five moderators: clarity, challenge, commitment, feedback and task complexity.
This theory suggests that measurable and clear goals can foster development within
the organisation. The first moderator, clarity, is when goals are specific and
unambiguous. Locke and Latham identified the second moderator as challenge, which
they defined as goals that are challenging and lead to higher performance. Thirdly,
commitment states that goals can be achieved when people are committed. Fourthly,
feedback explains that for goals to be effective, people require feedback which
indicates their progress in relation to their goals. Lastly, task complexity is defined as
an increase in the level of skills needed, which leads to strategic changes due to the

changing nature of the task at hand.

Task complexity . Challenge

Feedback 0

Figure 2.2: The Goal-Setting Theory
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The GST provides a practical context for understanding how clearly defined and
challenging goals enhance OE. In the South African context, studies have shown that
when managers use goal-setting techniques that involve employees and provide
frequent feedback, employees demonstrate stronger commitment to those goals and
higher performance levels, which directly contribute to OE (Van Lill et al., 2020). Goal-
setting also improves motivation and accountability by aligning individual key
performance indicators to broader organisational goals, thereby ensuring strategic
alignment and efficiency (Makhubela et al., 2016). Furthermore, Van Lill et al. (2020)
highlighted that goal commitment serves as a critical psychological mechanism where
goal-setting enhances productivity and quality outcomes within South African
organisations. Although GST has been widely recognised for its contribution to
performance enhancement and OE, it does have its limitations. One major limitation
is that it often overemphasises quantitative goal achievement while neglecting
qualitative aspects, such as creativity, adaptability and employee well-being (Landers
et al., 2017).

In dynamic organisational environments, such as South Africa’s manufacturing
sectors, setting goals may reduce flexibility and discourage innovation, as employees
may focus less on measurable outcomes due to broader organisational objectives
(Van Lill et al., 2020). Another limitation of this theory is concerns about the potential
for unethical behaviour or falsely representing one’s performance when employees
work on challenging goals under pressure (Locke & Latham, 2015). Therefore, when
GST is applied in organisations, its implementation must provide context, participatory

goal-setting, and focus on ethical performance outcomes to ensure continuous OE.

2.4. Factors that Influence Organisational Effectiveness (OE)

Research identified numerous factors influencing OE, including leadership style (Cera
& Kusaku, 2020), performance management (Humairah et al., 2023), employee well-
being (van der Merwe & Olivier, 2024), strategic alignment (Gasela, 2022), HR
practices (Steyn et al., 2017) and training and development (Mampuru et al., 2024).
Given the focus of this study, the following discussion emphasises company culture,
employee engagement and employee commitment as key drivers of OE, while

acknowledging the multifaceted nature of this construct.
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2.4.1. Company culture

The term “company culture” has been widely defined by authors in the literature. The
generic definition of company or organisational culture includes an organisation’s
expectations, experiences, philosophy and the values that hold it together (Kumar,
2016). Ali et al. (2021) stated that culture is composed of a combination of values,
beliefs and behaviours that provide people with guidance. Cheng et al. (2018)
identified four accepted attributes of company culture, as identified by various
scholars. They stated that organisational culture is shared through values, behaviours
and assumptions and does not exist within a single person. Acar and Acar (2014), also
confirmed that organisational culture is a common phenomenon among people.
Westover (2024) stated that Edgar Schein defined company culture as a pattern of
shared basic assumptions that a group learns, which is then taught to its new members
due to its validity. Atuhaire et al. (2025) explained that Schein’s framework highlights
that culture is made up of three levels: artefacts, which are the visible organisational
structures and behaviours, espoused values/beliefs, which are what people say they
believe and basic underlying assumptions, which all indicate how a group perceives,

thinks and feels about its environment.

In today’s fast-changing and competitive business environment, organisations must
find ways to gain a competitive advantage and achieve their goals. Mirji et al. (2023)
stated that company culture has been one of the key drivers of OE and has had a
significant impact on employee engagement and commitment. However, some
organisations struggled to create a culture that encouraged high levels of employee
engagement and commitment, and the emphasis on culture had sometimes worked

against their OE.

Therefore, organisations should take on the responsibility to assess the extent to
which their company culture influences employee engagement and commitment and
how high levels of engagement and commitment from employees could ultimately lead
to a more effective organisation (Milan, 2023). Secondly, Ali (2021) explained that
culture extends across multiple levels and permeates organisations. It can be
reinforced over a long-term period and can be resistant to change from external
influences (Cheng et al., 2018). Wilson (2001), as cited by Acar and Acar (2014),

stated that culture often evolves to align with the company's shared goals. Although
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many definitions exist, the literature in general agrees that culture is subliminal, and

people can recognise and react to it instinctively (Cheng et al., 2018).
2.4.1.1. Theoretical models of company culture

Among the most widely used theoretical models of company culture in both
scholarship and applied research are Schein’s three-level model, Cameron and
Quinn’s (1999) Competing Values Framework and the Denison Organisational Culture

Model. Each of these models presents a distinct perspective on what culture entails.

(a) Schein’s three-level model

Schein (2010) conceptualises company culture as a multidimensional phenomenon
comprising artefacts (evident symbols, structures and behaviours), espoused values
and beliefs (strategies and goals) and basic underlying assumptions (unconscious
beliefs that drive behaviour). Gasela (2022) stated that Schein’s contribution was
mostly conceptual as it emphasised that assumptions determine how members view
events and react to them. In the South African context, Schein’s framework is
frequently employed to understand culture and leadership relationships, as well as to
explain why surface-level changes often fail if underlying assumptions are not
addressed (Mzangwa, 2019).
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Figure 2.3: Schein’s three-level model

(b) Competing Values Framework

The other theoretical model most commonly used is Cameron and Quinn’s (1999)
Competing Values Framework, which identifies four dominant organisational culture
types: hierarchy, market, clan and adhocracy. Hierarchical cultures are characterised
by values and norms related to bureaucracy. Market culture highlights efficiency and
achievement, and employees in this type of culture are highly focused on success.On
the other hand, a clan culture is characterised by a value placed on teamwork and
participation. In contrast, an adhocracy culture is driven by external forces and is

characterised by taking risks, innovation and change (Cameron & Quinn, 1999).
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Figure 2.4: Four Dominant Organisational Culture Types

(c) The Denison Model of Organisational Culture

The Denison Model of Organisational Culture, conceptualised by Denison and Neale
(1996), operationalises company culture into four traits: involvement, consistency,
adaptability and mission. Lebina et al. (2020) posited that the model is suitable for
quantitative analysis, as it is empirically grounded and links specific cultural
characteristics to performance outcomes. In South Africa, the Denison model has
been applied to evaluate how cultural factors influence OE (Fourie, 2022). These
studies affirm the model’s value in identifying culture-performance linkages and
demonstrating its applicability in diagnosing organisational challenges within South
African institutions. However, this model has been critiqued for its theoretical and
practical limitations. Abane et al. (2022) argued that the model does not indicate how
organisations can allow their people to adapt to the culture. Although this model
emphasises adaptability as a strength for culture, in this context, individuals’

adaptability does not necessarily result in improved effectiveness (Abane et al., 2022).
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Figure 2.5: The Denison Model of Organisational Culture

2.4.2. Employee engagement (EE)

EE is a widely researched topic, and as such, different authors have provided various
definitions. According to Kompaso and Sridevi (2010), EE refers to an employee’s
willingness to contribute to the company's goals and objectives. Gatenby et al. (2008)
defined it as a commitment to an organisation in an emotional and intellectual manner.
Sun and Bunchapattanasakda (2019) stated that EE occurs when employees are
actively involved in their work. In contrast, Bakker et al. (2002) referred to it as work
engagement, viewing it as a positive state of mind that includes dedication from

employees.

