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ABSTRACT

Since 2000, local municipalities have been throagbrocess of transformation
which amalgamated a number of smaller local mualiips into larger
municipalities. The amalgamation of a number ohraipalities brings together
an array of people, and therefore a myriad of degdional cultures are
combined. The organisational culture of an orgetios has an effect on the
organisational commitment of its employee’s. Alfgtween the organisational
culture and the employees will increase the orgdioisal commitment of those
employees and contribute towards improved serviedéivety. A survey
conducted in South Africa indicated that the localnicipalities have been
delivering poor standards of service to the comtyutierefore there is a need to
increase the service delivery within local munitifges. The importance of
looking at the organisational commitment of a logalnicipality is because if
there is commitment within the organisation, thempyees will identify with
their organisation and its goals, and will delitiee service more effectively and
efficiently. Therefore, increasing the serviedivkry of local municipalities can
be achieved through diagnosing the organisatiasralnsitment and organisational

culture of employees within the selected munictgali

The primary objective of this research was theeetor diagnose the relationship
between organisational culture and the organisatioommitment of employees
at the selected municipality. In order to achi¢lis objective, a survey was
conducted to canvas the opinions of respondents 1M8) from the selected local
municipality regarding their perceptions of the stixig organisational culture,
their preferences regarding the organisational ucaltwithin the selected

municipality, and finally the organisational commént.

The main findings of this research conducted aelacsed municipality can be
summarised as follows:
* The dominant existing organisational culture is plwsver culture, while the

dominant preferred organisational culture is thgpsut culture;



* There is an organisational culture gap betweenetkisting and preferred
organisational cultures at the selected municigalit

* The dominant organisational commitment within tieéested municipality is
normative commitment;

* The findings pertaining to the relationship betweeganisational culture and
organisational commitment of employees within takested municipality can
be stated as follows:

0 The existing organisational cultures have significaffects on the
organisational commitment of employees;

o0 The preferred organisational cultures do not hayeifecant effects on
the organisational commitment of employees; and

o0 The organisational culture gap does not have afgignt effect on the
organisational commitment of employees;

» The findings pertaining to the relationship betw#es biographical variables
and the existing and preferred organisational oejtuorganisational
commitment and the organisational culture gap eastated as follows:

o There is no significant relationship between bipbieal variables and
the existing organisational culture;

o There are significant relationships between th@taiphical variables,
namely the departments in which respondents warit,the education
level of respondents, and the preferred organisaticulture;

o0 There are significant relationships between theraiphical variables
and organisational commitment; and

o0 The average organisational culture gap scores @fotiganisational

culture scales for the biographical variables ageificantly different.

It can be concluded that organisational culture aasignificant effect on the
organisational commitment of employees within tledested municipality and

therefore can affect the service delivery of tHeced municipality.
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CHAPTER 1
INTRODUCTION

1.1 INTRODUCTION AND PROBLEM STATEMENT

South Africa is a constitutional democracy that haghree-tier system of
government, with an independent judiciary (Big MedPublishers (Pty) Ltd,

2006a). The three-tier system involves the natjgravincial and local levels of

government, and each sphere is separated withvitsppwers and functions, and
even though some of these may overlap, they eagh their own legislative and
executive authority in their own spheres (Big MeBiglishers (Pty) Ltd, 2006a;
Delivery, 2006: 2).

The Constitution describes the national, provinaiad local levels of government
as "distinctive, interdependent and interrelate@bvernment Gazette, 1996).
Within the local level of government are the logalnicipalities which govern on

a four-year term basis and run local affairs subjecnational and provincial

legislation (Big Media Publishers (Pty) Ltd, 2006bYhe provincial legislation

may not hinder a municipality's right to exercide powers or perform its

functions. A stated intention in the Constitutisrthat the country should be run
on a system of co-operative governance betweenthiee spheres, and the
national and provincial government must support sinengthen the capacity of
municipalities to manage their own affairs (Big NMedublishers (Pty) Ltd,

2006b; Government Gazette, 1996).

For the purposes of this research the focus withibéhe local municipal level. A
local municipality in the Eastern Cape was seletbedhis research because the
top management of the selected local municipaldyised the researcher that
there was a need for the research to be conductethea municipality.
Management was concerned about the organisatianaire of the selected
municipality because this affects the organisaticoanmitment and productivity

which, in turn, negatively affects the service dedy within the selected



municipality. The selected Eastern Cape local wipality was also in the

proximity of where the researcher is currently ctetipg her degree.

South African local government has undergone t@ansition since 2000, with
much of the change having been implemented to cortee imbalances,
inequities and disparities within the local comnti@si as a result of Apartheid
(Williams, 2006: 8). This transformation has amaatgted many of the urban and
rural municipalities into new, larger local ent#jewhere more people and
communities are governed under fewer, larger estitivhich have greater judicial
boundaries (Planact, 2001: 4). The justificatiemibd the amalgamation was to
establish municipalities that were more financiallgble because the tax base of
these structures would be more solid. The bringogether of a number of
municipalities also brings together an array ofpgtepand therefore a myriad of
cultures are combined and this affects the comnmtnoé employees working
within these municipalities, due to potential canfl between groups as priorities
shift (Planact, 2001).

Change has also been motivated by national govertsmealisation that there is
a need to modernise all spheres of government i@, 2006: 8). Part of this
transformation process at the local governmentlléas been to ensure that
municipalities put people first, therefore becomingpre responsive to the
communities’ needs and ensuring a sustainable mairservice delivery to the
people within the local communities (South Africdmocal Government
Association, 2003: 3; Williams, 2006: 8). Localvgonment is required to work
with local communities in order to find sustainamays to meet the needs of
people and improve the quality of their lives (So#tfrican Local Government
Association, 2003: 3).

The White Paper on the Transformation of the Pullervice (Government
Gazette, 1995) and the White Paper on TransforrRinglic Service Delivery
(Government Gazette, 1997) hold the guiding prilesipcalled the Batho Pele

principles, for this transformation of local mumalities (Williams, 2006: 9-10).



Municipalities are constitutionally responsible ftire delivery of a range of
services to the community in an effective and affic manner, which is why local
municipalities are largely understood in terms efvie delivery (Nyalunga,

2006: 17). A core concern of local municipalitiess thus service delivery

(Nyalunga, 2006: 18). The local government hadituied the Batho Pele

principles, which focuses on service delivery wiik intention of “putting people

first”, and therefore, it is important for this eesch to analyse local municipalities
(South African Government Online, 2007).

In the State of the Nation Address held on the Briray 2006, Thabo Mbeki
(2006) stated that only 45% of South African citigebelieve that the local
government is performing well. Markinor (2007) cars with Thabo Mbeki, and
through the use of a survey, it was found thathef three levels of government,
South African citizens consistently rate the parfance of local municipalities
the lowest. Mbeki (2006) continued to assert Batith Africans expect that the
South African local government “discharges its oesbilities effectively and

efficiently, honouring the precepts of Batho Pelelt is thus important for

research to be conducted at the local governmemst, len order to increase the
service delivery of the local municipalities.

Improving the service delivery of local municipadi& can be achieved through
investigating the organisational commitment and aorgational culture of
employees within the selected municipality (Greeghd996; Robbins, 1993).
The importance of looking at the organisational pomment of a local
municipality is that if there is commitment withithe organisation, then
employees will identify with their organisation aitd goals, and will deliver the
service more effectively and efficiently (Greenhet§96; Robbins, 1993). It is
also important to look at the organisational c@tof the selected municipality
because the organisational culture affects the aoment of employees, which in
turn affects the service delivery of the municipal{Clugston, Howell and
Dorfman, 2000: 6; Rowe, Mason, Dickel, Mann and ket 1994: 477).



Organisational culture can be viewed as the unipatern of shared values,
norms, attitudes, beliefs, rituals, socialisatierpectations, and assumptions of
the employees in the organisation (Hellriegel, 8aok Slocum, Staude, Amos,
Klopper, Louw and Oosthuizen, 2004: 357; O’Reiliyhatman and Caldwell,
1991: 491; Roweet al., 1994: 472; Schein, 1992: 52). As such, organisatio
culture could be equated with the “personality’tleé organisation, depicting the
manner in which employees behave when they arebeioig told what to do
(Hellriegelet al.,2004: 357).

Organisational culture classifications have beeareltped in order to assist in the
understanding and analysis of organisational cellturd such frameworks include
those by Deal and Kennedy (1982: 107-127); Harr{d®@72: 121-123); Harison
and Stokes (1992); Hellrieget al. (2004: 365-368); Rowet al. (1994: 474); and

Schein (1992). For the purpose of this reseatwh Harrison and Stokes (1992)
conceptual framework for organisational culturelvide used to classify the

different types of culture within the selected nuijpality.

Roweet al. (1994: 91) assert that there is often a gap betviee existing and
preferred organisational cultures, so thereforis itmportant to assess whether
there is an organisational cultural gap within sieéected local municipality. The
Harrison and Stokes (1992) questionnaire enablgmnisations to identify
whether or not that gap is present. An organisati@ulture gap exists in an
organisation when there is a difference between doeninant, existing
organisational culture type, and the preferredesiréd cultural type (Bourantas
and Papalexandris, 1992: 5). Nazir (2005: 41pst#tat although some research
on assessing this gap in an organisation’s cuttarebeen conducted, research is

still limited.

According to Clugstoret al. (2000: 22), Rowet al. (1994: 92) and Wasti (2003:
304), organisational culture has an effect on dsgional commitment,
influencing the effectiveness and efficiency of amigations. Based on the

aforementioned, it therefore appears that orgdnisatculture plays an important



role in promoting organisational success, which @y be achieved by
developing an appropriate organisational cultufigherefore, the importance of
assessing the organisational culture of the seleuntaicipality comes to the fore.
McKinnon, Harrison, Chow and Wu (2003: 26) statat there has been empirical
research conducted on organisational culture agdnesational commitment, yet
there has been little to provide evidential suppbrthe effect that organisational

culture has on organisational commitment.

Figure 1.1 provides the framework that will be usden discussing the literature

with regards to organisational culture and orgdieal commitment.

As is shown in Figure 1.1, this research lookshat ¢ffects of organisational
culture on the organisational commitment of empésywithin the selected local

municipality.

Organisational commitment can be defined from tveospectives, behavioural
commitment and attitudinal commitment (Meyer andleA] 1991: 62).
Behavioural commitment focuses on the processeshigh employees become
part of a specific organisation and their apprdprizehaviour (Meyer and Allen,
1991: 62). Attitudinal commitment, on the othentiafocuses on the processes
by which employees come to think about their relahips with their
organisation, and the extent to which their goald @alues are congruent with
those of the organisation (Meyer and Allen, 199). 6The attitudinal perspective
will be the basis of organisational commitmenthistresearch and is accordingly
defined as the psychological strength of an indizldemployee’s attachment to
and involvement with the organisation (Lahiry, 1988; Mowdayet al., 1979:
226; Rashid, Sambasivan, and Johari, 2003: 718)committed employee is
inclined to stay with the organisation, regardle$svhether the circumstances
affecting the organisation are favourable or unéa&ble (Allen and Meyer, 1990:
1).



Figure 1.1: Framework for understanding organisaticmmal culture and

organisational commitment

Macro culture

* Society
* Industry
* Organisational

Organisational cultures Types of culture
» Shared assumptions » Power orientation
* Shared values * Role orientation
» Shared socialisation and norms » Achievement
0 Shared symbols orientation
o Shared language » Support orientation
o Shared narratives
o Shared practices

A 4

Influences on Organisational
Commitment

» Affective commitment
« Continuance commitment
* Normative commitment

Feedback (positive and negatiw‘

<

Source: Researcher’s own construction adapted fteliniegelet al. (2004: 364) and based on the
work of Harrison and Stokes (1992) and Allen and/&t€1990).

In this research, organisational commitment willscalbe treated as a
multidimensional construct, where three componesftsccommitment will be
investigated, namely affective commitment, contimae commitment, and

normative commitment (Allen and Meyer, 1990; Megad Allen, 1991).



It is important to measure the levels of organ@®l commitment within the
selected local municipality, as committed employeéksbe inclined to be more
efficient and effective in their service delivermaking sacrifices for the
organisation in order for it to thrive (GreenbergdaBaron, 2003: 162). Lahiry
(1994: 51) further confirms that employee commitirteas an effect on how well
the organisation performs and delivers its serviegsl that organisational

commitment can be strengthened by changing thenma@on’s culture.

The selected municipality has been through a psoédransformation, during

which different organisational cultures have hadotomerged into a common
organisational culture (Planact, 2001: 4). Fos théason, the diagnosing of
organisational culture within the selected munitipas important because, as
stated previously, the organisational culture céfect the level of employee

commitment on the transformed organisation (Lahi894: 51). Furthermore, it
is important to assess the level of employee comant within the selected
municipality as committed employees will be incline® be more involved with

customers and the community, thereby improving dskevice delivery of the

municipality (Greenberg and Baron, 2003: 163).

Consequently, the problem statement of this rebearan be stated as:
determining the influence of organisational cultareorganisational commitment

at a selected local municipality.

1.2 RESEARCH PURPOSE, OBJECTIVES AND HYPOTHESES

To give effect to the problem statement, the primpurpose of this survey
research was to examine the influence of organisaticulture on organisational
commitment within a selected municipality. It wasstulated that organisational
culture and the level of commitment, in turn, imfhice service delivery. To

achieve the purpose of this research, the followinigctives have been stated:



To identify the profile of the existing and prefedrorganisational cultures,
namely power, role, achievement and support, witttie selected
municipality;

To ascertain the gap between the existing and mpeefeorganisational
cultures, namely power, role, achievement and suipwithin the selected
municipality;

To identify the profile of the organisational contment, namely
affective, continuance and normative, within thiesed municipality;

To gauge the extent to which the existing and prefe organisational
cultures influence organisational commitment withthe selected
municipality;

To gauge the extent to which the organisationaiucellgap (difference
between existing and preferred organisational ocejtunfluences the
organisational commitment within the selected lonahicipality;

To investigate the relationship between biograghieariables and
organisational culture, organisational commitmemd #éhe organisational

culture gap.

To give effect to the research objectives, threés s& hypotheses were

formulated, which are graphically illustrated irgéie 1.2.

More specifically, the following three sets of hyjpeses were stated, namely:

First set of hypotheses: The difference between theexisting

organisational culture and the preferred organisatbnal culture

Ho11:  The average gap scores between the existing isegeomal culture

scales and the preferred organisational culturdescare not

significantly different.



Ha1:  The average gap scores between the existing isegaomal culture

scales and the preferred organisational culturelescdave

significant differences

Figure 1.2: Theoretical framework and hypotheses

Organisational culture

« Power culture

¢ Role culture

* Achievement culture
e Support culture

aar

Existing
organisational

culture  }
Ho 21

Possible

Preferred

Biographical details

organisational

Ho 3.2
culture

Ho 3.4

Ho 2.2

Ho 3.1 Ho 23

* Age

* Department

¢ Disability

* Education level

* Field/Office
worker

¢ Gender

* Post level

¢ Service

Hoss | ¢ Supervisor status

¢ Town of work

Organisations
Commitmen

» Affective commitment

» Continuance
commitment

* Normative commitment

Source: Researcher’s own construction based om Alhel Meyer (1990); Harrison (1972); and

Louw and Boshoff (2006).

* Second set of hypotheses: The influence of orgaai®nal culture on

organisational commitment

Ho21  There is no statistically significant linear ad@ship between the

existing organisational culture and organisati@zhmitment.

Ha2:  There is a statistically significant linear ratauship between the

existing organisational culture and organisati@zhmitment.

Ho22  There is no statistically significant linear &d@ship between the

preferred organisational culture and organisaticoaimitment.
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Ha2s  There is a statistically significant linear rabaiship between the

preferred organisational culture and organisaticoaimitment.

Ho23  There is no statistically significant linearatbnship between the
organisational culture gap (difference between texjs and

preferred organisational culture) and organisatiooenmitment.

Ha23  There is a statistically significant linear rataiship between the
organisational culture gap (difference between tigs and

preferred organisational culture) and organisatiooenmitment.

» Third set of hypotheses: The biographical details

Ho3 There are no statistically significant relatiopsh between the
biographical variables and the:
Ho 3.2 EXxisting organisational culture;
Ho 32 Preferred organisational culture; and

Ho 33 Organisational commitment.

Ha3z There are statistically significant relationshipbetween the
biographical variables and the:
Has: Existing organisational culture;
Hasz Preferred organisational culture; and

Has3 Organisational commitment.

Ho 34 The average organisational culture gap scordgleobrganisational
culture scales for the biographical variables apé significantly
different.
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Ha 34 The average organisational culture gap scorakeobrganisational
culture scales for the biographical variables argniicantly

different.

1.3 RESEARCH DESIGN AND METHODOLOGY

In order to determine whether organisational celtuas a statistically significant
influence on the organisational commitment withire tselected municipality, a
positivistic research paradigm was followed, due ttee research being
quantitative in nature (Remenyi, 1996). Paradigefers to the “progress of
scientific practice based on people’s philosopraesl assumptions about the
world and the nature of knowledge” and about hoseaech should be conducted
(Collis and Hussey, 2003: 46). The positivisticgoigm can also be described as
a quantitative, objectivist, scientific, experimaigt, or traditionalist research

paradigm (Collis and Hussey, 2003: 47).

In order to realise the objectives of the curresearch and to test the hypotheses,
the research strategy was divided into two mainpmments, namely primary and
secondary research. A detailed exposition of ésearch methodology followed

in this research will be discussed in chapter four.

1.3.1 Secondary sources

Secondary sources from subject disciplines of dsgdional behaviour,
organisational culture, and organisation commitmevere first consulted.
International and national data searches at the fifaary of Rhodes University
included: EBSCO HOST, BUSINESS SOURCE PREMIER, BT, relevant
abstracts and indexes, the Rhodes University catalof Rhodes theses, and the
internet. As far as could be ascertained frometltega bases, no similar research

has previously been undertaken in South Africa.
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Secondary information sources that focused on dsgtonal behaviour, with
regards to organisational culture and organisatioommitment, that were found

to be relevant to this research included:

* Government publications and books that dealt wittel municipalities
such as Averweg (2005), Delivery (2006), Governm@aiette (1995).
Also internet sites relevant to local governmemingformation and the
importance of service delivery at the local goveeninlevel, such as
Markinor (2007) and Mbeki (2006).

* Research articles, research journals and booksindeakith the
organisational culture within a selected organisatsuch as Clugstoet
al. (2000), Deal and Kennedy (1982), Harrison (19#42arrison and
Stokes (1992), Hellrieget al. (2004), and Rowet al. (1994).

* Research articles, research journals and booksindeakith the
organisational commitment of employees, for exampleen and Meyer
(1990), Greenberg (1996), Meyer and Allen (199Hslidet al. (2003).

1.3.2 Primary sources

The population of the research included employdea selected Eastern Cape
municipality. The sample size included only thesgployees who could read and
write in English, which accounted for approximate?0 employees. The
municipality contacted the researcher in ordertlier research to be conducted at
their municipality, where the researcher was gifreal permission to conduct the
research once all the managers had discussed search at their managers
meeting. Data was collected by means of a stredtguestionnaire, which was
divided into three sections. Section A includedgbaphical questions, such as
age, gender, highest level of education, departnpest level and which town the
employee currently works at for the selected Mutity. In Section B, there
were 15 statements each containing 4 sub-statemehte 4 sub-statements

reflect each of the organisational cultural typesedoped by Harrison and Stokes



13

(1992), namely power orientation, role orientatiachievement orientation and
support orientation. Respondents were requestedrtk the 4 sub-statements
according to the extent to which they agree (4 stnpoeferred) or disagree (1 =
least preferred) with each statement. Each ofetls¢gtements had to be ranked
twice, once according to how employees perceivegthiare at present (existing
culture) and second, the way the employees wokddthe culture to be (preferred

culture).

The Harrison and Stokes (1992) framework was chésetwo reasons. Firstly,

Harrison’s (1972) classification is similar to otheassifications and it suggests
four cultural orientations: (1) power orientatiof2) role orientation; (3) task

orientation and (4) person orientation. Secondlgseld on Harrison's (1972)
classification, Harrison and Stokes (1992) devadopeesearch instrument which
has subsequently been tested in South Africa by&(&997); Harmse (2001);
and Louw and Boshoff (2006).

Section C of the questionnaire, pertaining to oig@tional commitment,
consisted of 21 statements reflecting the threepmorant conceptualisation scales
of organisational commitment developed by Allen avdyer (1990) namely,
affective commitment, continuance commitment anghnadive commitment. The
21 statements were all linked to a five-point Likigpe interval scale. This
interval scaled instrument enables the researcbeperform statistical data
analysis as described below (Leedy and Ormrod, :2@8527; Cooper and
Schindler 2003: 227-228).

The Corporate Services Manager at the selectedaipatity acted as an internal
co-ordinator who ensured the questionnaires wengggr and was the person with
whom the researcher could liaise. The questioanaas administered and data
collected on site at the two towns which fall undire selected local
municipality’s area of jurisdiction. At the on eitdata collection sessions, a
research team assisted the researcher in gathbendata. The research team

consisted of the researcher, an Afrikaans translatoisiXhosa translator, and an
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assistant who ensured that all the respondentsrstodd what was expected of
them in completing the questionnaire as accuradshpossible. In addition, a
cover letter explaining the purpose of this redearmccompanied the

guestionnaire, which ensured that respondents kreyeledgeable of the purpose
of this research. The researcher ensured nondisel®f the respondent’s details
and no authentication was attached to the submitfeéstionnaires. The

researcher guaranteed that none of the individuakars would be made publicly

known and the research data was only being use@$earch purposes.

Data was analysed in three phases. Firstly, qeseistatistics were analysed
with regards to the biographical information. Seflg, an assessment of the
reliability (internal consistency) of the measuringtruments was done by means
of a Cronbach alpha reliability analysis. The fidata analysis phase comprised
of descriptive and inferential statistics, namelyilk&/ Lambda Effect Test,
Pearson’s correlation coefficient, and Pearsonissgbare test, which assessed
the hypothesised relationships, as mentioned intid®ed.2 of this chapter
(Blumberg, Cooper, and Schindler, 2005: 743; Zikah(2003: 576).

1.4 DEMARCATION OF THE RESEARCH

» Within this research, the term municipality and amigation will be used
synonymously. This research concerns a seleci hunicipality in the
province of the Eastern Cape with two towns inctutteat fall under the area
of jurisdiction of the selected local municipalitylhis selected municipality
was chosen because top management requested tHetgmosis of the
municipality’s organisational culture be conductied order to assess the

municipality’s organisational commitment of emplege

» A selected local municipality was chosen becausy #re going through a
process of transformation where service deliverg ikey factor in the job

descriptions of employees at local municipalities.
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» The sample size of the research includes all eneployof the selected
municipality who could read and write in Englishppeoximately 250

employees.

1.5 STRUCTURE OF THE THESIS

Chapter one serves as the introduction and orientab the research, and
therefore introduces the concepts that will be wised in the research. It also
lays out the importance of the research and thearel aims and hypotheses.
Primary and secondary sources relevant to the ndseare discussed. A
demarcation of the research is included in thigptdra followed by the structure

of the thesis.

Chapter two will contain the theoretical overvieW arganisational culture.
Literature will be examined based on organisatiooalkure, followed by a
discussion of four organisational culture typolagier frameworks. Finally, the
determinants of organisational culture will be asee, as well as the

organisational culture’s effect on the organisalamommitment of employees.

Chapter three will offer a theoretical overviewonfjanisational commitment with
specific focus on Allen and Meyer's three-componeoinceptualisation of
organisational commitment. The chapter will digcosganisational commitment
in relation to service delivery, as well as the amipnce of having a committed
workforce. Attention will also be given to theorggarding the impact of

organisational culture on organisational commitment

Chapter four will include an overview of the resgarmethodology of the
research. This chapter will focus on the researethod, design, data collection,
and a short explanation of the statistical analybst was conducted. The
research paradigm will be described in detail, adl vas a brief discussion

regarding the validity and reliability of previougsearch that utilised the
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measuring instruments. Lastly, ethical consideretipertinent to this research

will be commented on.

Chapter five will focus on the empirical findingadadiscussion of the research.
The data received from the questionnaires will balysed and discussed with
reference to the literature in chapters two andehrThe purpose of this chapter
will be to discuss the findings with regards to theted hypotheses. The
hypotheses will either be rejected or not rejeciede compared to the statistical

data.

Chapter six consists of the conclusions, limitadi@md recommendations of the
research. This chapter summarises the thesis, eatsnon the limitations that
the researcher experienced while conducting theeareh, and makes
recommendations as to how the municipality can meante organisational
culture in order to increase the organisational mitment of employees and the

service delivery of the municipality.
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CHAPTER 2
ORGANISATIONAL CULTURE

2.1 INTRODUCTION

The concept of organizational culture has beenifséggnt in the study of
organizational behaviour because it is an importever in enhancing
organisations’ key capabilities and how they fumtiand therefore is a popular
business topic in both academic research and temdss press (Chen, 2004:
432; Nazir, 2005: 40; O'Reilly, 1989: 9; O’'Reill¢hatman and Coldwell, 1991:
487; Silverthorne, 2004: 593; van der Post, de @prand Smit, 1997: 147).
Organisational culture is an important factor useddetermine how well an
employee fits into their organisational contextdanhas been asserted that a
good fit between the employee and their organinagamportant (Nazir, 2005:
40; O'Reilly et al., 1991: 487; Silverthorne, 2004: 593). In additiddazir
(2005: 40) and Silverthorne (2004: 597) state thrgianisational culture also
affects the commitment of employees within an oig@tion and that the
strength of organisational commitment is correlatedh the strength of
organisational culture. It is usually understodthtt a strong culture is
synonymous with consistency, because the beliafsralues of the organisation
are shared relatively consistently throughout tiganisation, and therefore, the
management of culture can be treated as the mamsgeicommitment (Nazir,
2005: 40-41). If the culture is very strong, themployees know the
organisation’s goals and they are working for thgeals, which increases the

commitment of employees (Deal and Kennedy, 1982: 4)

Individuals may be attracted to organisations tizate values that are perceived
as similar to their own; therefore they will be mocommitted to their job
(O'Reilly et al., 1991: 492; Smith, 2003: 249). Nazir (2005: 4Qjtest that
having an organisational culture, more specificalyset of values that is
commonly shared by the organisations employees, tmaybeneficial to

organisations operating in the service sector,lafiyithis would also be the case
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for the selected municipality, which operates ia fublic service sector at the

local government level.

Irrespective of whether the organisational cultisrstrong or weak, it has also
been asserted that it influences the entire orgtiais and affects everyone
throughout that organisation (Deal and Kennedy,2198. Organisational
culture also has an effect on the performance ef dfganisation (Deal and
Kennedy, 1982: 4; Smith, 2003: 249). Kotter anckédt (1992: 11-12) studied
the relationship between organisational culture arghanisational performance
and their research came to four important conchssio (1) Organisational
culture is able to impact significantly on an origation’s long term economic
performance; (2) Organisational culture’s impor@am@s a factor in determining
organisational success or failure will increasetha next ten years; (3) It is
common and easy to develop organisational cultutiest reduce an
organisation’s long term financial performance; g4yl Organisational culture
can be changed to be more performance enhancieg, teeugh organisational

culture is difficult to change.

Given the importance of organisational culture aitd influence on
organisational performance, it is critical thatdbenunicipalities also consider
organisational culture’s influence on their perfamne. This is particularly
relevant given the amalgamation of municipalitiase do the transformation
process since 2000, as explained in Chapter 1. tDulis amalgamation of
municipalities, various cultures have come togetired the municipalities have
to understand and develop the strongest cultuedlriébelet al. (2004: 361) and
Roweet al. (1994: 472) believe that when organisations froffecent segments
amalgamate, such as with some of the South Africenal municipalities,
cultural clashes often arise unexpectedly. Thed#eral clashes are one of the
predominant reasons that amalgamations oftendaiheet desired expectations
(Hellriegel et al., 2004: 361). Parker and Bradley (2000: 125) hawalar
view to Hellriegelet al. (2004: 361) by stating that from a management view

point, there is concern for the lack of understagdof organisational culture.
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This would also be applicable to the public sengeetor at the local government
level. This concern pertains to how managemetinigoes, which are related to
the new public management, will conflict with thititades, values and culture
within the selected municipality (Harrow and Wilésg 1990).

To achieve the organisational culture related dhjes of this research, as stated
in Section 1.2 of Chapter 1, the purpose of thigptér is to gain insight into
organisational culture and the typologies thatumed to classify organisational
culture. One particular typology, from Harrisordg8tokes (1992), will be used
in this research and will therefore be focusedrodatail in this chapter. More
specifically, the theoretical perspectives pertainito the typologies of
organisational culture, organisational culturescfions and determinants, as
well as the mechanisms that are used to develapreubs well as the effects of

organisational culture on organisational commitnweifitbe discussed.

2.2 ORGANISATIONAL CULTURE CONCEPTUALISED

There are many definitions of organisational ceéltand the concept is difficult
to define (Hellriegelet al., 2004: 357; Hofestede, 1994: 1; Martin, 2001: 584;
O'Reilly et al., 1991: 491; Roweet al., 1994: 472; Schein, 1992: 52). It is,
however, important to have clarity on what is meaynthe term organisational
culture, if it is to be analysed and managed (AlRe1989: 10). According to
Hellriegel et al. (2004: 357), organisational culture is the didtire pattern of
shared assumptions, values and norms that shapeotiialisation activities,
language, symbols, rites and ceremonies of a gpbppople. This definition by
Hellriegel et al. (2004: 357) emphasizes a number of important a&speic
organisational culture, such as shared assumptitiared values, shared
socialisation and norms, and shared symbols, lajeguzarratives and practices;
and also emphasizes how organizational culturestssg&mployees in being
introduced and socialized into the new organisatidrile concurrently ensuring

internal integration. In doing so, organisationaltere lets the employees know
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how to perceive, think and feel when faced with n@ablems within their new

organisational environment.

Roweet al., (1994: 472) provide a similar definition to Hedigel et al. (2004
357), in which organisational culture is definedthe combination of shared
values, attitudes, beliefs, rituals, norms, expgemta, and assumptions of the
people within the organisation. Rowe al. (1994: 472) go on to indicate that
corporate rituals provide a way of showing the disliand values of the
organisation, and therefore define the organisatienlture, social interaction,
priorities, and way in which employees deal withe canother. Rowet al.
(1994: 472) also acknowledge the importance ofkti@alisation process of new
employees into the organisation. This form of al&ation, through
organisational rituals, assists employees in umaeding and adhering to
specific practices and procedures within the omion (Roweet al., 1994:
472).

Schein (1992: 12) defines organisational culturé'aapattern of shared basic
assumptions that the group learned as it solvedpitblems of external
adaptation and internal integration, which has wdrkwell enough to be
considered valid and, therefore, to be taught te members as the correct way
to perceive, think, and feel in relation to thosehtems.” With regards to this
definition, Schein (1992: 12) have a similar viemRoweet al. (1994: 472) that
socialisation plays an important role in what isged on to new generations of
employees. Furthermore, the way in which a newleyee learns, and the
socialisation process to which they are subjectey, reveal deeper assumptions
(Schein, 1992: 12).