2.4.2.1. Theoretical model of EE

(a) Work engagement model

Bakker and Schaufeli (2010) found that employees are most likely to feel engaged in

the workplace if the following factors are connected: Vigour, where people learn by
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displaying the behaviour portrayed in their social circles. When the behaviour is
positive, then all employees are likely to exhibitpositive behaviour and mental resilience
while working. Dedication, which contains the extent to which employees perceive
their work as meaningful. This is also achieved when employees are given growth
opportunities. Absorption refers to when the work environment is positive and the staff
have good organisational values. This refers to when employees may be powered by
intrinsic motivation when they are completing tasks successfully and are fully

concentrated and attached to their work.

— Vigor
=
2
=
2
&
=0 Dedication
[0
5
=
—  Absorption

Figure 2.6: Work engagement model

The extent to which employees feel satisfied and eager in their work indicates the level
of EE. Once employees are engaged, they may have an emotional connection with
the organisation (Kompaso & Sridevi, 2010). Hammoud and Osborne (2017)
discovered that rewards and recognition encouraged EE and performance, as those
indicated that they were valued in their roles. That is consistent with Moletsane (2017),
who suggested that quarterly bonuses assisted in improving performance and that

incentives to acknowledge good performance also enhanced EE.
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2.4.3. Employee commitment (EC)

EC has been identified in several studies as a key factor in EE. In some instances, the
literature describes employee commitment and engagement as similar (Abnas &
Farooqi, 2014). According to Dixit (2012), employee commitment can be defined as
the strength of a person’s identity and the level of contribution they make in their work.
Baron and Greenberg (2003) described organisational commitment as the level of
employee participation in the organisation. Luthans (2011) proposed that employee
commitment has several dimensions, including the emotional connection of the
employee to the organisation, commitment based on the loss of income and rewards

and commitment due to the employee feeling obliged to do so.
2.4.3.1. Theoretical model of employee commitment
(a) Three-component model of organisational commitment

Allen and Meyer (1997) have developed a three-component model of organisational
commitment, which includes: Affective commitment, referring to the emotional
attitudes that employees have towards the organisation. Continuance commitment
refers to the costs associated with leaving theorganisation. Normative commitment is
an employee’s obligation to remain in theorganisation as the right and moral thing

to do.

Affective Normative Continuance
Commitment Commitment Commitment

Organizational
Commitment of
Employee

Figure 2.7: Three-component Model of Organisational Commitment

22

https://uwcscholar.uwc.ac.za/lhome



2.5. Review of the Relationships Between Company Culture, EE, Employee

Commitment and OE
2.5.1. The relationship between company culture and EE

Company culture and EE are two concepts that are intertwined as they both relate to
how employee view their work environment. Company culture has been commonly
defined as shared values, norms and behaviours that guide employees in the
workplace (Denison et al., 2020). When an organisation has a culture that aligns with
its employees' personal values, it creates a sense of belonging, a key element in EE
(Geldenhuys et al., 2014). Chadam & Turkyilmaz (2021) stated that employees who
understand the culture of an organisation invest more in it and remain engaged.
Edmonson (2019) noted that a work culture that encourages open communication
provides a platform for employees to share their ideas openly, which in turn increases

engagement.

Homans (1958) and Martins and Naidoo (2014) confirmed a relationship between
company culture and EE. Martins and Naidoo (2014) discovered that positive
perceptions of organisational culture are likely to lead to higher levels of EE.
Furthermore, Homans (1958) explained that when employees view their organisation
as an environment where they can form good relationships with others and receive the
support they need, they can fully dedicate themselves to the organisation, which could
then lead to success. Conversely, Saks’s (2006) study, as cited by Lovelace and
Parent (2015), measured the causes of EE and found that such causes were attributed

to a positive organisational culture.

Furthermore, Sirisetti (2012), as cited by Lovelace and Parent (2015), stated that
engagement improves when there are positive working relationships, whereby
employees can be involved in decision-making and granted opportunities for growth
through learning. Moreover, Fidyah and Setiawati (2020) found that organisational
culture influenced EE, as shown by a multiple regression analysis. Similarly, Babu et
al. (2020) showed that organisational culture played a critical role when measures of EE,
such as motivation, dedication, positivity, performance and co-worker relationships, were
employed. Studies have been conducted worldwide, across various industries, to

investigate the relationships between company culture and EE. A study conducted in
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the South African public sector by Nematswerani and Govender (2025) shows that
when the relationships between organisational culture, EE and organisational
performance were examined, the results demonstrated strong and statistically
significant relationships between organisational culture and EE. Ashley (2024) also
explored the relationships between organisational culture and EE in a healthcare
setting, where it was found that components of culture, such as involvement,

consistency, adaptability and mission positively influenced EE.

H1: There is a positive, statistically significant relationship between company culture
and EE

2.5.2. The relationship between company culture and employee commitment

There is extensive literature on the relationship between company culture and
employee commitment (Aranki et al., 2019; Ahn & Inanlou, 2016). Research has been
conducted on the effects of organisational culture on employee commitment. Acquah
et al. (2020) assessed the influence of organisational culture on employee
commitment. The results indicated that organisational culture influenced employee

commitment.

Cassim et al. (2024) posited that corporate culture is a crucial tool that enhances
employee commitment. Messner (2013) went further, stating that when an organisation
lacks employee commitment, a change in strategy within the culture helps to
encourage employee commitment, thus indicating a relationship between the two
factors. Ahn and Inanlou (2017) purported that when employees felt valued in an
organisation and where their well-being was prioritised, it fostered behaviours that
displayed high levels of commitment. Hence, organisations must work on creating a

culture that cares for and supports its people (Messner, 2013).

H2: There is a positive, statistically significant relationship between company culture

and employee commitment
2.5.3. The relationship between company culture and OE

The literature suggests that some research has been done on the relationship between
company culture and OE. (Aktas et al., 2011; Krog, 2014) studied the dominant culture
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types in an organisation, namely, hierarchy, market, clan and adhocracy and how they
affected the health of the organisation, and proved that there is a positive correlation
between company culture and the extent to which an organisation is successful.
However, in another study conducted by Jans and Frazer-Jans (2008) through a
questionnaire, the findings illustrated that organisations with hierarchical structures
were less likely to be effective. Aktas et al. (2011) also conducted a study aimed at
understanding the relationship between organisational culture and organisational
efficiency, and it was found that the different types of organisational culture are related

to some areas of OE.

Leihaothabam and Nungchim (2022) revealed that when participants completed the
Denison Organisational Culture Survey using a 5-point Likert scale, the findings of the
correlation coefficient indicated that the more the organisational culture improved, the

better OE became.

H3: There is a positive, statistically significant relationship between company culture
and OE

2.5.4. The relationship between EE and OE

Numerous research studies and literature have demonstrated that organisations with
high levels of EE are more likely to excel in achieving their organisational goals
(Ashley, 2024). Slatten and Mehmetoglu (2011) stated that EE had become an
essential factor for organisational success, in that engaged employees were likely to
putin extra effort, resulting in improved organisational performance. Gede and Huluka
(2024) tested the theory concerning engagement. They found that when data were
collected through questionnaires, the results showed Cronbach’s alpha coefficients of

more than 0.7, indicating that EE positively influenced organisational performance.