O'Reilly et al. (1991: 491) add to the above definitions by statihat

organisational culture can be thought of as a tebgnitions that is shared by
members of a specific social unit or organisatiwhich includes elements such
as fundamental assumptions, values, behaviourahsiand expectations. Deal

(1984; in Roweet al., 1994: 472) observed that employee social needsnate
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by defining relationships, specifying roles and iesitand establishing set
standards that are to be adhered to. Deal andd@gn{i982: 4) have a similar
perspective to that of O'Reillgt al. (1991: 491) and explain their definition of
organisational culture as the “integrated pattéimuonan behaviour that includes
thought, speech, action and artefacts and dependsaa’s capacity for learning
and transmitting knowledge to succeeding genersfiomhe informal cultural

elements of an organisation can be described awdlehings are done around

the organisation (Deal and Kennedy, 1982: 4).

For the purpose of this research, organisationdbreuwill be defined as the
distinctive pattern of shared assumptions, valued morms that shape the
socialisation activities, language, symbols, rigesl ceremonies of a group of
people. This follows the definition given by Hedgel et al. (2004: 357)
because it is the most comprehensive definitiorichvincludes aspects referred
to by other authors, such as O’Re#lyal. (1991: 491), Rowet al. (1994: 472)
and Schein (1992: 12).

Figure 2.1 illustrates a framework for understagdimganisational culture and
organisational commitment. As the purpose of thapter is to discuss the
theoretical perspectives of the organisation peirigi to organisational culture,
only the relevant sections, shaded in Figure 2IL i discussed. Firstly, the
first layer of Figure 2.1, the macro culture, vii# discussed. This level consists
of three levels of culture: the society, industngarganisational cultural levels.
Secondly, the second layer, which comprises theeaspof organisational
culture and also the different typologies of orgatiobnal culture, will also be
discussed. Emphasis will be placed on the cultiramhework provided by
Harrison and Stokes (1992), which is illustratedFigure 2.1 in the second layer
and includes four organisational culture types, elgnthe power culture, role
culture, achievement culture, and support culturEinally, the third layer

pertaining to organisational commitment will beatdissed in Chapter 3.



Figure 2.1: Organisational culture and organisatioml commitment
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Source: Researcher’'s own construction adapted Heitriegel et al. (2004: 364) and based on
the work of Harrison and Stokes (1992) and Alled Bteyer (1990).

2.3 MACRO CULTURE LEVEL

It can be seen in Figure 2.1 that three levelsutfuce at the macro level are

identifiable as most important to managing orgaiosa: (1) Societal culture,

(2) industry culture, and (3) organisational cuét(iHellriegel,et al.,2004: 360).

The boundaries of these cultures on a macro leneeloften blurred or fuzzy
(Hellriegel et al.,2004: 360; Sathe, 1983: 6). Due to the non-coaarature of
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culture, it is best to view culture in relative rtes, such as levels, rather than
trying to describe it directly (Hellriegeét al., 2004: 360). Knowledge of these
levels of culture will assist management at theected municipality in fully
understanding the background and development @nisgtional culture. This
will enable managers to make the correct decisiegarding their organisation’s
employees (Hellriegedt al.,2004: 357).

Even though the emphasis of this research is omwrinisational culture level,
it is acknowledged that an organisation’s cultwseirnfluenced by the larger
societal and industrial cultures as described bé¢ld@liriegelet al.,2004: 357).

2.3.1 Society cultures

The society level is part of the macro culture levdofstede (1999: 34) believes
that management is all about people and that pesmgletherefore part of the
culture of the society in which that culture takgace. This cultural level
encompasses the most general level of aggregadion, therefore the most
number of people in a particular country (Hellrieget al., 2004: 360).
Managers who work in a society culture that theyndbunderstand are likely to
make poor decisions with regards to how their oggions are staffed, and also
how to motivate those employees (Hellriegeal.,2004: 361).

Society values have many far-reaching consequenf@s managing
organisations, because they shape the preferendebedaviours of customers
and employees, as well as the members of the coitigsunn which the
organisation operates (Brown, 1995: 45; Hellrieggedl.,2004: 361). Values are
a core element in culture and they are the broadetecies of people to prefer
certain states of affairs to others (Hofstede, 13%). People’s relationships
within a society are affected by those values ttoatn part of the group
programming of people's minds in that society, #mefefore, management is

subject to cultural values (Hofstede, 1999: 35).
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According to Hellriegelet al. (2004: 361) and Brown (1995: 42), experienced
managers realise that cultures often change sigmifiy from north to south or
from the seashore to the landlocked interior witbountries. In that sense,
organisations are therefore subject to the santarauiforces that act upon every
other aspect of life in that situation within thaational or societal setting
(Martin, 2001: 604). Hellriegeat al. (2004: 361) also state that in many
countries, including South Africa, distinct regibsaibcultures are present, and
therefore members of a society do not share thee samitudes, values and
norms. South Africa has a number of subculturedifidgel et al., 2004: 361).
These ethnic subcultures are often based on laeguage and religion, yet
subcultures can be identified geographically, ocoading to South Africa’s

eleven official languages that are spoken (Hel&gieg al.,2004: 361).

2.3.2 Industry (local government) cultures

Industry cultures, such as the public service seattthe local government level,
represent groups of organisations that share comwadnes, assumptions,
socialisation and norms; and includes all thosamiggations to which individual
organisations have direct or indirect commitmentslimks (Bosch, Tait and
Venter, 2006: 80; Hellriegeltel., 2004: 360). Deal and Kennedy (1982: 13)
and Brown (1995: 45) state that the industrial emment is the most influential

factor in shaping an organisational culture.

Brown (1995: 191) suggests that particular industegtors have their own
cultures and therefore organisations have to Iaokheir individual industry
culture in order to successfully establish theiatsigy formulation and enhance
their organisational effectiveness. Identifying theundaries that exist between
industry cultures can be as difficult as locatirtge tboundaries between
subcultures, yet when employees shift between tnéssthey can usually sense
the cultural differences (Hellrieget al., 2004: 361). All municipalities work
within the same public service sector at the Igealernment level and therefore
may have some similarities in their cultures du¢ht difficulty in locating the

boundaries between the local government sectorsti@dnunicipal cultures.
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Therefore elements of the local government seattiue are incorporated into
the municipality’s own culture (Harmse, 2001: 7]IHegel et al.,2004: 360).

The third level of culture is organisational cuétuwhich will be discussed in the

following section.

2.4 ORGANISATIONAL CULTURE

Organisational culture is a result of many factsmne of which are the type of
business the organisation is in, its productsugt@mers, its size and location
and its methods of operating (Rovet al., 1994). Figure 2.1 shows that
organisational cultures are influenced by the mamslttures of societies and
industries (Hellriegeét al.,2004: 363).

Organisational culture can be viewed as the unigagtern of shared
assumptions, values, norms, attitudes, symbolgfbgtituals, socialisation, and
expectations of the people in the organisation Iflegel et al., 2004: 357;
O'Reilly et al.,1991: 491; Rowet al.,1994: 472; Schein, 1992: 12). According
to the definition by Hellriegett al. (2004: 357), the base of culture is formed by
shared assumptions, values and norms, and thesetdaa observed. The more
visible and observable elements, such as its seai@in activities, symbols,
language, practices and narratives, are the only iwavhich culture can be
inferred (Hellriegekt al.,2004: 357).

One way of describing organisational culture iscbynparing it to personality,
because, like personality, culture affects how pedghave when they are not
being told what to do (Hellriegelt al., 2004: 357). Harrison and Stokes (1992:
13) agree with Hellriegeatt al. (2004: 357) and they explain that culture is to an

organisation, what personality is to an individual.

The next section will discuss the shared assumgtishared values, shared
attitudes and norms of organisational culture.
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2.4.1 Shared assumptions

Shared assumptions can be seen as the widelyihlke&dent, unique, and deeply
rooted views that individuals take for granted &etleve to be true, and which
guide their views, feelings and emotions aboutgkimnd how those things
function (Brown, 1995: 22; Hellriegedt al., 2004: 358; Martin, 2001: 588;
Parker and Bradley, 2000: 127). Shared assumptiypgally remain
unquestioned, and are accepted as truth (Sche@2: 12). Schein (1992: 12)
mentions that an organisation only has a culturerwit has had enough of a
history to have developed this set of shared assang Smith (2003: 249)
states that assumptions have been developed, @weot discovered by
employees out of their experience, and future eygas therefore view these
assumptions as valid because they appear to hare qaecessful in the past.
These assumptions are seen as important enoughdb to new members of the
organisation when they enter because they defing bmployees should
perceive, think and feel about problems (Smith,32@29).

2.4.2 Shared values

Hofstede (1999: 35) defines cultural values as Hmead tendencies of
individuals to prefer certain states of affairs owéhers, and that these cultural
values are about “what is evil and what is goodlydind clean, immoral and
moral, irrational and rational’. Hellriegekt( al., 2004: 358) and Deal and
Kennedy (1982: 14) identify values as basic corxephd beliefs about
conditions that are very important and meaningfuemployees and are stable
over time. Values therefore form the heart of thrganisational culture.
Hostede (1999: 35) adds that cultural values ansmuieties are different, but
they are relatively stable over time within a sbcievValues that have been stable
for a long time without being contravened may bestafor granted, so much so

that employees are no longer aware of them (Sagg3: 8).

Hofstede (1999: 35) and Hellrieget al. (2004: 358) also believe that values are

a core element in culture. For example, many asgdions are attempting to
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ensure that all employees value ethical and sgaiefiponsible conduct. Values
are closely associated with moral and ethical coded they determine what
employees think ought to be done (Brown, 1995: 243.the values begin to be
taken for granted because they are seen to wadbhgl then social validation
may turn values into a scarcely questioned belrbwyn, 1995: 22). Nazir
(2005: 40) agrees that having values that are dmtimonly shared and strongly
held are very important within an organisation, ezsplly to organisations
operating in the service sector. This aspech&efore, particularly important to
local municipalities operating in the public see/gector at the local government

level.

2.4.3 Shared socialisation and norms

Norms are general rules or patterns of behaviotigraups of members, and
become an element of the organisation’s culturenvthey are shared throughout
an organisation (Hellriegelt al.,2004: 359; Martin, 2001: 589). An example of
norms within the public sector could include thdested local municipality
setting specific behavioural standards for empleyder instance smiling and
making eye contact when talking to customers (Ma2D01: 589). Norms can
be seen as standard expectations about what am@pajpe attitudes and
behaviours within an organisation. Individualsegrninto the organisation and
are introduced to the organisation’s cultural nomnsl are expected to follow
them (Hellriegekt al.,2004: 359; Martin, 2001: 589; O’'Reilly, 1989: 1Zathe,
1983: 7). This systematic process in which new s of an organisation are
brought into a culture is known as socialisatiorel(tiegel et al., 2004: 359).
Socialisation is a very important aspect of intrddg new employees to the
culture of the organisation (Hellrieget al.,2004: 357; Rowet al., 1994: 472).
Socialisation at the society level occurs withire tfamily, in schools and
religious organisations, as well as through the ien€Hellriegel et al., 2004:
359). Socialisation at the local government leedes place through activities
conducted by local government associations, sucthesSouth African Local

Government Association.
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2.4.4 Shared symbols, language, narratives and priaces

A symbol is an object that can be used to repreaantinderlying meaning,
beyond its intrinsic context (Hellriegel al., 2004: 359; Greenberg and Baron,
2003: 523). Symbols could be words, objects astiuges that get their meaning
from socialising (Hofstede, 1994: 1). Organisatiooften rely on symbols
because they are the simplest and basic obserf@ioheof expressing culture
(Hellriegel et al., 2004: 359; Greenberg and Baron, 2003: 523). Ab®jman
be anything as simple as a uniform or logo, to opersus closed office door

norms, office size and layout (Hellriegelal.,2004: 359).

Everyday language that is made use of is not pwelay to communicate, but
also a fundamental determinant of how people utaedsthe world they live in
(Brown, 1995: 12). Hellriegadt al, (2004: 359) define language, from a cultural
perspective, as a shared system of vocal soundtemsigns, as well as gestures
that are used to convey special meanings amongogegs. The idea that words
generate understanding has important implicationshfe study of organisational
culture (Brown, 1995: 12).

Narratives are drawn from the organisation’s hist@nd focus on a unified,
single event (Brown, 1995: 13). Individuals tedirratives because they assist in
influencing others’ understandings of situationd auents, as well as illustrating
knowledge and insight into how their organisatioarks (Brown, 1995: 13).
Brown (1995: 13) states that narratives are algmmnant indicators of “cultural
values and beliefs; formal and informal rules anocpdures; the consequences
of deviance from, and compliance with, the rulesd @ocial categories and

status, and thus the power structure of an orgamisa

Shared practices allow organisations to show theegaand beliefs of the
organisation to the employees, and therefore ddfieeorganisation’s culture
through these (Rowet al., 1994: 472). Shared practices include taboos, and

rights and ceremonies. Taboos are behaviours wihi organisation that are
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forbidden, for example, putting profits ahead diiedl considerations such as
the municipal employees receiving high salariesngetdelivering basic services
to the community (Hellriegekt al., 2004: 360). Rights and ceremonies are
elaborate and formal activities that have beengtesi to generate strong
emotions from employees such as formal prize-giimctions for employees
who have achieved high standards of service (ldglliet al.,2004: 360).

Due to the complex nature of organisational cultorge way of analysing this

concept is to consider the different theoreticahfeworks or typologies.

2.5TYPOLOGIES OF ORGANISATIONAL CULTURE

A number of theoretical frameworks, or typologibésve been designed with
regards to organisational culture (Deal and Kenn&882; Harrison and Stokes,
1992; Hellriegelet al., 2004; Hofstede, 1993; Rovet al., 1994; Schein, 1992).

Typologies are useful because they provide broatviews of the variations

that exist between organisational cultures (Bro®®95: 67). In order to get a
better understanding of different concepts of oigmtional culture, four

typologies will be briefly discussed, with partiaulemphasis on the Harrison
and Stokes (1992) typology, as referred to preWoasd illustrated in Figure

2.1.

2.5.1 Hellriegel, Jackson, Slocum, Staude, Amos, dfiper, Louw and
Oosthuizen’s organisational culture typology
Hellriegel et al. (2004: 365) state that cultural elements and tredationships
within an organisation create a pattern that isigue part of that organisation,
creating an organisation’s culture. Several tygfesrganisational culture can be
described, namely the bureaucratic culture, cldtui® entrepreneurial culture,
and market culture (Hellriegedt al., 2004: 365-368). Figure 2.2 graphically
represents the first typology that will be discukaéth regards to organisational

culture.
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Figure 2.2: Hellriegel Jackson, Slocum, Staude, Anso Klopper, Louw and

Oosthuizen’s organisational culture typology
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Source: Hellriegeét al. (2004: 365)

In Figure 2.2, the vertical axis reflects the remtformal control orientation
within the organisation, which ranges from stabémtool to flexible control.
The horizontal axis, on the other hand, reflecesréfative focus of attention of
the organisation, and ranges from internal funatigrto external functioning.
The farthest corners of the four quadrants cormdo four pure organisational
cultural types, which are bureaucratic, clan, gmareurial and market. Each of
the four organisational cultural types developedHajiriegel et al. (2004: 365)

will be briefly discussed.

» Bureaucratic Culture: This type of organisation values rules, hierarahi

coordination, formalisation and standard operagiracedures; with the long
term concerns being efficiency, predictability astdbility (Hellriegelet al.,
2004: 365-366). Managers within a bureaucraticaoigation are good

coordinators, organisers and enforcers of rulespaocedures that are clearly
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defined. The tasks, responsibilities and authdotyall the organisation’s
employees are also clearly stated. Hellriegfell. (2004: 366) assert that
most municipalities and government institutions éndéwureaucratic cultures,
which can hinder their effectiveness and efficiengye focus of attention of
this organisation is internal, and the formal cohis stable.