Sonnentag et al. (2012) found that responses in their study revealed that respondents
perceived engagement as a pleasant experience, which encouraged employees to be
proactive, resilient, innovative and adaptable in the workplace. Cheche et al. (2017)
indicated that job autonomy and frequent feedback from management were positively
related to EE, which in turn, influenced individual and organisational performance.

Gayatri and Myilswamy (2014) showed that when an employee was more engaged in
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their work, it led to a better quality of work and improved OE.
H4: There is a positive, statistically significant relationship between EE and OE
2.5.5. The relationship between employee commitment and OE

Employee commitment plays a significant role in enhancing an organisation’s
performance (Anitha, 2016). Stackhouse et al. (2022) found that worker commitment
was positively related to OE, as indicated by regression results that showed the level
of employee commitment influenced organisational performance. Stackhouse et al.
(2022) argued that an organisation could not reach its full potential without a workforce

that was dedicated and committed to their roles.

However, employee commitment does not always have a positive impact on an
organisation's effectiveness. This was supported by a study conducted by Becker et
al. (2018), which found that employee commitment had an ineffective impact on

organisational performance.

Pang and Lu (2018) also conducted a study that suggested normative commitment
had an insignificant influence on organisational performance, and that continued
commitment had a low effect on OE, while normative commitment had a negative

impact on OE.

Additionally, many other researchers, such as Clarke (2006), have reported varying
results on the relationship between continuance commitment and OE, with their

studies showing no statistically significant relationship between the two.

Hb5: There is a positive, statistically significant relationship between employee

commitment and OE

2.6. Conclusion

This chapter presents an overview of relevant literature that examines the
relationships between company culture, EE, employee commitment and OE. Each
variable was conceptualised, and the relationships between the variables were

discussed. The theoretical models for each variable were discussed. The chapter
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concluded by stating the assumed statistical hypotheses and reviewing the
relationships between the variables. The next chapter will provide a discussion on the

research methodology used in the study to elicit answers to the research questions.
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CHAPTER 3: RESEARCH METHODOLOGY
3.1. Introduction

This chapter presents the research plan that the author followed to assess the
relationships between the variables mentioned in the study. It provides more detail on
the research design and approach, the population and sample, the sampling technique
used and describes the data collection instruments used. It also outlines the data
collection procedure and the data analysis methods. Lastly, the ethical considerations

related to the research and the measures taken to address them are described.

3.2. Research Design and Approach

Research paradigms are used to guide scientific research approaches, informed by
the assumptions made and principles followed (Yong et al., 2021). The positivist
research paradigm was used. The positivist research paradigm affirms that there is an
objective reality, which is independent of the researcher and is yet to be discovered.
Ryan (2015) stated that positivists argue that reality can be revealed by following a
scientific research model. In this paradigm, researchers usually ask questions to test

hypotheses and then use statistical software to analyse the data.

This study employed a quantitative approach, where the researcher remained
objective, utilised numerical data and conducted statistical analysis through a survey.
The researcher was not involved in administering the surveys, which kept her
independent of the study. She only used the results after the statistical analysis had
been completed, confirming the hypotheses. Positivism typically employs a deductive
research approach, where a theory or hypothesis is tested through data collection and
analysis. Smith and Hodkinson (2020). The researcher can then, based on the results

of the statistical analysis, validate the relationships between the variables.

This study employed an explanatory research approach and a quantitative research
method. Explanatory research is used to investigate the causes of a phenomenon,
allowing the researcher to gain a deeper understanding of the topic. Furthermore,
Creswell and Creswell (2018) stated that explanatory research establishes how or why

a certain phenomenon exists and then predicts future events. As previously
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mentioned, this study aimed to investigate contemporary organisations and assess
the influence that culture has on EE, employee commitment and OE. The data
collected was cross-sectional, capturing information from the participants at a single
point in time. Therefore, the study could not establish causal relationships, but rather
identify relationships between the variables only. The researcher chose this approach
because quantitative methods are useful for measuring trends and relationships
between variables (Van der Vaart, 2021). Therefore, this approach was deemed
appropriate for investigating the relationships between company culture, EE,

employee commitment and their effects on OE.

3.3. Study Population and Sample

The population of this study included employees in a manufacturing company in
Gauteng, South Africa. It comprised employees from various departments within the
organisation, namely the administration/support departments, production departments
and management. The organisation consists of approximately 217 employees,
including both permanent and contract staff. From this sample, 111 employees
participated in the study, representing approximately 51% of the population. The
participation of more than half of the total population, across multiple departments,

made this study reliable and allowed for generalisation to the entire organisation.

3.4. Sampling Technique

The study used a non-probability sampling technique, using convenience sampling.
This means that the sample included all employees who were available to complete
the survey. Rahi (2017) explains that convenience sampling is a process of collecting
data from a population that is easily accessible to the researcher. While all members
of the population were invited to participate in the research, due to the nature of the
manufacturing industry, the researcher was aware that not all employees would be

available to participate in the study; therefore, convenience sampling was employed.
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3.5. Data Collection Instruments

The data was collected using closed-ended questionnaires, which were completed
online. Firstly, the questionnaire consisted of biographical questions, followed by

statements or questions rated on a seven-point or five-point Likert scale.
3.5.1. Biographical questionnaire

A self-developed biographical questionnaire was used to collect data on the
participants. It consisted of questions such as age, gender, race, educational level, job

level and department.
3.5.2. Denison organisational culture survey

The Denison Organisational Survey (DOCS) was used to measure perceptions of
organisational culture for this study. This survey has been widely used in
understanding organisational culture. According to Denison and Neale (1996), the
survey focuses on defining the beliefs and behaviours that an organisation has used
to overcome matters that arise. Additionally, this survey was designed to assess the
relationship between organisational culture and OE, evaluating four components:
mission, consistency, adaptability and involvement (Kokina & Ostrovska, 2013).
Furthermore, these four components are subdivided as follows: Mission (strategic
direction and intent, goals and objectives and vision), consistency (core values,
agreement, and coordination and integration), adaptability (creating change, customer
focus and organisational learning) and involvement (empowerment, team orientation

and capability development).

According to Kabigting et al. (2019), the DOCS comprises 48 items that assess the
four components mentioned above. The statements, such as “The leaders and

managers ‘practice what they preach™ (Consistency), “Everyone believes that he or
she can have a positive impact” (Involvement), “Learning is an important objective in
our day-to-day work” (Adaptability) and “We have a shared vision of what the
organisation will be like in the future” (Mission) are measured on a five-point Likert

scale, where 1 is strongly disagree and 5 is strongly agree.

There is sufficient evidence to indicate that this scale is both reliable and valid. Denison

and Neale (1996) found that the scales of this survey had acceptable reliability, with
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the Cronbach’s alpha ranging from (a = 0.62) to (a = 0.82). The validity was also
confirmed through studies to be satisfactory via a confirmatory factor analysis. In this

study, the scale was found to have a reliability coefficient of (a = 0.99).
3.5.3. Organisational commitment scale

The second scale that was used in this study is the Organisational Commitment Scale
(OCS). This scale was designed to measure three areas of organisational
commitment: affective, continuance and normative. This scale was developed by Allen
and Meyer (1997). It describes the three areas measured by the scale as follows:
affective commitment (the emotional attitudes that employees have towards the
organisation), continuance commitment (the costs associated with leaving the
organisation) and normative commitment (employees’ obligation to remain in the

organisation as the right and moral thing to do).