Clan Culture: Attributes of this type of organisation are ttaufi, loyalty,
teamwork, personal commitment and self-managemértie organisation
focuses their attention internally, yet their foincantrol is flexible. The
members of this organisation recognise an obligatiat is beyond their job
descriptions, with the understanding that their tébations to the
organisation may exceed their contractual agreesnekimployees identify
that their long term commitment to their organisatiin the form of loyalty,
is in exchange for the organisation’s long term gotment to the employee,
in the form of security. Unity from this culturgoke is created through a long
and thorough socialisation process, where long ®an members serve as
mentors and role models for newer members. Theralso strong peer
pressure to adhere to important norms within thgawisation, and an
environment is created in which few departments lefecompletely free
from normative pressures, which may generate inmmvaand risk-taking
behaviour (Hellriegeét al.,2004: 366). Success of this type of organisation
is assumed to depend on teamwork, participatiomsemasus decision
making, as well as employee sensitivity to cust@@erd concern for people
(Hellriegelet al.,2004: 366).

Entrepreneurial CultureThis cultural form is characterised by high levef

risk-taking, dynamism and creativity (Hellriegedt al., 2004: 367).
Employees are committed to experimentation, innowaand being on the
leading edge. This organisational culture typecteeguickly to change, as
well as creates it due to the fact that individimtiative, flexibility and
freedom promoting growth are encouraged and rewla(dellriegelet al.,
2004: 367). Effectiveness within this organisatieans providing new and

unique products and rapid growth. The organisafiimuses their attention
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externally and formal control orientation is flebdbin order to foster
innovation and change.

» Market Culture: According to Hellriegeét al. (2004: 367), the achievement

of measurable and demanding goals, especially tthzgeare finance-based
and market-based are characteristics of this tymeganisational culture. In
this organisation, the relationship between emmogad organisation is
contractual, where the obligation of each is agiieeadvance, therefore the
formal control orientation is quite stable. Thiskhecause the employee is
responsible for an agreed level of performancehvitte organisation
exchanging this for an agreed level of remuneratiod reward in return
(Hellriegel et al., 2004: 367). Competitiveness and a profit gaining
orientation therefore exist throughout this orgatin because increased
levels of performance from the employee are rewdtieough increased
compensation from the organisation (Hellriegeal.,2004: 367).

2.5.2 Deal and Kennedy’s organisational culture typlogy

Deal and Kennedy (1988) developed two particulgpeeis of organisational
culture. They firstly describe four types of cuépwhich are based on the
effects of the degree of risk and speed of feedbthelt comes from the
environment on decision-making. Secondly, Deal Kadnedy (1988) added a
perspective that includes the existence of stramjvaeak cultures. Figure 2.3
illustrates the second typology that will be disaé with regards to
organisational culture as proposed by Deal and Eeynii1988).

Figure 2.3 shows four types of culture that arecdesd by Deal and Kennedy
(1988):

» Work and play hard cultureGroup members of this type of culture who both

work and play enthusiastically tend to be unifi€dkganisations with low risk
but rapid feedback would typically have this typé aulture, which

emphasises fun and action (Brown, 1995: 71).
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Figure 2.3: Deal and Kennedy’s organisational cultte typoloqgy
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» Process cultureThis culture places emphasis on the systems evakgures
within the organisation. This type of culture ctypically be found in
organisations in a low risk environment, with sldeedback, where the
success of the organisation comes from attentiowletail. The lack of
feedback in this type of organisation means thapleyees focus more on
how they perform a task, as opposed to what task plerform (Brown, 1995:
71).

» Macho culture This type of culture is one that is based on itiddvidual
employee and the ability of the crucial person & dble to achieve the
organisation’s objectives. This culture will beufa in organisations where
risk is high, and feedback on the quality of th@ations and decisions is
rapid.

» Bet your company cultureThis cultural type emphasises technical skilld an

can be found in organisations where the risks arg kigh, yet the feedback
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is slow when coming from the environment. Duehe slow feedback, this
classification relies heavily on the knowledge extnical specialists to get it

right within the directional guidelines put forward

Deal and Kennedy’s (1988; in Martin, 2001: 597)cseL perspective is that of
strong and weak cultures. A strong culture exigten almost all members
support it, or if it is composed of deeply heldusland belief sets (Deal and
Kennedy, 1988; in Martin, 2001: 597). Some chamastics that are associated
with a strong culture are a widely shared philogoponcern for individuals,

recognition of heroes, belief in ritual and ceregnowell-understood informal

rules and expectations, and importance of indiicdwatribution to the whole

organisation (Deal and Kennedy, 1988; in MartinD20598). On the other
hand, a weak culture is one that is not stronglgpsuted or rooted in the

activities and value systems of the group (Deal Kadnedy, 1988; in Martin,

2001: 597).

2.5.3 Rowe, Mason, Dickel, Mann and Mockler's orgasational culture
typology
Roweet al. (1994: 473) developed a classification which idegifour types of
cultural environments, illustrated in Figure 2.4These classifications of
organisational culture suggest that an organisationlture provides clues to
appropriate change strategies, and by studyingethkes, an organisation can
increase the likelihood of successful implementatba strategic change (Rowe
et al.,1994: 473).

Figure 2.4 indicates the different combination®@fanisational values or norms
and the organisation’s orientations, which prodtue four types of cultural
orientations within which an organisation is bedidvto function (Roweet al.,
1994: 473). An organisation’s values range fronhi@ement in an open
system, to performance in a controlled system (R@weal., 1994: 473).
Achievement in an open system refers to an orgaoisdeing innovative;
whereas performance in a controlled system referant organisation being

market orientated and following market trends. dkganisation’s orientations
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can be either technical, which is differential;social, which has high levels of
integration and coordination (Rowet al., 1994: 473). Within a technical
orientation, an organisation revolves around d#ffdiation and task
orientatation, and the social orientation refersato organisation being more
people and relationship orientated. The combinatad such values or
orientation will bring about a specific culturalvmnment (Roweet al., 1994:
473).

Figure 2.4: Rowe, Mason, Dickel, Mann and Mockler'sorganisational
culture typology
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Organisation’s Orientation

Source: Rowet al. (1994: 474).

The four organisational cultures have differentrabteristics:

» The productive culture This cultural type concentrates on efficiencyd an

consistency within an organisation. The orgarseti values and norms
within this cultural environment stress performanaed the organisation’s
orientation is technical. Due to the technicakotation combined with the

controlled system, this type of organisation igl§jkto resist change.
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» The quality culture The focus in this organisational cultural enwiment is

on the growth of the organisation’s employees tghoproblem solving and
effective planning. In practice, an organisatiathvhis type is more flexible
in its approaches and therefore more accepting vdfamge occurs. The
organisation values the achievement of individualsgd there is a strong
technical orientation within the organisation.

« The creative culture The creative culture tends to be innovative and

entrepreneurial and is therefore more inclined towarisk taking and
initiating change. An advantage of this culturethat change is easily
initiated and made. This organisation achievesvation because it values
individual achievement and has a more social caieont.

» The supportive culture An organisation with this cultural type produces

organisational environment that is characteriseddaymwork, cooperation,
and reinforcement. The focus of organisationdues and norms is on
performance, and the organisations orientationo@a$ and therefore this

organisation is quick and ready to respond to chang

2.5.4 Harrison and Stokes’s organisational culturéypology

Harrison (1972: 121-123) developed a typology federstanding organisational
culture. This typology suggests four organisatiotidtural orientations: (1)
power orientation; (2) role orientation; (3) taskieatation and (4) person
orientation (Harrison, 1972: 121). Harrison’s (297121-123) cultural
orientations were adapted by Harrison and Stok@32(114-22) to create the (1)
power orientation, (2) role orientation, (3) acl@ment orientation and (4)
support orientation. As shown in Figure 2.1 arelvusly stated, Harrison and
Stokes’s (1992: 14-22) organisational culture tggylis used in this research to
classify the different types of organisational otés within the selected

municipality.

Harrison and Stokes (1992: 13) believe that evergamisation has a
combination of the four cultural types; with eacypd evoking different

behaviours and each are based on different humaasia
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The Power Orientation This culture type is usually found in small

organisations, where everything revolves around peeson in charge
(Martin, 2005: 493). Harrison and Stokes (1992) ®4plain that an
organisation that is power-oriented is based orgumakty of access to
resources, where a resource can be anything oserpeontrols that another
person wants. Within the power culture, peopleraseurces to control other
peoples’ behaviour (Harrison and Stokes, 1992: Brpwn (1995: 68) adds
that a power culture has a single source of powemfwhich rays of
influence, which are connected by functional anécsdist strings that
facilitate co-ordination, spread throughout theamigation. Martin (2005:
493) adds by adding that all important decisiomsraade by that person who
has the single source of power, and that pers@ingetibsolute authority in

all matters.

The main features of a power culture in organisaticulture include: single-
mindedness in approach; dominated by the leadeemiral person and their
personality; with a lack of bureaucracy in openasiqMartin, 2001: 590).
The greatest strength of the power culture is thityaof the organisation to
react quickly, although the success is largely ddpat upon the abilities of
the leader, or people at the centre of power (Brd@95: 68; Martin, 2001:
590).

The Role Orientation: The role culture is based on the existence afstul

procedures and job descriptions, as opposed tedigepower of the leaders
found in the power culture (Brown, 1995: 68; Haonisand Stokes, 1992: 15;
Martin, 2001: 590). The struggle for power is maded by the rules, and
these rules lead to the idea that the role culisira bureaucracy and the
organising principles are rationality, order angheledability (Brown, 1995:

68; Harrison and Stokes, 1992: 15; van der Bbat.,1997: 150). In the role
culture’s bureaucratic working environment, auttyoeind responsibility are

delegated downwards, and each level in the orgémshas a defined area of
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authority where work is able to be done continupuslithout direct

supervision from the top management (Harrison anles, 1992: 15).

An advantage of the role orientation culture isttianployees of an

organisation are able to allocate more energy togddeir work than without

the rules and structures of the role orientatioarthte, 2001: 12). However,
a weakness of this cultural type is that employaes assumed not to be
trusted, and individual autonomy and discretiomas given to lower-level

members (Harrison and Stokes, 1992: 15). Emplogezsontrolled so much
that they may be prevented from making the coraduiices and being
innovative if it is outside the rules (Harmse, 2002; Harrison and Stokes,
1992: 15). Also, traditional role-orientation onggations may have difficulty
keeping up with rapidly changing environments beseain the interests of
rationality and order, it is difficult to changeetlules, and therefore it may
take longer to make any necessary changes in twdadapt (Harrison and
Stokes, 1992: 15).

The Achievement OrientationAn achievement type of organisational culture

aligns employees with a common vision or purposariision and Stokes,
1992: 17). The achievement orientation realisesaitganisation’s common
vision or purpose by using the organisation’s roisdio attract and release
employees’ personal energy in the pursuit of comngoals, where the
organisation’s mission is used to focus the pelsagr@ergy of the
organisation’s employees (Harrison and Stokes, 1992. Systems and
structures are necessary in an achievement-oriemgghisation, and are in
place to serve the organisation’s mission (Harr2€€1: 12; Harrison and
Stokes, 1992: 17). These systems and structueealt@red when alterations
in the mission occur, and are therefore more flexiban the rules of law of
the role orientation (Harmse, 2001: 12; Harrisod 8tokes, 1992: 17).

An advantage of this type of culture is that empksy give more willingly to

their organisation because employees make thetribations more freely in
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response to their commitment to their shared papasd as a result, the
entire organisation prospers (Harrison and Stok&d92: 17). An
achievement-orientation organisation also has adgas in the enthusiasm,
high energy, and involvement of the employees efdtganisation, yet these
may also become disadvantages to the organisaki@mmse, 2001: 12;
Harrison and Stokes, 1992: 18). The high energy Bvolvement of
employees within this culture type are often difficto sustain because
employees may be subject to burnout and disillus&mt when results are not
achieved (Harrison and Stokes, 1992: 18).

The achievement orientation also has a disadvaritagee fact that these
organisations are often under-organised becauskgegs lack the necessary
time for objective planning, and they may rely ¢ve tommon mission to

organise their work (Harmse, 2001: 13; Harrison &idkes, 1992: 18).

When the mission takes on different forms for wvasioparts of the

organisation, the organisation may lose unity ébréf(Harrison and Stokes,
1992: 18).

The Support Orientation: The support organisational culture is based on

mutual trust between the employee and the orgammsé@tarrison and Stokes,
1992: 20). Employees working within a support-otéded organisational
culture believe that they are valued as human beimgt just as contributors
to a task (Harrison, 1993: 37; Harrison and Stok&g92: 20). An
organisation that has a support culture has a warth caring atmosphere,
where the assumption is that a sense of belongifigcreate a sense of
commitment to the organisation and therefore engasywill contribute more
within the organisation (Harmse, 2001: 13; Harriaod Stokes, 1992: 21).

Advantages of the support-orientated culture arat tamployees make
sacrifices for one another, and the effects of téayalty add to the high
performance and morale of organisations (Harrisoth Stokes, 1992: 22).

Motivation and enthusiasm is high, as well as tleenaraderie of the
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employees, which affect productivity,
(Harrison and Stokes, 1992: 22).

absenteeismd awork quality

The weakness of the support-orientated culture hast these types of
organisations tend to be conflict avoiding orgatmises and difficult issues
are often swept under the rug (Harrison and Stok&92: 22). In the
interests of equal treatment, differences in emgxrogkills and abilities may
be ignored, and decisions may be made “out of lesdhy which impacts

negatively on an organisation’s effectiveness affidiency (Harrison and

Stokes, 1992: 22).

To summarise, the main characteristics and valdetheo four organisational

culture typologies are shown in Table 2.1.

Table 2.1: Classifications of organisational cultue typologies

Culture Characteristics Values
classifications
Bureaucratic Focus of attention is internal Rules, hierarchical coordination,
Control is stable predictability and stability
Clan Focus of attention is internal | Teamwork, participation, consensus
. Control is flexible decision making, loyalty, adherence
Hellriegel g. foyalty
to norms
etal, . — . S .
Entrepreneurial Focus of attention is external Dynamism, creativity, risk taking
(2004) . .
Control is flexible
Market Focus of control is external | Achievement of measurable and
Control is stable demanding goals that are finance-
and market-based
Work and play | Risk is low Fun and action
hard Feedback is rapid Work and play enthusiastically
Process Risk is low Attention to detalil
Deal and
Feedback is slow Focus on how task is performed
Kennedy _ _ .
Macho Risk is high individual employee achievement
1988
( ) Feedback is slow Ability of crucial person to achieve
organisations objectives
Bet your Risk is high Technical skill and knowledge
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company Feedback is rapid
Productive Resists change: PerformanceEfficiency and consistency within
and technical orientation organisation
Quality Accepts change: AchievementProblem solving and effective
Roweet and technical orientation planning
Creative Initiates change: Achievementinnovation and entrepreneurial
al., (1994) . . . .
and social orientation thinking
Supportive Responds to change: Teamwork, cooperation, and
Performance and social reinforcement
orientation
Power Based on power People at centre of poweonsiie
for decision making and have full
authority
Harrison  [Role Based on structure Adherence to rules, reignaand
and job descriptions
Stokes Achievement Based on competence Shared purpods,ay@amission
(1992) Support Based on relationships Trust between ereplaynd

organisation, employees valued as
human beings not contributors to a

task

Source: Researcher’s own construction (2007)

The Harrison and Stokes (1992) cultural framewoas whosen for this research.

This was done for two reasons; firstly, Harrisoff872) classification is similar

to the other classifications, as illustrated in [€aB.1. Secondly, based on

Harrison’s (1972) classification, Harrison and $®©k(1992) developed a

research instrument that has subsequently beesdtést Harrison and Stokes

(1992). It has also been tested and shown to pasigive and significant results

within the South African environment (Grebe, 1981Armse, 2001; Louw and
Boshoff, 2006).