This scale comprises 24 items, utilising a seven-point Likert scale to measure the
extent to which one agrees or disagrees with various commitment elements, where
one indicates 'strongly disagree' and 7 indicates 'strongly agree'. These items consist
of statements such as “| feel a strong sense of belonging to...” (Affective commitment),
“It would be very hard for me to leave right now, even if | wanted to” (Continuance
commitment) and “l do not feel any obligation to remain with...” (Normative

commitment).

Allen and Meyer (1997) state that the overall reliability of this scale exceeds an a of
0.70, and the construct validity is confirmed through correlations with other variables,
such as personality, demographics and job involvement. Furthermore, they found that
0.85) for affective
0.73) for normative

internal consistencies vary for each dimension, where (a

commitment, (a = 0.79) for continuance commitment and (a
commitment. This indicates that the OCS is a reliable measure of organisational
commitment. In this study, the scale was found to have a reliability coefficient of (a =
0.87).

3.5.4. Utrecht work engagement scale

The third scale that was used to measure the EE variable was the Utrecht Work
Engagement Scale (UWES). The UWES was developed by Schaufeli et al. (2006) and

31

https://uwcscholar.uwc.ac.za/lhome



includes the three dimensions of work engagement — vigour, dedication and
absorption - on a seven-point Likert scale, where 1 is 'strongly disagree', and 7 is

'strongly agree'.

In this study, the UWES-9 was used, which measures only 9 items. These items
contain statements such as “At work | feel bursting with energy” (Vigour), “My job
inspires me” (Dedication) and “I can continue working for very long periods at a time”
(Absorption). Studies have indicated that this scale has proven to provide good internal
consistency, with vigour indicating (a = 0.72), dedication (a = 0.84) and absorption (a
= 0.77) (Schaufeli et al., 2006). In another study conducted by Heyns et al. (2021), it
was found that vigour had (a = 0.85), dedication had (a = 0.82), and absorption was
slightly lower with (a = 0.67). In this study, the scale was found to have a reliability
coefficient of (a = 0.92).

3.5.5. Organisational effectiveness scale

The fourth scale used to measure OE was the 13-item scale developed by Gold et al.
(2001). This scale has been widely used across various organisations, measuring the
organisational climate through elements such as knowledge management, trust and
commitment among people within the organisation, adherence to ethical standards
and compliance with the law. The items are measured on a seven-point Likert scale,
with 13 items, where 1 is 'strongly disagree', and 7 is 'strongly agree'. The scale
consists of statements such as “My workplace improves its ability to identify new
business opportunities” (Innovativeness), “My workplace improves its ability to adapt
quickly to unanticipated changes” (Adaptability) and “My workplace improves its ability

to streamline its internal processes” (Efficiency).

Previous studies have generally indicated that the scale has high internal consistency,
with a Cronbach’s alpha of above (a = 0.80) and other studies indicating a Cronbach’s
alpha of between (a = 0.78) and (a = 0.92) (Gold et al., 2001). In this study, the scale

was found to have a reliability coefficient of (a = 0.98).
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3.6. Data Collection Procedure

Before conducting the research, the researcher applied for and obtained ethical
clearance from the Humanities and Social Science Research Ethics Committee
(HSSREC) from the University of the Western Cape (Approval No: HS23/4/28). The
researcher also obtained permission to collect data from the participants within the
organisation from the organisation's Managing Director. All of these were critical steps
in the research process, as they protected the participants. Data gathering was
conducted responsibly to ensure that the research would not cause harm to the
participants or the researcher. The questionnaire was emailed by the company’s
Human Resources Department on behalf of the researcher and contained a link to
complete the questionnaire on Google Forms. The participants were given one month
to complete the questionnaire. However, during data collection, the rate of responses
was slow due to an ongoing wage dispute in the production team. This resulted in the

data gathering timeframe spanning three months.

3.7. Data Analysis Techniques

The gathered responses were consolidated into a single Excel file upon completion of
data collection. To determine the connection between the variables, the data were
analysed using SPSS (Statistical Package for the Social Sciences) version 30.
Descriptive statistics, reliability analysis and correlational analysis were employed to
examine the relationships between the variables. The descriptive statistics are used
to summarise the characteristics of the data, such as the mean and standard deviation
(Cassim et al., 2024). The reliability analysis is used to assess the internal consistency
of the measured instruments and ensure that the items within each construct measure
the same concept (Moshabi et al., 2024). Cronbach’s alpha is the most used
coefficient, where values above 0.70 are often considered acceptable levels of
reliability. When the reliability coefficients are high, it indicates that the items of the
scale produce consistent outcomes across various samples (Moshabi et al., 2024).
While the correlational analysis, on the other hand, assesses the relationships
between variables. Positive correlations indicate that when one variable increases, the
correlating variable also increases, while negative correlations indicate that one

variable increases and the other variable decreases (Nyathi & Oosthuizen, 2023).
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3.8. Ethical Considerations

Researchers are often faced with ethical dilemmas when collecting data for their
research (Colnerud, 2014); therefore, the researcher ensured that essential ethical

considerations were considered in the study.
3.8.1. Informed consent

Informed consent is described as a voluntary agreement to participate in a research
study, following a clear understanding of its nature (Gupta, 2013). The researcher
ensured that the participants were well-informed about the purpose of the research
through email communication sent to the organisation, and they were allowed to
consent to participate, with assistance from the Human Resources Department. The
Google form indicated the purpose of the study and that participants could withdraw

at any time.
3.8.2. Anonymity and confidentiality

The researcher allowed the participants to respond anonymously, and their responses
were kept strictly confidential. Petrova et al. (2016) emphasised the importance of
maintaining the anonymity and confidentiality of participants, and highlighted the
researchers' responsibility to establish trust with participants by protecting their
identities. The participants' responses were kept confidential, and only the researcher

had access to them via a private email address.
3.8.3. Beneficence and non-maleficence

According to Stephens and Chard (2016), beneficence involves considering the well-
being of the participants, while non-maleficence entails the avoidance of physical,
emotional, or psychological harm. The participants in this study voluntarily chose to
participate and were not coerced into taking part in the study. The researcher also

ensured that participants were aware that there were no risks or harm towards them.
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3.9. Conclusion

This chapter provided an overview of the research methodology employed in the
study. It gave details on the research design and approach, as well as the population
and the sampling techniques used. It went on to explain the data collection instruments
used, the data collection procedure followed, and the data analysis techniques used.
Lastly, it discussed the ethical considerations in the study. The results of the study will

be presented in the next chapter.
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CHAPTER 4: PRESENTATION OF RESULTS
4.1. Introduction

This chapter provides a summary of the results from the statistical analysis of the data
collected from participants, using SPSS. It will present the frequencies in the
biographical data, an analysis of the descriptive statistics, a report on the reliability of
each variable and a correlation analysis of the variables. It will also provide an analysis

of the hypotheses as stated in Chapter 2.

4.2. Descriptive Statistics of the Sample Demographics
The section below describes the participants categorised into different groups.

Table 4.1: Description of the Participants (n = 111)

Variable Category Frequency Percentage
Age 19-30 years 25 22.5%
31-39 years 24 21.6%
40-49 years 39 35.1%
50-59 years 21 18.9%
60—65 years 2 1.8%
Gender Female 64 57.7%
Male 47 42.3%
Ethnicity African (Black) 48 43.2%
Coloured 24 21.6%
Indian 7 6.3%
White 32 28.8%
Education Below Matric 4 3.6%
Degree 30 27.0%
Diploma 41 36.9%
Higher Certificate 13 11.7%
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Matric 23 20.7%
Department Administration/Support 55 49.5%
Management 16 14.4%
Production 40 36.0%
Region Cape Town 34 30.6%
Ggeberha 8 7.2%
Johannesburg 57 51.4%
Kwa-Zulu Natal 12 10.8%
Years of 0-10 years 61 55.0%
Service
11-20 years 33 29.7%
21-30 years 9 8.1%
31-40 years 8 7.2%
Job Level Entry level 20 18.0%
Executive 1 0.9%
Senior Management 18 16.2%
Skilled Professional 49 44.1%
Supervisory 23 20.7%

The table above provides demographic information for the participants in this study. In
terms of age, most participants fell within the 40—49 years age range (35.1%), followed
by participants in the 19-30 years age range (22.5%). Other participants (21.6%) were
in the 31-39 years age range, 18.9% were in the 50-59 years age range and 1.8% of
the sample were in the 60-65 years age range. The gender distribution indicates that

most respondents were female (57.7%), while males made up 42.3%.

Ethnically, most participants were African (Black), at 43.2%. White participants made
up 28.8% of the sample, 21.6% were Coloured participants, and 6.3% were Indian
participants. This indicated a diverse group of participants. The qualifications indicated
that most participants (36.9%) had a diploma, and 27% had a degree. Those with a
higher certificate made up 11.7% of the sample, while 20.7% of the participants had a

37

https://uwcscholar.uwc.ac.za/home



matric certificate and 3.6% had a certificate below matric. The department to which
each participant belonged was also analysed. The department with the most
participants was the administration/support department (49.5%). Production
accounted for 36% of the responses, and management accounted for 14.4% of the

sample.

Johannesburg had the highest concentration of participants (51.4%), followed by Cape
Town at 30.6%, Kwa-Zulu Natal at 10.8%, and the lowest number of participants in
Ggeberha (7.2%).

In terms of years of service in the organisation, more than half (55%) of the
respondents have been employed for 0-10 years. Those with 11 — 20 years of service
made up 29.7% of the sample, and 8.1% of the participants had 21 — 30 years of
service. Only a few participants (7.2%) served for 31 — 40 years. This indicated that

most of the workforce was new to the organisation.

Lastly, the job level distribution indicated that most participants (44.1%) were skilled
professionals and 20.7% were participants who operated at a supervisory level. The
entry-level participants made up 18% of the sample, senior management comprised

16.2% of the participants, and 0.9% were at the executive level.
4.2.1. Descriptive statistics

The data was also analysed through descriptive statistics to describe the variables.
Below is an analysis of the average score (M), minimum and maximum scores,

standard deviation (SD), skewness and kurtosis values.
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Table 4.2: Descriptive Statistics for the Variables (n =111)

N Minimum | Maximum | Mean Std. Skewness Kurtosis | Kurtosis
Deviation

Statistic | Statistic Statistic | Statistic | Statistic | Statistic | Std. | Statistic Std.

Error Error

Company 111 1.44 4.98 3.5925 74343 -441 | 229 194 455

culture

Employee 111 2.00 7.00 5.0631 | 1.15777 -.651 | .229 .032 455
engagement

Employee 111 2.61 6.65 4.5511 .82100 077 229 -.287 455
commitment

Organisational 111 1.00 7.00 47859 | 1.16158 -.663 | .229 639 455
effectiveness

The descriptive statistics for company culture indicate an average score of (M = 3.59),
with a minimum score of 1.44 and a maximum score of 4.98. The Likert scale for this
dimension ranges from 1 to 5, indicating that, on average, participants view the

company culture as moderately positive, although some may have mixed perceptions.

The EE scale indicates an average score of (M = 5.06). The scale also ranges from a
minimum score of 2 to a maximum score of 7. With a Likert scale of 1-7, this suggests
a high level of EE. The employee commitment scale reported an average score of (M
= 4.55), with a minimum score of 2.61 and a maximum score of 6.65. The Likert scale
ranges from 1 to 7, indicating that, on average, the participants view the organisation's

culture as strong and highly positive.

The average score for the OE scale was (M = 4.79), with a minimum score of 1 and a
maximum score of 7. The Likert scale for this dimension ranges from 1 to 7, suggesting
that most participants perceive the organisation as generally effective, with room for

improvement.

39

https://uwcscholar.uwc.ac.za/home




4.3. Reliability ltem Analysis for the Variables

Table 4.3: The Reliability Analysis Output for the Variables

Dimension Number of Items | Cronbach's Alpha
Company culture 48 987

Employee engagement 9 942

Employee commitment 23 873
Organisational 13 .980

effectiveness

Hussey et al. (2025) stated that Cronbach's alpha values above 0.70 are considered
reliable. The Denison Organisational Culture Survey, used to measure company
culture, consists of 48 items. The reliability analysis of the company culture scale

yielded a Cronbach's alpha of a = 0.99, indicating a high level of reliability.

The UWES was used to measure EE, consisting of 9 items. The reliability analysis of
the EE scale resulted in a Cronbach's alpha of (a = 0.94), which is viewed as reliable.
The OCS consists of 23 items and was used to measure employee commitment. The
reliability analysis of the employee commitment scale resulted in a Cronbach's alpha
of (a = 0.87), which is reliable.

The OE scale was used to measure participants' views on OE, comprising 13 items.
The reliability analysis of the OE scale resulted in a Cronbach's alpha of (a = 0.98),

which is regarded as reliable.

4.4. Correlation Analysis for the Variables

Cohen (1988) provides guidelines indicating the following ranges: small r = 0.10 to
0.29, medium r = 0.30 to 0.49 and large r = 0.50 to 1.0. Below are the correlation
values between the different scales, which range from .300 to .806, indicating a

medium to large relationship between the variables.
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Table 4.4: The Correlation Analysis Between the Variables (n = 111)

Company | Employee Employee Organisational

culture engagement | commitment | effectiveness
Company culture 1 .300” 3127 4707
Employee engagement .300" 1 735”7 .806™
Employee commitment 3127 735" 1 759"
Organisational effectiveness 4707 .806™ .759” 1

Note: **. Correlation is significant at the 0.01 level (2-tailed).

The following hypotheses can therefore be accepted:

H1: There is a positive, statistically significant relationship between company culture
and OE.

A significant, medium relationship exists between company culture and OE, with a
value of r=.470, p<.001

H2: There is a positive, statistically significant relationship between EE and OE.

There is a large relationship between EE and OE, with a value of r = .806, p<.001,
which indicates that there is a significant relationship that exists between the two

variables.

H3: There is a positive, statistically significant relationship between employee

commitment and OE.

A significant, large relationship exists between employee commitment and OE, with a

value of r =.759, p<.001, indicating that the proposed hypothesis is supported.

H4: There is a positive, statistically significant relationship between company culture
and EE.

The relationship between company culture and EE was analysed and reported as a
medium relationship, with a value of r = .300, p <.001, indicating a statistically

significant relationship between the variables.
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H5: There is a positive, statistically significant relationship between company culture

and employee commitment.

It was also reported that a significant, medium relationship exists between company

culture and employee commitment, with a correlation coefficient of r=.312, p <.001.

4.5. Conclusion

Chapter 4 provided a summary of the results obtained through statistical analysis. It
outlined the demographics of the participants and presented descriptive statistics for

the different variables.

It also demonstrated the internal consistency and reliability of the measurement
scales. The chapter then explored the relationships between the variables through

correlation analysis and evaluated the proposed hypotheses.