The determinants of organisational culture will discussed in the following

section.
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2.6 DETERMINANTS OF ORGANISATIONAL CULTURE

Martin (2001: 601) points out that organisationalture previously depended
heavily on the founders of the organisation, thearsonalities, and their
preferred way of doing things. Martin (2001: 6@Elieves that employees go
through a process of enculturation, in which emgésyenter an organisation and
they first have to get to know their boss and tle wf doing things, through
socialisation. This is then followed by an adjusiinperiod, when both parties
become accustomed to working with each other (Ma2001: 601). Greenberg
and Baron (2003: 523) state that organisationatieiican also develop through
contact between groups of employees working togetliin the organisation,
who begin to share ideas and actions in the orgaors As discussed
previously, the socialisation process can therefoee seen to serve as an
important source of being introduced to the cultofean organisation (Grebe,
1997: 22, Hellriegeét al.,2004; Roweet al., 1994).

In addition to the importance of the socialisatimocess, Handy (1993: 192-
199) indicates a number of other influences thaerd@ne the culture of an
organisation.

» History and ownership:Organisational culture depends on the historthef

organisation, as well as key decision makers becawuganisations mature
and incorporate the cultures of their founders, &rgcutives and dominant
groups (Greenberg and Baron, 2003: 522; Handy, :1983; Roweet al.,

1994: 472). The organisational culture is moreugingy than the employee
within it, because it existed before the employs@egd the organisation, and
will continue to exist after the employee has ki organisation (Martin,
2001: 601). It can therefore be seen that orgtaiss culture is enduring. It
would be difficult to integrate all of the variouasltures that are arising out of
the amalgamation process at the local municipalle¥hus it is important to
identify the existing organisational culture withilre selected municipality in
order to improve the municipality’s effectivenessl &fficiency with regards

to service delivery. Although culture is enduring,is subject to the
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interaction of the employees that flow through dinganisation (Martin, 2001:
601).

Ownership also has an impact on the culture, whth ¢ulture differing
according to the different leadership styles. Awngeneration of
organisational leaders will often alter the cultuvben they arrive at the
organisation (Handy, 1993: 192; Martin, 2001: 6@B¥% With regards to
local municipalities, top management are hired ofiva-year contract,
therefore every five years, the leadership of #lected municipality could
be altered. The altering of the leadership of tleéecded municipality
therefore has an effect on the organisational mblivithin the municipality,
which increases the importance of this researthaselected municipality.
Size The organisation’s size is often the most imguatrtinfluence on the
type of organisational culture (Handy, 1993: 192 larger organisations,
operations are more formalised, which basically msethat the cultures of
large and small organisations are different duthéonatural function of the
size of operations (Handy, 1993: 192; Martin, 206Q3). With regards to
the selected municipality, the number of employeesently employed is
390, which is small and therefore will affect theiganisational culture.
Technology The design of the organisation has to take axtoount the
nature of the work as well as the people, becehesdind of technology used
within an organisation will have an effect on théture of that organisation
(Handy, 1993: 193). An organisation will emphastesaployees’ technical
skills in the values that govern its culture, i€ tbrganisation specialises in the
use of advanced technology within its operationartM, 2001: 603).

Goals and objectivesCulture can be influenced by what the organmsesets

out to achieve, yet the culture can also influeraigectives that the
organisation seeks (Handy, 1993: 195; Martin, 2013). Organisational
goals can changer over time as the organisatianitiire changes (Handy,
1993: 195). The central government has emphasisedce deliver within

local municipalities, which has meant that localmcipalities have had to set

clear goals and objectives with regards to serdeéivery, which were
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primarily set through the local governments intéggladevelopment plan. It
is important to identify the existing and prefer@danisational culture types
within the selected local municipality in order tocrease their service
delivery according to local government requiremedtee to the fact that the
existing organisational culture may or may not ld¢adincreased service
delivery.

Environment The external environment is made up of a numbier
dependent and independent elements, and the waiiah the organisation
interacts with these elements alters the culturéhaf organisation (Martin,
2001: 603-604). The nature of the environmenfftisrotaken for granted by
the employees of an organisation within that emriment, but it is important
in determining the organisational culture, for epden different nationalities
prefer different cultures; changing environmentguree sensitive and flexible
cultures; and diversity in the environment requirdwersity in the
organisations structure such as with Employmenitizgund Black Economic
Empowerment legislation in the South African contéxtandy, 1993: 195-
196).

The people A fit between the organisation, its culture, atglindividual
employees should result in a satisfied employeen@yla1993: 199). The
individual orientations of key leaders in the ongation will have a
significant impact in determining the dominant origational culture,
regardless of what it should be (Handy, 1993: 199As mentioned
previously, the 5 year appointment of top managempersents a challenge to

maintaining a consistent organisational cultur®edl municipalities.

Having identified how organisational culture is elatined, the functions

pertaining to organisational culture will be dissed in the next section.

2.7 FUNCTIONS OF ORGANISATIONAL CULTURE

Brown (1995: 57) identifies a large number of fuoes that can be attributed to

organisational culture. Some of the most significiunctions are said to
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include:  conflict resolution, coordination and toh motivation and

competitive advantage (Brown, 1995: 57-59; Hodgethany and Gales, 1996:
281). The appropriate organisational culture igponant for the selected
municipality because it creates a competitive athgamover other organisations,
therefore achieving superior performance and heecece delivery relative to

another municipality or organisation (Hodgjeal., 1996: 281).

Greenberg and Baron (2003: 518) have differing si@ivthe role of culture to

that of Brown (1995). They state that culture plaeveral important roles
within an organisation, such as, it provides a senf identity; generates
organisational commitment, as well as commitmenttite organisation’s

mission; and clarifies and reinforces standarddetiaviour. Greenberg and
Baron (2003: 518) continue by stating that if oligations serve these three
important roles, then it will be clear that cultuie an important force that
influences employee attitudes and behaviours withiganisations. This will

result in the employees being more committed tar tleeganisation, and

therefore they will deliver higher standards ofvesr (Greenberg and Baron,
2003: 163).

2.8 MECHANISMS FOR DEVELOPING ORGANISATIONAL CULTUR

It is important for organisations to develop andnage organisational culture
effectively in order to fully utilise the advantageof having a strong
organisational culture (O'Reilly, 1989: 19). Thelvantages of a strong
organisational culture include having strong notimst provide clear guidance
about what is important in the organisation, prongdor group reinforcement of
acceptable behaviour and attitudes, as well assfioguemployees’ attention
(O'Reilly, 1989: 19). O’Reilly (1989: 20-23) hadentified four mechanisms
that are used to develop and manage organisatmmalire, and realise its
advantages. In order to attain these advantagesstherefore important for the
selected local municipality to understand, develapd manage their

organisational culture according to the followingehanisms:
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e Participation Systems that enable participation between ensgl®yare
critical in developing or altering a culture. Theme important because they
encourage employees to become involved, and to segmhls to other
employees, therefore encouraging employees to nsakall choices and
develop a sense of responsibility for their actionghen individuals choose
of their own will to do something, they often faekponsible, and therefore
the commitment of the individual is more binding.

 Management of symbolic action The management of symbolic actions

involves clear, visible actions on the part of ngarmaent, supporting

organisational cultural values. Employees in oigmions usually wish to

know what is important, and this information is eeed by watching and

listening to supervisors, or those above them. stency in these actions is
also important, because if management states @dméthing is important,

and behaves in ways that support that message, eitmphoyees begin to
believe what management is saying.

* Information from others Consistent messages from co-workers are as

important a determinant of culture as clear messdgem management.
New employees often look to others for explanatiohwhat to do and how
to interpret events.

e Comprehensive reward systemsA comprehensive reward system is the

final mechanism for promoting and altering cultukerr and Slocum (2005:
137) believe that reward systems communicate ainéoree the values and
norms that comprise of the organisational cultukereward system could be
monetary, such as bonuses for quotas achievedpmmonetary, such as
recognition and approval. Smith (2003: 258) agteasthis is an important
aspect when attempting to change or manage an isagi@n’'s culture

because employees will be more likely to alter rtteevn behaviours and

norms if they believe that they will be rewarded.
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2.9 ORGANISATIONAL CULTURE AND ORGANISATIONAL
COMMITMENT

Although some culture and commitment literature hasgggested an
organisational culture—commitment relationship,réhbas been little empirical
investigation to substantiate this relationship gDand Kennedy, 1982; Lok,
Westwood and Crawford, 2005: 491; O’'Reidy al., 1991; Silverthorne, 2004:
596). O’'Reilly (1989: 17) and Chen (2004: 433)idet that organisational
culture is vital in developing and sustaining enypl® commitment and intensity
levels that often characterise successful orgaarsat In accordance with the
views of O'Reilly (1989: 17) and Chen (2004: 433athe’s (1983: 11)
additionally states that the shared values thataareaspect of organisational

culture assist in generating this identificatioml attachment to the organisation.

Roweet al. (1994: 91) state that there is often a gap betwkerexisting and
preferred organisational cultures and the Harrisand Stokes (1992)
guestionnaire enables organisations to identifytiadreor not that gap within the
organisation is present. A culture gap existsnroeganisation when there is a
difference between the dominant, existing orgaisat culture form, and the
preferred or desired cultural form (Bourantas arapakexandris, 1992: 5).
Bourantas and Papalexandris (1992: 6) performéddy shat assessed the effect
of the cultural gap on the commitment of an orgatiis’'s managers. They
(Bourantas and Papalexandris, 1992: 6) found tmatculture gap negatively
affects the commitment of managers towards thejamsations. Nazir (2005:
41) states that although some research on assek&ngap in culture has been

conducted, research is still limited.

Organisational culture influences individual andyamisational processes by
generating strong pressures on employees to gg akih, and to think and act
in ways that are consistent with, the existing argational culture (Greenberg
and Baron, 2003: 526). This influence can eitbadlto enhanced organisational

commitment, or hinder its effectiveness (Greenbangl Baron, 2003: 516;
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Schein, 1992: 3). Deal and Kennedy (1988) offemaety of elements within
culture, for example the importance of symbols amatlies, as a means of
achieving employee commitment. These were disdusseaections 2.4.4 and
2.4.2 respectively. Nazir (2005: 47) agrees wittaDand Kennedy (1988) and
also believes that employees of organisations canctmmitted to their
organisation due to the similarity between theimovalues and those of their
organisation. Socialisation is an important preogben it comes to integrating
employee values with those of the organisation, #md socialisation and
integration is likely to result in an optimum leve fit between the individual
and organisational values, which therefore increabe commitment of the

employees (Nazir 2005: 48).

According to Clugstonet al. (2000: 6) and Roweet al. (1994: 477),

organisational culture has an effect on organieaticommitment, and the right
kind of culture will influence how effectively orgaations operate and deliver
their services. Martin (2001: 621) believes thasteong achievement-based
culture would result in employees being more coradito and supportive of an
organisation’s aims and objectives. This commitivesuld result in employees
being in active agreement with and showing supportthe organisation’s

objectives (Martin, 2001: 621). It is thereforepontant to identify the type of
organisational culture of the selected municipaliigcause, as previously
discussed, organisational culture is a factor toatributes to the organisational
commitment of the employees, and therefore theemstal functioning of the

municipality in terms of its service delivery.

If the selected municipality attempts to alteratganisational culture, it can only
be sustained with the commitment of the organis&iemployees (Smith, 2003:
258). This is due to the coordination involvedailtering an organisational
culture being complex, and this cultural change Idotherefore require a
strategic commitment by the organisation (SmitlfQ2®58). It is therefore also
important to investigate the organisational comreittnof the employees of the

selected municipality because committed employeilsb& less resistant to
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change and will make the change process smoo®eganisational commitment

will be discussed further in Chapter 3.

2.10 SUMMARY

It is important for the selected local municipality clearly understand their
organisational culture in order to manage and agvél Organisational culture
is represented by their unique pattern of sharedimaption, values, norms,
attitudes, symbols, beliefs, rituals, socialisaticend expectations of the
employees in the organisation. The purpose ofuthique culture is to establish
a set of norms and standards that employees adbewnd these guidelines

affect the commitment of the employees within thraganisation.

Organisational cultural typologies, such as thoseetbped by Hellriegedt al.
(2004), Deal and Kennedy (1988); Roefal. (1994) and Harrison and Stokes
(1992) are important because they provide typotodier identifying and
understanding organisational culture. In this aesle, the Harrison and Stokes
(1992) cultural typology was focused on, where fouain classifications of
culture are identified. These are: the power caltuole culture, achievement
culture and support culture. These four clasdifics each have their own set of
assumptions, norms, characteristics, strengthsvaattnesses that have an effect

on each employee and their commitment to the osgéion.

Employees enter into an organisation and are inted, through a process of
socialisation, to the organisation’s values, noriausg beliefs. Through this
process, employees will either fit in with the amgation’s culture or not, and
this, too will have an effect on the commitmenteaiployees. The determinants
and functions of organisational culture were alsscussed in this chapter,
followed by mechanisms for developing organisatiandture. The effect of

organisational culture on organisational commitmemtded this chapter.

Employee commitment will be discussed in the follogvchapter.
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CHAPTER 3
ORGANISATIONAL COMMITMENT

3.1 INTRODUCTION

There has been a steady increase in the interesi gio the study of
organisational commitment, which focuses on thati@hships that are formed
between employees and their organisations (Alleth ieyer, 1990: 1; Hult,
2005: 249; Lok and Crawford, 2004: 321; Meyer, Allend Smith, 1993: 538;
Mowday, 1998: 387; Mowday, Steers and Porter, 1984, Porter, Steers,
Mowday and Boulian, 1974: 604; Rashetl al., 2003: 713). The increase in
interest in organisational commitment is due toesalvreasons. Specifically, as
an antecedent, forms of commitment have been showredict important work
outcomes such as extra-role behaviour, withdrapatformance, absenteeism,
turnover, and tardiness (Allen and Meyer, 1990Ca&hen, 2007: 34; Hogg and
Terry, 2001: 110; Mathieu and Zajac, 1990: 171iét@t al.,1974: 604; Rashid
et al., 2003: 713; Wasti, 2003: 303; Yu and Egri, 20056)33 Silverthorne
(2004: 594) adds to these by stating that, alorilg thie intention to remain with
the organisation, employee participation is alsedly related to organisational
commitment. Greenberg and Baron (2003: 163) agidethe above outcomes
of commitment, and assert that an employee’s behavan be predicted far
into the future because of their level of commitmemd it is consequently a
good indication of the importance of organisatiosemmitment as a work-

related attitude.

It is important for organisations to get a bettaderstanding of organisational
commitment because it affects organisations, taeiployees, and society as a
whole (Mowday, Porter and Steers, 1982, in Mathaed Zajac, 1990: 171).
Organisations prefer committed employees becauseniment decreases the
likelihood of employee turnover and lateness (Maihand Zajac, 1990: 171).
Employees are able to benefit because organisatiahge those who show

commitment and therefore, organisations may gieeetmployee both extrinsic
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and psychological rewards that are associated wittmbership to the

organisation (Mathieu and Zajac, 1990: 171). Smdeas a whole also benefit
from the organisational commitment of employeesabee job movement will

decrease, and national productivity and/or workliguanay increase (Mathieu

and Zajac, 1990: 171).

McKinnon, Harrison, Chow and Wu (2003: 28) statat thin organisation that is
people orientated and which values, respects, suridin to its employees will
have an outcome of employee commitment. Martir0D{2@63) has a similar
view to McKinnonet al., (2003: 28) and states that if employees are cotadjit
they will go beyond what their job descriptions ugq them to do within an
organisation. It can thus be asserted that thesenitted employees do what the
organisation and management wish them to do wittltmiemployee even being
asked to do so (Martin, 2001: 623). Similarly, teoet al. (1974: 604; Brooks
and Wallace, 2006: 233) believe that a committeg@leypee is one who shows a
willingness to apply extra effort on behalf of therganisation. Mathieu and
Zajac (1990: 171) believe that it is these “extlet behaviours that are often

what keeps organisations competitive.

Silverthorne (2004: 592-593) and Ogaard, Larsen &iagdnburg (2005: 25)
believe that it is also important to determine diegree of fit between employees
and their organisation, because this fit affecte tommitment of those
employees. Nazir (2005: 47-48) has similar viewsStlverthorne (2004: 592-
593) and states that high commitment and satisiacimong employees are a
result of the person-organisation fit. Hult (20@%0) also suggests that if an
employee enters into an organisation and fits inhwiheir surrounding
organisational environment, then the employee’s mament will be high.
Hence, it is important to determine the existingl areferred organisational
cultures within the selected municipality, in orderestablish a relation between

organisational culture and employee commitment.
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Based on the above, it is evident that committe@lepees are a necessary and
valuable resource to an organisation (Chen, 2088).4A committed employee
is also a valuable resource to the organisatioause they are inclined to stay
with the organisation, regardless of whether theuonhstances affecting the
organisation are favourable or unfavourable, tlweee$uggesting that committed
employees can be a form of competitive advantagerganisations (Allen and
Meyer, 1990: 1; Rashidt al., 2003: 713; Yu and Egri, 2005: 336). Buchanan
(1974a: 339), and Mathieu and Zajac (1990: 171)ebelthat organisations
differ in their capacity to retain committed empt@p and gain their loyalty.
Rashidet al. (2003: 713) feels that having committed employeesild/ be an

added bonus to the organisation.

To achieve the organisational commitment relatgdatives of this research, as
stated in Section 1.2 of Chapter 1, the purpostisfchapter is to gain insight
with regards to organisational commitment and thpologies that are used to
classify organisational commitment. It attemptsiplain why it is important
for organisations to gain employee commitment, afi as briefly mentioning
the effects that organisational commitment has ervise delivery. Two
typologies of organisational commitment will bealissed, namely the typology
by Mowday et al. (1979) and the Allen and Meyer (1990) three-congmbn
conceptualisation typology. It is also importamtunderstand the determinants
of organisational commitment, so antecedents wilbkefly discussed. Finally,
the Allen and Meyer (1990) typology will be usedtimis research, and reasons
supporting this choice of typology will be explaitheand also the effect that

organisational culture has on organisational comeitt will be examined.

3.2 ORGANISATIONAL COMMITMENT CONCEPTUALISED

There is little consensus regarding the definitddrorganisational commitment
and how it is measured (Buchanan, 1974b: 533). td¢a1968, in Buchanan,
1974b: 533) and Rashet al, (2003: 713) view organisational commitment as

the willingness of social beings to give energy #&mhlty to an organisation.
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Likewise, Porter (1968, in Buchanan, 1974b: 533}test that organisational
commitment is the willingness of employees to exegh levels of effort on
behalf of the organisation, a strong desire to stdly the organisation, and the

acceptance of the organisation’s goals, missionvahges.

According to Mowdayet al. (1979: 226) and Porteet al. (1974: 604),
organisational commitment is defined as the redasirength of an individual’s
identification with, and involvement in the partiau organisation. Greenberg
and Baron (2003: 160) and Silverthorne (2004: 584ye similar views to
Mowday et al. (1979: 226) and Porteat al. (1974: 604), yet they additionally
view organisational commitment as the work attitidé employees toward the
organisations in which they work. Greenberg antbBg2003: 160) agree with
the definition by Mowdayet al. (1979: 226), by stating that organisational
commitment is not only concerned with the extentwhbich an employee
identifies with their organisation, but also whethke employee is or is not

willing to leave their organisation.

Meyer and Allen (1991: 62) view organisational coitnment, as defined by
Mowday et al (1979), from two perspectives, behavioural comraittnand
attitudinal commitment, which will be discussed detail in Section 3.4.1.
Behavioural commitment focuses on the processeshigh employees become
part of a specific organisation and their apprdprizehaviour (Meyer and Allen,
1991: 62). Attitudinal commitment, on the othentdafocuses on the processes
by which employees come to think about their refahips with their
organisation, and the extent to which their goald walues are congruent with
those of the organisation (Meyer and Allen, 1992). 6 Meyer and Allen’s
(1991) attitudinal perspective will be the basis ttee concept of organisational
commitment in this research. Meyer and Allen’sQPresearch is based is the
classification by Allen and Meyer (1990), the thoeenponents of organisational
commitment, namely affective, continuance, and raive commitment, as
shown in the shaded section in Figure 3.1, are asedwill be discussed in

greater detail in Section 3.4.2. These comporappear to reflect at least three



54

general themes that are common to most definitiofis organisational
commitment, namely an affective attachment to tigaisation; the continuance
attachment or perceived costs associated withrgatvie organisation; and the
normative attachment or obligation for employees rEmain with the

organisation.

Figure 3.1: Organisational culture and organisatioml commitment

Macro culture

* Society
e Industry
e Organisational
\ 4
Organisational cultures Types of culture
* Shared assumptions * Power orientation
» Shared values * Role orientation
» Shared socialisation and norms » Achievement
o Shared symbols orientation
o Shared language » Support orientation
o Shared narratives
o Shared practices

A 4

Influences on Organisationa
Commitment

+ Affective commitment
« Continuance commitment
+ Normative commitment

Feedback (positive and negativn"

<

Source: Researcher’'s own construction adapted Heitriegel et al. (2004: 364) and based on
the work of Harrison and Stokes (1992) and Alled Bteyer (1990).
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Consequently, in this research, organisational comemt will be treated as a
multidimensional construct, where the three comptsef commitment will be
further researched. As previously mentioned, theee components of
commitment are attitudinal in nature and have twmon views which state
that organisational commitment is a psychologitatiesthat (1) characterises the
employee’s relationship with their organisationdd®) has implications for the
employee’s decision regarding whether or not theshwo continue working in
that organisation based on the extent to whichrtigeals and values are
congruent with those of the organisation (Meyer atldn, 1991: 67; Meyeet
al., 1993: 539). Organisational commitment is accalyindefined as the
psychological strength of an individual employeestachment to and
involvement with the organisation (Lahiry, 1994; Bowdayet al., 1979: 226;
Rashidet al.,2003: 713).

These three general themes are the three compomemtBen and Meyer's

(1990) conceptualisation of organisational commitmdt can therefore be seen
that Allen and Meyer’s (1990) three-component cptaalisation incorporates
and simplifies the vast number of definitions ofyamisational commitment.
This conceptualisation which is used in this reseavill be discussed in greater

detail in Section 3.5 in this Chapter.

As is evident from the previous discussion, comraitimrepresents something
beyond simply passive loyalty to the organisatibaiso involves a relationship
with the organisation, where individual employees\ailling to give extra effort
in order to contribute to the organisation’s wairiy (Mowdayet al.,1979: 226;
Ogaardet al.,2005: 25). Consequently, it can be asserteditlmimportant to
study organisational commitment within the selectednicipality because if
employees are committed, then they will offer sdrimgt more and therefore
their delivery of service, involvement with custamand the community will be
more efficient and effective.



56

3.3 ORGANISATIONAL COMMITMENT AND SERVICE DELIVERY

Lytle, Hom and Mokwa (1998: 455) define organizatibservice orientation as
an organization-wide acceptance of organizationalicies, practices, and
procedures that are in place with the intent oppsuiing and rewarding service-
giving behaviours that create and deliver excelsnvice. Lytleet al., (2006:

139) go on to state that the attitudes of an osgdinn’s employees influence
customer perceptions of service delivery, whichtum affects the customers

value of the service encounter.

According to Lahiry (1994: 51), previous researds fshown that employee
commitment has an effect on how well the orgarosagierforms and delivers its
services and that organisational commitment castieEngthened by changing
the organisation’s culture. The selected munidipalas been through a process
of transformation, during which different organisatl cultures have had to be
merged into a common organisational culture (Plar#01: 4). For this reason,
the study of organisational culture within thisesééd municipality is important
because organisational culture can affect the lef&mployee commitment in
the transformed organisation (Lahiry, 1994: 51)tikermore, it is important to
assess the level of employee commitment withinstlected municipality, as
committed employees will be inclined to be morecaght and effective in their
service delivery and be more involved with cust@nand the community,
making sacrifices for the organisation in order itoto thrive (Greenberg and
Baron, 2003: 163).

To gain a clearer understanding of organisatiooairitment, two typologies of

organisational commitment will subsequently be used.

3.4 TYPOLOGIES OF ORGANISATIONAL COMMITMENT

Two typologies will be discussed, namely Mowdely al.’s (1979) typology

because it gives an understanding of a differeatvvon how organisational
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commitment may be defined, as well as the threepom@ant conceptualisation
typology designed by Allen and Meyer (1990). Tbeus will be based on Allen
and Meyer's (1990) typology, because this concéigtton is used in this

research to define and measure organisational conani.

3.4.1 Mowday, Porter and Steers’ (1979) typology

Porter et al. (1974: 603) believed organisational commitmentb® a uni-
dimensional concept that only focused on an emglsy&entification and
involvement with their organisation. Mowday (19%89) kept this view in a
later article, stating that Portet al.’s (1974) view of commitment was uni-
dimensional because it only focused on an affecit@chment of employees to

their organisations (Mowday, 1998: 389).

Mowday et al. (1979: 225) found certain trends in the definifomf
organisational commitment and categorised commitmieto two areas:
behavioural and attitudinal.

» Behavioural commitment refers to commitment-relabsthaviours. Such
behaviors represent individuals forgoing alterratoourses of action and
individuals choosing to link themselves to the oigation (Mowdayet al.,
1979: 225). Behavioural commitment is the procgdsewhich individual
employees become trapped within an organisatiod, the behaviour in
which those trapped employees deal with this praljBrooks and Wallace,
2006: 223; Mowdat al.,1979: 225).

« Attitudinal commitment focuses on the processesvhich employees come
to think about their relationship with their orgsamion. Attitudinal
commitment is also thought of as a mind set in Whidividuals consider
the extent to which their individual values andlgaae the same as those of
their organisation (Brooks and Wallace, 2006: 2@@wday et al., 1979:
225).

Mowday et al. (1979: 226) defined organisational commitment masefiective

commitment which is the relative strength of an Eyge’s identification with
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and involvement in their organisation. Mowdeatyal.,(1979: 226) characterised

organisational commitment according to three chergstics.

» A strong belief in and acceptance of their orgaiosé values and goals;
* A willingness on behalf of the employee to exerhgiderable effort on
behalf of their organisation; and

* A strong desire to maintain membership in the oiggion.

Mowday et al. (1979: 226) therefore believe that commitment espnts
something beyond a mere passive loyalty to an dasghon and in reality
represents an active relationship between emplayekethe organisation. So
strong is this relationship, that employees ardéingilto give more of themselves
in order to contribute to the organisation’s efifie@mtess. Hence, commitment
could be inferred not only from the expressionsanfemployee’s beliefs and
opinions but also from their actions within thenganisation (Mowdayet al.,
1979: 226).

3.4.2 Allen and Meyer’s (1990) three-component typagy

As previously stated in Section 3.2, there are magfynitions of commitment,

and Allen and Meyer (1990), in trying to simplifif these different definitions,

proposed a three-component model of commitmentchvimtegrated various

conceptualisations. Allen and Meyer (1990) idestifthree general themes in

the different definitions of commitment, namely

« Commitment as an affective attachment to the osgaion,

« Commitment as a perceived cost associated withingae organisation,
and

« Commitment as an obligation to remain in the orgatdon (Meyeret al.,
1993: 539).

Meyer and Allen (1991: 3), who refined previouseash by Allen and Meyer

(1990), defined these three themes as componentganisational commitment:
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affective commitment, continuance commitment, amwdnrative commitment,

respectively. Meyer and Allen (1987, in Allen aveyer, 1990: 3) developed a
model of commitment, using these three approachasommitment, and this
was termed a three-component conceptualisationgafnisational commitment,
as shown in Figure 3.2. Each of these components bei subsequently

discussed.

Figure 3.2: Organisational commitment: Three compoents of commitment

Continuance Commitment
Continue working for an

organisation because
employee cannot afford to
leave.

Affective Commitment
Continue working for an
organisation because
employee agrees with its
goals and values and Organisational
desires to remain there. Commitment

Normative Commitment
Continue working for an organisation
because employee faces pressure from
others and feels obliged to remain.

Source: Researcher’s own construction adapted @oeenberg and Baron (2003: 162).

» Affective commitment The affective component of organisational

commitment refers to an employee continuing to wimkan organisation
because of the employee’s emotional attachmentntmlvement in, and
identification with that organisation (Allen and e, 1990: 2; LegAllen,
Meyer and Rhee, 2001: 597; Mowday, 1998: 390; Ribshal.,2003: 714;
Wasti, 2003: 303). Rashat al. (2003: 714) add to this conceptualisation by
stating that it is the emotional attachment of ampleyee to their
organisation. Buchanan (1974b: 533) agrees witthRlat al. (2003: 714)
and is of the opinion that an affective commitmtnan organisation is the
emotional attachment to the goals and values obtbenization, as well as

to the employee’s role in relation to those goald @alues. Greenberg and
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Baron (2003: 162) assert that the employee’s attach to, and thus the
desire to continue working for, their organisatioould also be due to the
employee agreeing with the organisation’s undeglygoals and values
(Greenberg and Baron, 2003: 162). This meansitlat employee has a
strong affective commitment, then they will staytlwithe organisation
because they want to (Clugstenal.,2000: 7; Meyeet al.,1993: 539).

According to Wasti (2003: 304), the majority of dngal research into
commitment has focused on the affective perspectiasti (2003: 304)
believes that this focus is due mainly to the ewide that affective
commitment has the strongest and most consistelatiomship with

advantageous outcomes.

Continuance commitment Continuance commitment refers to the

commitment that is based on the costs that areciased with leaving a
specific organisation (Greenberg and Baron, 20@:;; 1eeet al., 2001:
597; Rashidet al., 2003: 714; Wasti, 2003: 303). In this componeht o
commitment, the fewer possible job alternatives leye®es have at various
organisations, the stronger their continuance cdamarit to their current
organisation will be (Rashidt al., 2003: 714). If an employee primarily
exhibits this form of commitment, then they wilagtwith their organisation
because they feel like they have to since leavimylgv cost too much
(Clugstonet al.,2000: 7; Meyeet al.,1993: 539).

Normative commitmentThis is the third component of the three-compénen

conceptualisation and refers to the employees’qreed obligation to remain
with their organisation (Leet al., 2001: 597; Rashict al., 2003: 714;
Wasti, 2003: 303). An employee’s or other peoplest experience of an
organisation, whether they were members of it ¢y wdl influence this type
of commitment (Rashidet al., 2003: 714). This is because societal
socialisation also takes place, as well as orgtaisd socialisation, and

therefore, societal values can place pressurelseoerployee before they are
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even socialised through the organisation (Clugsoral., 2000: 5). An
employee will therefore stay with an organisati@tduse they feel that they
ought to, for example, if organisational loyalty emphasised within the
organisation or within the society (Clugsten al., 2000: 5; Meyeret al.,
1993: 539; Rashiet al., 2003: 714). Greenberg and Baron (2003: 163)
expand on this by stating that employees who hawgh llegrees of
normative commitment are hesitant to disappoinirteeployers and are
concerned about what fellow employees would thip&u them if they left

their organisation.
Meyer and Allen (1991) and Clugsten al. (2000: 7) assert that each of these
three components of commitment are affected by eunsfit classes of

antecedents, which will be discussed in the nectiae

3.5 ANTECEDENTS TO ORGANISATIONAL COMMITMENT

The antecedents for each of Allen and Meyer's (199@ Meyer and Allen’s
(1991) three components of organisational commitraea listed in Figure 3.3.
Knowledge of these antecedents is important becdlisg give a greater
understanding of where organisational commitmergirated and developed
(Meyer and Allen, 1991: 68). Each of the three ponents of organisational
commitment, which will be discussed next, will degeas a function of the
different antecedents (Meyer and Allen, 1991: 68).