The results indicated that participants generally held positive perceptions across the
measured variables. The reliability of the scales used was confirmed to be higher than

the accepted values of reliability.

Additionally, statistically significant relationships were found between all the variables.
These results suggest that a positive organisational culture is linked to higher

engagement and commitment, which results in improved OE.
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Table 4.5: Summary of the Hypotheses

company culture and employee commitment

Hypothesis number | Hypothesis Outcome

H1 There is a positive, statistically significant relationship between Accepted
company culture and OE

H2 There is a positive, statistically significant relationship between EE Accepted
and OE

H3 There is a positive, statistically significant relationship between Accepted
employee commitment and OE

H4 There is a positive, statistically significant relationship between Accepted
company culture and EE

H5 There is a positive, statistically significant relationship between Accepted

The following chapter presents a discussion of the results, outlining the practical

implications for the manufacturing industry and Human Resource Managers. It will also

discuss the limitations of the research and provide recommendations for future

research.
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CHAPTER 5: DISCUSSION OF RESULTS, RECOMMENDATIONS FOR FUTURE
RESEARCH AND CONCLUSION

5.1. Introduction

In Chapter 4, the researcher presented the results through statistical analyses and
identified the relationships between company culture, EE, employee commitment and
OE. This chapter presents a discussion of the results, shares the study's limitations

and provides recommendations for future research.

5.2. Summary of the Study and Discussion of Results

The study aimed to analyse the relationships between company culture, EE, employee
commitment and OE in a selected manufacturing company in South Africa. The

objectives of the study were to:

e To examine the relationship between company culture and organisational
effectiveness.

e To determine the relationship between employee engagement and
organisational effectiveness.

e To establish the relationship between employee commitment and
organisational effectiveness.

e To establish the relationship between company culture and employee
engagement.

e To determine the relationship between company culture and employee

commitment.

The researcher employed a positivist approach, utilising quantitative methods, and
was able to validate the relationships between the variables through statistical
analyses. The questionnaire was distributed to participants in a manufacturing

company, with 111 participants completing it.
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5.2.1. Demographic details

The sample from this population included 111 participants, with a gender distribution
of 57.7% female and 42.3% male. Most participants were in the 40—49 age group
(35.1%), followed by the 19-30 age group (22.5%). The majority were from
administrative or support departments (49.5%), and most (51.4%) came from the
Johannesburg region. Regarding qualifications, the largest proportion (36.9%) held a
diploma, while 27% possessed a degree, indicating that more than half of the sample

had tertiary qualifications.

The sample included a range of job levels, with the majority being skilled professionals
(44.1%) and a smaller proportion at the executive level (0.9%). This accurately reflects
the manufacturing company's workforce, as most employees possess skills in various
areas. The data showed that more than half (55%) of respondents had been employed
for 0—10 years, followed by those with 11-20 years of service (29.7%). This suggests

that most of the sample had not been with the organisation for a long time.

5.2.2. Hypotheses

Hypothesis 1: There is a positive, statistically significant relationship between

company culture and OE.

Hypothesis 1 (H1) proposes that there is a positive, statistically significant correlation
between company culture and OE. The results indicate a moderate and statistically
significant relationship between the two variables (r=0.470, p <0.001). Consequently,

H1 is supported.

In a similar study conducted by Fourie (2022) in South Africa, it was revealed that a
statistically significant relationship exists between company culture and OE. This
suggests that organisations with a strong culture, shared values, and effective

communication are more likely to achieve their goals.

In the manufacturing context, a culture that supports innovation, teamwork and

accountability can contribute to improved product quality and the achievement of
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production targets (Fourie, 2022). Similarly, another study by Pillay (2018) found that
company culture correlates with employee performance and productivity. This
suggests that a supportive work environment can lead to an effective organisation,
where managerial practices promote psychological safety, clear objectives,

continuous feedback, career development and recognition (Pillay, 2018).

In a study by Mocumi (2015), it was observed that in 31 manufacturing companies,
where talent management was neglected, and the focus was solely on monitoring
performance, productivity remained low. Therefore, in a manufacturing setting, leaders
must go beyond merely monitoring performance; they should also cultivate a culture

of purpose, recognition, well-being and ongoing learning (Khumalo & Zondo, 2021).

Hypothesis 2: There is a positive, statistically significant relationship between EE and
OE.

The results of the second hypothesis (H2) testing show that there is a strong
relationship between EE and OE, with a value of (r =0.806, p<0.001), which supports
the hypothesis.

Similar results were found in Mansor et al.’s (2023) study, where they analysed the
correlation between EE and OE. Their study, which was conducted in the private
sector, revealed high correlation values between the two variables. This suggests that
when employees in the manufacturing sector are engaged, they take ownership of the

quality of production and adhere to safety standards.

Conversely, Van Wingerden et al. (2018) carried out a study from a European context,
demonstrating that EE is linked to increased productivity. This also aligns with the
Social Exchange Theory, which states that the relationship between the employee and
the organisation is based on reciprocation, where employees respond to an

organisation that supports their well-being with greater effort and productivity.

Hypothesis 3: A positive, statistically significant relationship exists between employee

commitment and OE.
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Hypothesis 3 (H3) examines whether a link exists between employee commitment and
OE. The findings reveal a significant correlation between the two variables (r = 0.759,

p < 0.001), thereby supporting hypothesis 3.

Cheche et al. (2017) found in a quantitative study conducted among various state
companies in Kenya that there was a strong positive correlation between employee
commitment and an organisation's performance. This is supported by the Social
Exchange Theory, which proposes that employees who operate in a supportive

environment reciprocate by being committed to the organisation.

Similarly, another study conducted by Els et al. (2021) found that employee
commitment was higher in conjunction with an improved quality of work life. In the

manufacturing context, adopting employee-centred practices leads to OE.

Hypothesis 4: There is a positive, statistically significant relationship between

company culture and EE.

Hypothesis 4 (H4) states that there is a relationship between company culture and EE,
reporting a medium relationship with a value of (r =0.300, p <0.001), which indicates

a statistically significant relationship between the variables.

This finding is similar to one reported in a European study by Abduraimi et al. (2019),
who discovered that company culture significantly predicted EE. Furthermore, a study
conducted in a Malaysian manufacturing firm identified positive and significant
relationships between company culture and EE (Alias et al., 2022). This suggests that
fostering a positive company culture can enhance EE, and manufacturing leaders who
cultivate a culture of trust tend to achieve better performance and efficiency (Alias et
al., 2022).

Hypothesis 5: There exists a positive, statistically significant correlation between

company culture and employee commitment.

Hypothesis 5 (H5) suggests that a moderate, significant relationship exists between
company culture and employee commitment, with a correlation of (r=0.312, p<0.001).

Therefore, H5 is accepted.
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These findings support Aranki et al.’s (2019) conclusion that a positive relationship
exists between company culture and employee commitment. Although the study was
conducted in a different industry, the correlation between the two variables supported
this hypothesis. When leaders foster a culture characterised by open communication,
inclusion and teamwork, they are more likely to feel connected to the organisation's
goals. According to a study by Mitonga-Monga et al. (2023), this commitment leads to

reduced absenteeism, lower turnover and higher adherence to quality standards.

5.3. Practical Implications for the Manufacturing Industry

The current study examined the relationships between company culture, EE,
employee commitment and OE. The results showed positive, statistically significant
correlations. They suggest that when organisations foster a positive company culture,
it is most likely that EE, employee commitment and OE will improve (Hisa et al., 2024).
The relationship between EE and OE showed the strongest correlation (r = 0.806, p <
0.001), followed by the relationship between employee commitment and OE (r=0.759,
p <0.001).