3.5.1 Affective commitment

Meyer and Allen (1991: 69) developed three categorf antecedents to
affective commitment. These categories are: peailsocharacteristics,
organisational structures, and work experiencesy@and Allen, 1991: 69;
Meyeret al.,1993: 539).

» Personal characteristicsPersonal characteristics consist of variableg th
define the individual (Steers, 1977: 47). Persaharacteristics such as the
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need for achievement, affiliation and autonomy,wadl as higher order
needs, and a central life interest in work havenbfeeind to correlate with
organisational commitment (Meyer and Allen, 1999-7; Steers, 1977:
47). This correlation shows that there is a pdsilthat employees differ
with regards to their propensity to become affedyivcommitted to their

organisation (Meyer and Allen, 1991: 70).

Figure 3.3: Antecedents to organisational commitmen

» Personal Characteristics
¢ Organisational Structure

AFFECTIVE Characteristics
COMMITMENT [ """ """ =====-- « Work Experiences
o Comfort

o Competence

CONTINUANCE * Investments/Side Bets
COMMITMENT Ittt « Alternatives

* Socialisation

o Cultural/Familial
NORMATIVE o Organisational
COMMITMENT I « Organisational
Investments

Source: Researcher’s own construction adapted Meyer and Allen (1991: 68).

Meyer and Allen (1991: 70) state that individualsonchoose their work to
be compatible with their personal characteristiosugd have a more positive
work attitude than those employees who do not cheask based on these

characteristics.

» Organisational structure characteristiceyer and Allen (1991: 70) state

that relatively few studies have examined the i@hships between
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organisational commitment and organisational stmes, and those studies
that have touched on it have used a level of aisalyst is individual as
opposed to organisational. Although researchmgeid, there has been some
evidence that affective commitment is associateth wiecentralisation of
decision-making and the formalisation of policies procedures (Meyer and
Allen, 1991: 70).

» Work experience Steers (1977: 48) and Buchanan (1974b: 534)esighat

work experiences are a major socialising force, #mas represents an

important antecedent to which psychological attaais are formed within
an organisation. Employees whose experiencesrwihi organisation are
the same as their expectations and that satisfyoyegs’ fundamental needs
are more inclined to develop a stronger affectivanmitment to their
organisation than employees with less satisfyingkvexperiences (Meyeat
al., 1993: 539). Meyer and Allen (1991: 70) believatthhis work
experience variable can be divided into two categor(l) Those that
satisfied employees’ need to feel physically angtpslogically comfortable
in their organisation (comfort); and (2) those tbahtributed to employees’

feelings of competence in the work role (competgnce

Variables correlating with affective commitment ine comfort category
include confirmation of pre-entry expectations, iegjple reward distribution,
organisational dependability and support, role itlaand freedom from
conflict (Allen and Meyer, 1990: 17-18; Meyer andlefy, 1991: 70-71).
Variables in the competence-related experienceldacaccomplishment,
autonomy, job scope and challenge, opportunity fmtvancement,
participation in decision-making and personal intpoce to the organisation
(Allen and Meyer, 1990: 17-18; Meyer and Allen, 1991).

Wong, Ngo, and Wong (2002, in Yu and Egri, 20056)3@nducted a study of
Chinese joint venture employees, and they found #Hrdecedents of this

component of commitment are distributive and procaljustice, as well as the
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employee’s perceived job security. Woepal. (2002, in Yu and Egri, 2005:

337) continue to state that Chinese cultural vathasemphasize the importance
of in-group harmony, loyalty and reciprocity aretemedents to affective

commitment. Clugstoret al. (2000: 7) found that affective commitment is
directly affected by an individual's work experienwariables and personal
characteristics. Iverson and Buttigieg (1999, i ahd Egri, 2005: 336) also
identified antecedents to affective commitment.eS§éinclude the employee’s
personal characteristics, such as their job expentgob values, organisational

tenure and work motivation.

3.5.2 Continuance commitment

Continuance commitment represents an employeelsatan of the costs that
are associated with leaving their organisation, taedefore, anything that can be
seen to increase employees’ perceived costs caulkbbsidered an antecedent
(Clugstonet al.,2000: 7; Meyer and Allen, 1991: 71). Meyer andeAI(1991.:
71) believe that the antecedents that are mosbprieént and focused on with
regards to continuous organisational commitmesids bets of investments, and

also the availability of alternative job prospects.

+ Side bets/InvestmentsSide bets can be either work related or non-work

related, and commitment to an organisation can beeldped as
employees make side bets which would be lost if leympent to their
organisation was terminated (Meyer and Allen, 191). Rusbult and
Farrel (1983, in Meyer and Allen, 1991: 72) has shene viewpoint as
Meyer and Allen (1991: 71), that commitment to argamisation

increases as the magnitude of employee investmaiitisin that

organisation increase.

» Availability of alternatives Clugstonet al. (2000: 7) felt that employees

perceptions regarding their alternative job protpeand the cost
associated with leaving their current organisatiawe an effect on the

employees’ continuous commitment. Rusbult andeFgt983, in Meyer
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and Allen, 1991: 72) also showed that commitmenteased as the
attractiveness of alternative job prospects deerbasVeyer and Allen
(1991: 72) and Iverson and Buttigieg (1999, in Yw &qgri, 2005: 336)
are in agreement with the above views and theye stat continuous
commitment will develop as a function of a lack aternative job
opportunities, so the lack of job availability isem as an antecedent to

continuous commitment.

3.5.3 Normative commitment

Normative commitment refers to the feeling of oatign on the part of the
employee to remain with their organisation due tespures from other people
(Greenberg and Baron, 2003: 163). Meyer and AI&91: 72) express concern
that literature focusing on the development of retime commitment is more
theoretical than empirical, yet they believe tina most important antecedents of
normative commitment are employees’ socialisatas,well as organisational
investment.

* Socialisation Weiner (1982, in Meyer and Allen, 1991: 72) and
Greenberg and Baron (2003: 163) believe that thigatory feeling to
remain within their organisation may be a result tbé employee
incorporating conscious or sub-conscious guidingngiples that are
exerted on an individual before they enter intooaganisation, through
familial or cultural socialisation; or after entipto an organisation,
through organisational socialisation. Clugsttnal. (2000: 5-6) agree
with Weiner, by proposing that pressures from galtuor societal
socialisation of each employee is antecedent tmative organisational
commitment. This is because an individual willdzeialised within the
society they come from, which takes place befoeeitidividual becomes
an employee of an organisation and begins an asgaoinal socialisation

process (Clugstoet al.,2000: 5).
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* Organisational investment Meyer and Allen (1991: 72) feel that
normative commitment also develops due to investsprovided by the
organisation for the employee. These investmentghe part of the
organisation can therefore create an imbalance ihe t
employee/organisation relationship and cause empoyo feel obligated
to reciprocate through commitment to the orgarisatuntil they feel
that the debt has been repaid (Meyer and Allen11%2).

3.6 REASONS FOR USING THE ALLEN AND MEYER (1990) POLOGY

Most previous research (Hult, 2005; Lee, Ashforcal$® and Mowday, 1992;
Lok and Crawford, 2001) regarding organisationaimgotment has been
assessed using the Organisational Commitment @uesire (OCQ) and
definition developed by Portet al. (1974). According to Clugstaost al. (2000:
6) this is not the most appropriate way of assgssnganisational commitment
because it only measures an employee’s affectivenndtment to their
organisation and is limited in examining how cudtumpacts on organisational
commitment. The definition of organisational cortment by Allen and Meyer
(1990) includes Porteet al.’s (1974) affective commitment, yet it also includes
continuance and normative commitment, and thereffogeinstrument that was
subsequently developed by Allen and Meyer (1990) the preferable
questionnaire to asses the different bases of m@@wnal commitment and

organisational cultures effect on it (Clugsttral.,2000: 6).

Allen and Meyer’s (1990) three-component questimeng a multidimensional

guestionnaire that conceptualises organisatiomahtitment and can be applied
across domains (Meyeet al., 1993: 538). The value of using this
multidimensional approach is that it provides a enoomplete understanding of
an employee’s relationship to their job becauseahate forms of commitment
are considered together (Meyet al., 1993: 540). Silverthorne (2004: 594)
agrees with Meyeet al. (1993: 539) and further states that a multidimemesi
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approach is a more effective tool for measuringoigational commitment than
that of Porteet al. (1974).

The Allen and Meyer (1990) typology is a widely kno classification of
organisational commitment; and previous researchfbiand it to be a reliable
and valid way to classify commitment (Allen and Mey1990; Clugstoet al.,

2000; Meyer and Allen, 1991; Rashal al., 2003; Wasti, 2003). Becker,
Billings, Eveleth and Gilbert (1996: 476) also usélten and Meyer’'s (1990)
three-component conceptualisation and found it peddable way to classify
commitment because employees distinguish betwestyties of commitments

they make to their organisation.
Consequently, the research instrument developedll®n and Meyer (1990)
will be used to assess and measure organisatiomaindment at the selected

local municipality in this research.

3.7 THE IMPORTANCE OF A COMMITTED WORKFORCE

Greenberg and Baron (2003: 163) believe that theeea number of positive
effects when an organisation has committed empky&¥hen employees have
an extremely high level of commitment to their arigation, they are less likely
to resign or be absent from that organisation (Geand Jones, 2002: 76;
Greenberg and Baron, 2003: 163). On the other,hahdn employees have an
extremely low level of commitment, they are morelimed not arrive for work

when they are supposed to, nor retain their joBsnployees are reluctant to
leave their organisation because of their posisittéude to their organisation,
which indicates an affective commitment to the argation (George and Jones,
2002: 76; Greenberg and Baron, 2003: 163). MegdrAdlen (1991: 73) are of

the same opinion as George and Jones (2002: 76)Gameinberg and Baron
(2003: 163) in acknowledging that in previous resedBlau, 1986; Pierce and

Durham, 1987), commitment was found to be poskivellated to employee
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attendance; but they also added that in some itstafivancevich, 1985; Jamal,

1984) this relationship was not found.

George and Jones (2002: 98) believe that commitrigeritighly related to
organisational citizenship behaviour. Organisatioaitizenship behaviour is
when an employee performs their job above and ytom call of duty (George
and Jones, 2002: 98). It is also asserted by @emmg Jones (2002: 98-99) that
organisational citizenship behaviour tends to béurvary and therefore is
directly related to the employee’'s affective conmanht toward their

organisation.

There is a common denominator in all three of thegonents of commitment,
namely the binding of the employee to the orgaisatMeyer and Allen, 1991
73). Meyer and Allen (1991: 73) state that thiamsimportant precondition for
employees to perform both their required roles artia roles, yet it is not a
sufficient condition for either. Employees mussabe willing to engage in
activities that go beyond their required jobs, alvas be depended upon to
perform their required jobs (Meyer and Allen, 199B). If an employee is
highly committed, they will be willing to make sé#uares for their organisation
(Greenberg and Baron, 2003: 163). Employees thathighly committed
demonstrated the willingness to share and makaefisasrthat are expected of
them in order for their organisation to renderéint services (Greenberg and
Baron, 2003: 163).

Meyer and Allen (1991: 73) assume that employed$ihgness to contribute to
the organisation’s effectiveness is influenced oy hature of the commitment
that the employees experience. Meyer and Alle®X194) expand on this by
acknowledging that employees who feel an affectattachment to their
organisation might be more likely than those emgésywho feel a continuance
or normative attachment to exert effort on behalthe organisation. Yu and
Egri (2005: 336) agree with Meyer and Allen (199&phd believe that the
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affective component of commitment has been founbedhe most consistent

and strongest predictor of positive organisatianatomes.

3.8 ORGANISATIONAL CULTURE AND ITS EFFECT ON
ORGANISATIONAL COMMITMENT

As per Figure 2.1, organisational culture can benséo have important
influences on organisational commitment (Hellreigelal., 2004: 364). As
mentioned previously and substantiated by previ@search (Bourantas and
Papalexandris, 1992: 7; Chen, 2005: 433; Lgtlal., 2006: 139; Rashidt al.,
2003: 709), organisational culture influences org@iional commitment.
Firstly, organisational culture is also considered influence employees’
attitudes concerning their commitment to their ofgation (Bourantas and
Papalexandris, 1992: 7; Chen, 2004: 434). Seconhgiye et al. (2006: 139),
believe that commitment is an element of the omggtion’s culture, and is
similar to organisational glue that binds employtesne another, and being part

of that organisation creates a sense of pride araomgoyees.

Cohen (2000, in Rashiét al., 2003: 709) found a relationship between
Hofstede’'s (1993) cultural typology with organiseial commitment. In
combining Hofstede’s cultural model and Meyer anlgis (1984, in Rashiet
al., 2003: 714) organisational commitment componente@ (2000, in Rashid
et al., 2003: 714) found that the cultural dimensions foted organisational
commitment. Geiger (1998, in Raslatlal., 2003: 709) also conducted a study
using Hofstede’s (1993) cultural dimensions, andnfb that cultural values

impacted on the escalation of organisational comenit.

Rashidet al. (2003: 716) used Deshpande and Farley’s (199Raishidet al.,
2003: 716) cultural typology, and Allen and Meyer($990) concept of
organisational commitment; and, like Cohen (2000Rashidet al., 2003: 714)
and Geiger (1998, in Rashiet al., 2003: 709), and also found a positive

relationship between organisational culture andawigational commitment.
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Rashidet al. (2003: 724) believed that there is an appropraéch between the
type of organisational culture and the type of aigational commitment that, if
correctly matched, will be beneficial to the penfi@nce of an organisation. It is
therefore clear that organisational culture andapigational commitment have

an impact on an organisation’s performance (Rashad.,2003: 709).

Brewer (1993, in Chen, 2004: 433) conducted rebeanto the effect of
organisational culture on organisational commitmemid it was found that a
culture that has a bureaucratic nature often hasgative relationship with the
commitment of an organisation’s employees. Odomx>Band Dunn (1990:
162) believe that if an organisation were to remiheebarriers erected as a result
of it having a bureaucratic culture, this may cimite to creating a stronger
organisational commitment by employees. Brewe®8l9n Chen, 2004: 433)
also found that there is a positive relationshipewlthe culture is supportive,
which results in greater commitment and employesmliement. Likewise,
Odomet al. (1990: 163) found that employees who worked ireamironment
that is supportive have a greater degree of orgtaigal commitment. Lok,
Westwood and Crawford (2005: 508) agree with Odral. (1990) by stating
that supportive cultures had stronger positive timighips with commitment
than a bureaucratic-type culture, which had a megatelationship with

commitment.

Martin (2001: 621) believes that an organisatiat thas a strong culture, which
is actively supported by the organisation’s manggalso results in employees
being more committed to the organisations aimsadnjelctives. Similarly, Nazir

(2005: 47) has argued that organisations that hasteong organisational culture

are often associated with a normative type of cament.

3.9 SUMMARY

Organisational commitment has implications for tpherformance of local

municipalities, and from the discussion in thisptiea, it can be seen that certain
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types of organisational cultures could enhance ltheel of organisational

commitment, which enhances service delivery andetbee organisational

success. The selected municipality need to gaén dbmmitment of their

employees because committed employees are a waluasburce to the

municipality and they are inclined to stay with timenicipality for an extended

period of time. Committed employees are also Imedito align their personal
goals with the goals of their organisation. Thi#l {ead to willingness on the

part of the employees of the selected municipatitynake sacrifices and exert
considerable effort on behalf of the organisationhelp in the successful
achievement of its goals (Steers, 1977).

This chapter discussed two typologies used to ifyaserganisational
commitment. Allen and Meyer’'s (1990) multidimensa three-component
conceptualisation of organisational commitment wased to classify
organisational commitment in this research. THoems of commitment were
distinguished, namely affective, continuance, andmative. The antecedents
pertinent to organisational commitment, as welthesreasons behind using the
Allen and Meyer (1990) organisational commitmergaipgy, were identified.
Finally, the chapter ended off by discussing thepanance of having a
committed workforce and the effects of organisatlorculture on the

organisational commitment of employees.