The findings also indicate that enhancing EE and strengthening employee
commitment can lead to a more effective organisation. Cheche et al. (2017) stated
that when employees are engaged and committed, their efficiency levels increase,

resulting in an effective organisation.

In the manufacturing industry, a clearly defined company culture not only promotes
EE and commitment but also enhances OE. According to Abeje and Luo (2023), the
manufacturing sector requires strict adherence to policies and procedures, including
those related to safety and quality control. When employees are engaged, there is a
higher likelihood that they will produce high-quality products, leading to a more
effective organisation. Manufacturing companies also have the responsibility to
sustain employee commitment. When manufacturing staff are committed, they are
more likely to stay with the organisation, preserving essential manufacturing
knowledge and skills. Mitonga-Monga et al. (2023) agreed with this, stating that it
ultimately enables a manufacturing company to be effective and remain competitive in

the industry.
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5.4. Practical Implications for Human Resource Managers

In today’s fast-paced environment, organisations need to remain effective. While there
are many measures of OE, company culture, EE, and employee commitment are
typical people-related measures that organisations can use to assess their efficacy.
This study indicates that existing relationships exist between company culture, EE,
employee commitment and OE, thus highlighting the role that Human Resource
Management (HRM) should play in encouraging a positive culture, while ensuring that
employees are engaged and committed, thereby enhancing the organisation's

effectiveness.

One of the key findings of this study was the role that culture plays in engagement,
commitment and effectiveness. HRM has the responsibility to drive the culture, while
fostering trust and communication and ensuring that employees are recognised for the
behaviours that align with the company values (Phaladi, 2022). According to Phaladi
(2022), HRM should focus on designing and implementing HR practices that align with
the company's culture and are reinforced in daily HR operations, such as talent
acquisition and performance management. This can ensure that the accepted

behaviours are followed and rewarded.

5.5. Limitations of the Study

It is essential to identify the limitations of a study to evaluate areas for improvement
and to inform future research. The first limitation of this study was the sample of 111
participants in the organisation. This number may not have fully represented the
organisational population of approximately 217 employees. Therefore, this limited
generalisation applied to the manufacturing industry. Additionally, the study could have
yielded generalisable findings if it had been conducted across various organisations
in the manufacturing industry, with a larger sample. Another limitation of this study was
that it used cross-sectional data, where responses were collected at a single point in

time. This limited the researcher’s ability to observe changes in perceptions over time.
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Lastly, the quantitative nature of the study may have limited the participants’ views. A
qualitative study may have facilitated a deeper understanding of participant

perceptions and provided more insight into the relationships between the variables.

5.6. Recommendations for Future Research

There are opportunities for other researchers to expand on the current study,
particularly in the manufacturing sector within the South African context, as there is
limited empirical literature available on this topic. Future studies can explore similar
variables across different types of manufacturing companies to improve
generalisability to the manufacturing population. Secondly, future researchers can
utilise refined measurement scales to minimise the potential for overlapping items that

may be measuring the same or similar concepts.

Another recommendation for future research would be to include mediating variables,
which could not only focus on the relationships between the variables but also allow
the researcher to investigate further and obtain meaningful insights into these
relationships. This could also assist researchers in providing practical

recommendations to organisations in the manufacturing sector.

5.7. Conclusion

This study examined the influence of company culture on EE, employee commitment
and OE within a selected manufacturing company in South Africa. The quantitative
analysis confirmed that all the hypotheses were statistically significant, indicating that
company culture plays a critical role in shaping EE and commitment, which in turn
contributes to the organisation’s overall effectiveness. The findings supported
previous studies that suggest that when employees experience a supportive,
communicative and trust-based culture, they are more likely to display higher levels of

engagement and commitment, ultimately leading to an effective organisation.

The study contributed to the growing body of South African research on OE by

providing empirical evidence from the manufacturing sector context. The use of the
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Social Exchange Theory (SET) offered a solid explanatory foundation for

understanding the reciprocal relationship between the organisation and its employees.

In conclusion, this study demonstrated that OE is a multidimensional concept, driven
by company culture, EE and employee commitment. For South African manufacturing
organisations, these findings emphasised the importance of people-oriented cultural
and strategic interventions that reinforce employee relationships and ensure

sustainable organisational success.
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ANNEXURE A: Informed consent letter

Dear Participant,

You are invited to take part in a research study titled, “The influence of company
culture on employee engagement, employee commitment and organisational
effectiveness in a selected manufacturing company in South Africa.” This study is
being conducted by Sivuyisiwe Nondala, a student from the University of the Western

Cape, in the Industrial Psychology Department.

The purpose of this study is to understand the impact that company culture has on
employee engagement, employee commitment and ultimately, organisational

effectiveness.

In this study, you will be required to answer a questionnaire, which should take 35 —
45 minutes to complete. Please note that participation in this study is voluntary and

you are free to withdraw from it at any time.

Please note that the responses shared in this questionnaire will be strictly confidential
and will be answered anonymously. By completing this questionnaire, you are

consenting to participating in the study. Your participation is appreciated.

Declaration:
| confirm that | understand the purpose of this research study. | consent to taking part in this

study and | understand that my responses will remain anonymous.

Please tick in the box below:

YES
NO
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ANNEXURE B: Questionnaire

1. BIOGRAPHICAL QUESTIONS

Please tick the appropriate option

1.1. What is your age?

19 — 30 years

31— 39 years
40 — 49 years
50 — 59 years
60 — 65 years

1.2. What is your gender?

Male

Female

Prefer not to say

1.3. What is your ethnicity?

White
African (Black)

Coloured

Indian

Asian/Chinese
Other

Prefer not to say

https://uwcscholar.uwc.ac.za/home
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1.4. What is your highest educational qualification?

Matric

Higher Certificate

Diploma

Degree

1.5. Which department do you currently work under?

Administration/Support

Production

Management

1.6. How many years of service do you currently have?

0—10years

11 - 20 years
21 - 30 years
31 —40 years
41 — 45 years

1.7. What is your current job level?

Entry level

Skilled professional

Supervisory

Senior Management

Executive

https://uwcscholar.uwc.ac.za/home
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2. THE DENISON ORGANISATIONAL CULTURE SURVEY

Please answer the below statements by indicating the extent to which you agree or

disagree.

1 2 3 4 5

Strongly disagree | Disagree Neither agree nor | Agree Strongly agree

disagree

Strongly | Disagree Neither Agree Strongly
disagree agree nor agree

Statement disagree

1. Decisions are usually made
at the level where the best
information is available

2. Information is widely shared
so that everyone can get the
information he or she needs
when it's needed.

3. Everyone believes that he or
she can have a positive
impact.

4. Business planning is
ongoing and involves
everyone in the process to
some degree.

5. Cooperation across different
parts of the organisation is

actively encouraged.

6. People work like they are

part of a team

7. Teamwork is used to get
work done, rather than

hierarchy.
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Statement

10.

1.

12.

13.

14.

15.

16.

17.

Work is organised so that
each person can see the
relationship between his or
her job and the goals of the

organisation.

Authority is delegated so that

people can act on their own.

The ‘bench strength’
(capability of people) is
constantly improving.

There is continuous
investment in the skills of

employees.

The capabilities of people are
viewed as an important
source of competitive

advantage.

The leaders and managers

“practice what they preach”.

There is clear and consistent
set of values that governs the

way we do business.

When people ignore our core
values, they are held

accountable.

There is an ethical code that
guides our behaviour and

tells us right from wrong.

When disagreements occur,
we work hard to achieve

“win-win” solutions.

Strongly

disagree

Disagree

Neither
agree nor

disagree

https://uwcscholar.uwc.ac.za/home
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Statement
18. There is a clearly defined
culture.
19.1t is easy to reach

20.

21.

22,

23.

24,

25.

26.

27.

28.

consensus, even on difficult

issues.

There is a clear agreement
about the right way and the

wrong way to do things.

Our approach to doing
business is very consistent

and predictable.

People from different parts of
the organisation share a

common perspective.

It is easy to coordinate
projects across different

parts of the organisation.

There is good alignment of

goals across levels.

The way things are done is
very flexible and easy to
change.

We respond well to
competitors and other
changes in the business

environment.

New improved ways to do

work are continually adopted.

Different parts of the
organisation often cooperate

to create change.

Strongly

disagree

Disagree

Neither
agree nor

disagree
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29.

30

31.

32.

33.

34.

35.

Statement

Customer comments and
recommendations often lead

to changes.

.Customer input directly

influences our decisions.

All members have a deep
understanding of customer

wants and needs.

We encourage direct contact
with customers by our

people.

We view failure as an
opportunity for learning and

improvement.

Innovation and risk-taking
are encouraged and

rewarded.
Learning is an important
objective in our day-to-day

work.

36.We make certain that

37.

38.

everyone is informed about
what is going on across the

organisation.

There is a long-term purpose

and direction.

Our strategy leads other
organisations to change the
way they compete in the

industry.

Strongly

disagree

Disagree

Neither
agree nor

disagree
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Statement
39. There is a clear mission that
gives meaning and direction
to our work.
40. There is a clear strategy for
the future.
41. There is widespread

42,

43.

44,

45.

46.

47.

48.

agreement about goals.

Leaders set goals that are

ambitious, but realistic.

The leadership has “gone on
record” about the objectives

we are trying to meet.

We continuously track our
progress against our stated

goals.

We have a shared vision of
what the organisation will be

like in the future

Leaders have a long term
view point
Our vision creates

excitement and motivation

for our employees.

We are able to meet short-
term demands without
compromising our long term

vision.

Strongly

disagree

Disagree

Neither
agree nor

disagree
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3. THE UTRECHT WORK ENGAGEMENT SCALE (UWES)

Please answer the below statements by indicating the extent to which you agree or

disagree.

1 2

3

4

5

6

7

Strongly
agree

Moderately
agree

Slightly agree

Neither agree
or disagree

Slightly
disagree

Moderately
disagree

Strongly
disagree

Statement

1.

2,

Strongly
agree

At my

work, | feel

bursting

with

energy

At my job, |

feel strong

and

vigorous

When | get
up in the
morning, |
feel like
going to
work

| can
continue
working for
very long
periods at

a time

Moderatel
y agree

Slightly
agree

Neither
agree or
disagree

Slightly
disagree
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5. Atmy job, |
am very
resilient,

mentally

Statement

6. At my work
| always
persevere,
even when
things do

not go well

7. |find the
work that |
do full of
meaning
and

purpose

8. lam
enthusiasti
¢ about my
job

9. My job
inspires

me

Moderatel
y agree

Strongly
agree

Slightly
agree

Neither
agree or
disagree

Slightly
disagree
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4. THE ORGANISATIONAL COMMITMENT SCALE (OCS)

Please answer the below statements by indicating the extent to which you agree or

disagree.
1 2 3 4 5 6 7

Strongly Moderately | Slightly agree | Neither agree Slightly Moderately Strongly
agree agree or disagree disagree disagree disagree
Statement Strongly | Moderate | Slightly Neither | Slightly = Moderate | Strongl

agree ly agree agree agree or | disagre ly y
disagree e disagree | disagre

e

AFFECTIVE ORGANISATIONAL COMMITMENT

1. | do not feel like
part of a family
at this

organisation

2. | feel emotionally
attached to this

organisation

3. Working at this
organisation has
a great deal of
personal meanin

g for me

4. |feel a strong
sense of
belonging to this
organisation

5. This
organisation

does not
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10.

deserve my
loyalty

Strongly
agree

Statement

| am proud to tell
others that |
work at this

organisation

| would be
happy to work at
this organisation

until | retire

| really feel that
any problems
faced by this
organisation are
also my
problems

| enjoy
discussing this
organisation
with people

outside of it

Moderate
ly agree

Slightly
agree

Neither
agree or
disagree

Slightly | Moderate
disagre ly
e disagree

CONTINUANCE ORGANISATIONAL COMMITMENT

| am not
concerned about
what might
happen if | left
this organisation

without having
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1.

12.

13.

14.

15.

another position

lined up

It would be very
hard for me to
leave this
organisation
right now, even if

| wanted to

Too much in my
life would be
disrupted if |
decided |
wanted to leave
this organisation

now

It wouldn’t be
too costly for me
to leave this
organisation

now

Right now,
staying with this
organisation is a
matter of

necessity

One of the few,
serious
consequences
of leaving this
organisation
would be the

scarcity of
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16.

17.

18.

19.

20.

available

alternatives

One of the
reasons |
continue to work
for this
organisation is
that leaving
would require
considerable

sacrifice

Statement

| do not feel any
obligation to
remain with this

organisation

Even if it were to
my advantage, |
do not feel it
would be right to
leave this

organisation

| would feel
guilty if | left this
organisation
now

This

organisation

Strongly | Moderate | Slightly Neither | Slightly | Moderate

agree ly agree agree agree or | disagre
disagree e

NORMATIVE ORGANISATIONAL COMMITMENT
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deserves my

loyalty

21.

It would be
wrong to leave
this organisation
right now
because of my
obligation to the

people in it

22,

| owe a great
deal to this

organisation

23.

| do not feel any
obligation to
remain with this

organisation
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4. ORGANISATIONAL EFFECTIVENESS

Please answer the below statements by indicating the extent to which you agree or

disagree.

1 2 3 4 5 6 7

Strongly Moderately | Slightly agree | Neither agree Slightly Moderately Strongly
agree agree or disagree disagree disagree disagree

Strongly | Moderate | Slightly Neither Slightly | Moderate | Strongly
agree ly agree agree agree or | disagree ly disagree

Statement disagree disagree

1. My workplace
improves its
ability to identify
new business

opportunities

2. My workplace
improves its
ability to
coordinate the
development
efforts of

different units

3. My workplace
improves its
ability to
anticipate
potential market
opportunities for
new
products/servic

es
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Statement Strongly
agree

. My workplace
improves its
ability to adapt
quickly to
unanticipated

changes

. My workplace
improves its
ability to
anticipate
surprise and

crises

. My workplace
improves its
ability to quickly
adapt its goals
and objectives
to industry or

market

. My workplace
improves its
ability to
decrease
market

response time

. My workplace
improves its
ability to react
to new

information

Moderate | Slightly Neither Slightly
ly agree agree agree or disagree
disagree

https://uwcscholar.uwc.ac.za/home
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about the

industry
9. My workplace

improves its
ability to be
responsive to
new market

demands

10.My workplace
improves its
ability to avoid
overlapping
development of
corporate
initiatives

11.My workplace
improves its
ability to
streamlines its
internal

processes

12.My workplace
improves its
ability to reduce
redundancy of
information and
knowledge

13.My workplace
improves its
ability to identify
new business

opportunities
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Thank you for your participation and time in this study!
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