In the next chapter, the research methodology aaleto this research will be

discussed.
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CHAPTER 4
RESEARCH METHODOLOGY

4.1 INTRODUCTION

In Chapter 1, the research problem statement, ilxgscand hypotheses were
stated, while the relevant literature pertaining ci@anisational culture and
organisational commitment was discussed in Cha@eand Chapter 3,

respectively. The purpose of this chapter is folar the research methodology
relevant to this research. Collis and Hussey (2088) define research

methodology as the overall approach that the rebearocess will take. The

overall approach covers the theoretical foundatimough to the collection and
analysis of the data (Collis and Hussey, 2003: 53h this chapter, the

methodology that is used in this research will kplaned, indicating how the

research was undertaken within the scientific spladrdeveloping knowledge.

Collis and Hussey (2003: 55) are of the opiniort ttegearch methodology is
therefore concerned with the following main issues:

* Why certain data was collected;

* From where the data was collected,;
 How the data was collected;

* When the data was collected

* What data was collected; and

* How the data was analysed.

This chapter will provide answers to the aboveasspertaining to this research.
Concerning “why the data was collected”, the resegurpose, objectives and
hypotheses were stated in Section 1.2 in ChapteA brief exposition of the

importance of this research will be given in Seattid.2. The research
methodology pertinent to this research was useathieve the stated objectives
and to test the hypotheses as stated in Sectian CRapter 1. Chapter 4 begins

by reviewing the research paradigm relevant torgsgarch. Collis and Hussey
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(2003: 50) assert that once this research paradigrstablished, then the choice
of methodology is largely determined. The chapten defines the population,
followed by the sampling method that was used im thsearch. Once the
population and sample has been clarified, the reseanethod will be
commented on, and then the instruments that wezd fos data collection will
then be explained in depth. The reliability andidity of the two instruments
that were used will also be discussed in this sectiA description of how the
data was collected and analysed will be given, $omon the steps that were
taken to administer the measuring instruments. stéstical techniques utilised
in this research to analyse and test the datebeitxplained. Finally, the ethical
considerations that needed to be taken into accedm@n conducting this

research will be highlighted.

4.2 THE IMPORTANCE OF THIS RESEARCH

In an attempt to explain “why the data was colldttehe importance of this
research is elaborated in this section. The inapoe of this research comes
from its attempt to ascertain whether there is ktimmship between the
organisational culture and the organisational comemnt of employees at a
selected local municipality. According to Clugsetral. (2000: 22), Rowet al.
(1994: 92) and Wasti (2003: 304), organisationdktuce has an effect on
organisational commitment, thereby influencing theffectiveness of
organisations. Lahiry (1994: 51) agrees with #teement, and also states that
previous research has shown that employee commith@nan affect on how
well the organisation performs and delivers itsvises and that organisational
commitment can be strengthened by changing thenmagon’s culture. The
focus of this research is a selected local muniityp@ the Eastern Cape, which,
as mentioned earlier, has been through a procdsansformation, during which
different organisational cultures have had to berge into a common

organisational culture (Planact, 2001: 4).
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Due to the aforementioned reasons, the researotgahisational culture within
the selected municipality is significant becausgaarsational culture can affect
the level of employee commitment at a transformeshioipality (Lahiry, 1994:
51). Furthermore, an alignment between organisatioculture and
organisational commitment contributes towards eyg®s identifying with their
organisation (Greenberg, 1996; Greenberg and Ba2003: 163; Robbins,
1993). Committed employees will also be inclinedoeé more efficient in their
service delivery and be more involved with cust@nand the community,
making sacrifices for the organisation in orderitao thrive (Greenberg, 1996;
Greenberg and Baron, 2003: 163; Robbins, 1993).

After identifying the importance of this researthe problem statement of this
research was therefore to determine the influericerganisational culture on
organisational commitment at the selected local ioypality. In order to

achieve the problem statement, the primary purpdsthis research was to
examine the influence of organisational cultureasganisational commitment
within a selected municipality. To achieve thignmary purpose, objectives and
hypotheses were stated for this research. Thectbl®@e and hypotheses are

summarised in Section 1.2 in Chapter 1.

4.3 RESEARCH PARADIGM

The term paradigm means a framework consistinqiacepted set of theories,
methods and ways in which data can be definedeféts to the development of
scientific procedure that is based on an individuabhilosophies and
assumptions about the world and the nature of kedgd, which, in this context,
regard how the research should be conducted (Catits Hussey, 2003: 46).
Remenyi (1996: 5) has a more elaborate definitibntthat by Collis and
Hussey (2003: 46) and states that a paradigm iisfarmal, but strict set of rules
that have evolved in order to ensure that the reeemonducted has integrity as
well as being reliable and reproducible. A paradiherefore encompasses both
theory and methods (Creswell, 1994: 1). Accordm@ollis and Hussey (2003:



75

47; Remenyi, 1996: 8), there are two main resepachdigms, which are known
as positivist and phenomenological. Each of thEmadigms will be discussed

in the following sections.

4.3.1 Phenomenological paradigm

A phenomenon is a fact or occurrence that appears perceived, where the
cause of that fact or occurrence is in questionlli€and Hussey, 2003: 53).
Phenomenology is the science of phenomena andeetigal point of view that
is concerned with the understanding of human belavirom the participant’s
own situation (Collis and Hussey, 2003: 53). Thisproach stresses the
subjective aspects of human activity by focusinghm meaning of that activity
(Collis and Hussey, 2003: 53).

Phenomenologists believe that social reality isedejent on the mind, and there
is no reality independent of the mind (Collis andskey, 2003: 53). Remenyi
(1996: 9) states that each situation is theref@ensas unique, because the
meaning and function of the situation is a functidrthe circumstances and the
specific individual involved. In order for reseherts to use this
phenomenological approach, they have to look beybadletails of the fact or
occurrence in order to understand the fundamemtaires working behind them
(Remenyi, 1996: 9). It can therefore be deduceatl what is researched can be
affected by the process of the research; and geareher is also not independent
of what is being researched, but is a fundameradl gf it (Collis and Hussey,
2003: 53; Remenyi, 1996: 9). Due to researchetdeimg independent of the
research, the research methods used within theopiemlogical approach are
various interpretative techniques, which have tine @ describing, translating
and somehow coming to terms with the meaning dfagemnaturally occurring

phenomena in the social world (Collis and Huss@932 53).

4.3.2 Positivist paradigm
According to Creswell (1994: 2), positivist resdmaig an inquiry into a social or

human problem, which is founded on testing a thethigt is made up of
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variables, measured with numbers, and analysed stittistical procedures in
order to establish whether the predictive genextidias of the theory hold true.
This type of approach believes that researchers @iopt the role of observers
of an independent and pre-existing reality, therebgaining distant when

conducting their research and not allowing for ba&sl values to distort their
objective views, therefore interpreting a tangibsmcial reality (Collis and

Hussey, 2003: 52; Remenyi, 1996: 8). This implles the end product of the
research can be the source of laws and law-likergdirations (Remenyi, 1996:
8). According to positivism, these laws and lakelgeneralisations provide the
basis of explanation, permit the anticipation ofepbmena, predict the
occurrence and therefore allow them to be conttolollis and Hussey, 2003:
53).

Positivism is based on the assumption that sodality is independent of
individuals and exists regardless of whether orpsatple are aware of it (Collis
and Hussey, 2003: 52). A key characteristic of thasi, when exploring the
relationships between the variables being studgethat it takes a reductionist
approach (Remenyi, 1996: 10). This is necessaoydar to control a study and
therefore enables the researcher to better unddrbtaw the variables concerned

are behaving (Remenyi, 1996: 10).

In order to determine whether organisational celtuas a statistically significant
influence on the organisational commitment withie selected municipality, a
positivistic research paradigm was followed (Colliad Hussey, 2003: 56;
Remenyi, 1996). This is because literature wadietuin order to establish an
appropriate theory and construct and to test hysath (Collis and Hussey,
2003: 56). The quantitative nature of the data wes captured through the use
of the questionnaire is also consistent with pasith, and it emphasises
guantifiable observations which lend themselvesstatistical analysis (Collis
and Hussey, 2003: 56; Remenyi, 1996: 8). AccorttnGreswell (1994: 1-2), a
guantitative study is an inquiry into a social antan problem; and it is founded

on testing a theory that is made up of variablesasured with numbers, and
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analysed with statistical procedures in order tatdish whether the predictive

generalisations of the theory hold true.

The research paradigm that is used in the resdmslgreat importance for the
research methodology (Collis and Hussey, 2003: 56ble 4.1 illustrates the
main features of the positivistic and phenomenalaigparadigms (Collis and
Hussey, 2003: 55). The focus in this Chapter bdlsolely on the positivistic

paradigm as previously mentioned.

Table 4.1: Features of the two paradigms

Positivistic paradigm Phenomenological paradigm
Concerned with hypothesis testing Concerned wittergding theories
Tends to produce quantitative data Tends to produedtative data
Uses large samples Uses small samples
Data is highly specific and precise Data is ricH anbjective
Reliability is high Reliability is low
Validity is low Validity is high
Generalises from sample to population Generalises bne setting to another

Source: Researcher’s own construction adapted @oliis and Hussey (2003: 55).

4.4 RESEARCH POPULATION AND SAMPLE

In order to address “from where the data was c@lt¥cas stated in the
introduction to this chapter, the population anchigke pertinent to this research
will be discussed in this section. A populatiorais/ precisely defined group of
people, events or things that are of interest tb amder investigation by the
researcher and from which the sampling elementsliawn (Collis and Hussey,
2003: 56; Sekaran, 1992: 225; Terre Blanche, Dinthand Painter, 2006: 133).

The selected local municipality is situated in Bestern Cape has two towns in
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its area of jurisdiction and employs a total of 290ployees. The population of

the research included all employees of the seleutaucipality.

A sample is a subset and representation of the lgtigu that is selected for
research, and it consists of a selection of memipens the population (Bryman
and Bell, 2007: 182; Sekaran, 2000: 226). The $amijms at representing the
main interests of the research (Collis and Hus2693: 56; Terre Blancht al.,
2006: 133). Terre Blanchet al. (2006: 133) add that a sample is compiled from
the population, and is simply the elements or pedpht are included in the

research.

Cooper and Schindler (2006: 402) and Terre Blamtta. (2006: 133) state that
the basic idea of sampling is that, through theed&n of members of the
population, the researcher may draw conclusionardigg the entire population,
where sampling refers to the process of selectleghents to observe. The
sample of the current research included all em@syat the selected
municipality who could read and write in English,hish accounted for

approximately 250 employees of the municipalityyf®an, 1995: 111). The

respondents had to be able to read and write itigbndue to the questionnaire
only being available in English. According to Gelhnd Hussey (2003: 56)
large samples are often used in positivistic paradi to conduct statistical
analysis and the larger the sample, the more kieéHood that the results can be

taken to be true for the whole population.

For the purpose of this research, convenience sagnpias used to identify the
sample (Terre Blanchet al., 2003: 139). Hair, Money, Samouel and Page
(2007: 181) state that convenience sampling in®badecting sample elements
that are most readily available to participatehia tesearch and who can provide
the information required by the researcher. Comreze sampling is also a form
of non-probability sampling (Leedy, 1993: 200). rifeeBlancheet al. (2003:
139) explain that non-probability sampling refessany kind of sampling where

the selection of elements is not determined by a@andelection using statistical
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interpretation. The research co-ordinator at #lected municipality assisted in

identifying the municipal employees who could read write in English.

4.5 RESEARCH METHOD

Collis and Hussey (2003: 55) stated that researethadls refer to the various
means by which the data is collected and analysddyaves effect to “how the
data was collected”. Based on the research obgsctis stated in Section 1.2 in
Chapter 1 and the positivistic paradigm, surveysevike most suitable for this
research so that large amounts of data could Hected in order to conduct
statistical procedures effectively (Remenyi, 199@he survey method of data
collection tests a sample of people that are difa@m the population in order to
make deductions about that population (Collis andgdey, 2003: 66). Creswell
(1994: 117) explains that a survey provides a dtaive description of the
sample being studied, through the data collectimtgss of posing questions.
Creswell (1994: 117) goes on to state that thrahghguantitative data collected
through the use of a survey, the researcher widllide to generalise the findings
from the sample of responses to the populationcoAting to Remenyi (1996:
12), surveys offer an opportunity to collect largeantities of data, which
therefore can be used for statistical analysis ihagepresentative of the whole
population. Neuman (2006: 276) agrees with RemgirB86: 12), and adds that
survey researchers sample a large number of resptmicas well as measures
variables, tests multiple hypotheses, and deduc&smation regarding the
respondent’s attitudes, behaviour and charactesistCollis and Hussey (2003:
66) believe that if the total population is smadiich as at the selected
municipality which has 390 employees, then it immawon practice to collect data
about each member, or the majority of members @fpibpulation, and therefore

it may be possible to generalise from the finditgga broader context.

The survey was administered through the use oftiquesires over two days on
site at the two towns that fall under the jurisidictof the municipality. The on

site data collection sessions consisted of 12 one long sessions with different
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groups of respondents from the selected municipallthe researcher, an

Afrikaans interpreter, an isiXhosa interpreter, @mdassistant, were present at
these data collection sessions. The interpretezse woresent because the
predominant languages spoken in the area are Afmikand isiXhosa. The

presence of the interpreters therefore ensured rsgondents whose first

language was not English were able to ask for tasgie when completing the

forms if they did not fully understand. The usetloé surveys ensured that the
questions were all the same and the contents ofqtmestionnaires were

understood by all respondents present at the adltecton sessions (Collis and

Hussey, 2003: 66).

A more detailed exposition of the research meaguristruments used in this

research will be given in the next section.

4.6 RESEARCH MEASURING INSTRUMENTS

The measuring instrument used in this researchdivaded into three sections
and the data was collected by means of a strucyuedtionnaire, attached as
APPENDIX A. The questionnaire consisted of thseetions, namely Section
A, Section B, and Section C, and was accompaniea dyver letter. The cover
letter introduced the research and ensured thponeents were knowledgeable
about the purpose of the research. Section A eftestionnaire included ten
biographical questions pertaining to age, gendgpadment worked for, highest
level of education, and place of work. In this teeg respondents were

requested to select an option by making a crosesigptheir selected option.

Section B consisted of fifteen statements eachatong four sub-statements
reflecting both the existing and preferred orgaisel cultures within the
selected municipality. Section B included an instion sheet where an
explanation was given as to how the section waset@ompleted. A detailed

explanation of this section is given in Section 4.6
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In Section C, respondents were requested to resfmoadive-point likert scale
for twenty-one organisational commitment statemer@ection C also included
an instruction sheet indicating how respondentsilshoomplete this section of
the survey. A detailed explanation of this seci®given in Section 4.6.2. The
questionnaire also contained an open question, evhrespondents were
requested to add any comments in the space provdettie last page of the

guestionnaire.

4.6.1 Harrison and Stokes’s (1992) culture questio@ire

Section B of the questionnaire was based an egistesearch measuring
instrument. One reason why this instrument wassehds because it has the
advantage of being based on a simple model, wisigasily understandable to
employees at any level in an organisation (Hartid®@93: 3). The Harrison and
Stokes (1992) research instrument was developed fhe cultural framework

by Harrison (1972). The Harrison and Stokes (19®2garch instrument has
been tested in South Africa by Grebe (1997), Har(@€®1), and Louw and

Boshoff (2006) and received acceptable results wigfards to the reliability and

validity, which was another reason why it was cimoge use in this research.

In Section B of the research’s measuring instruméete are 15 statements each
containing 4 sub-statements. The 4 sub-statemefteést the four organisational
cultural types developed by Harrison and Stokes9Z)19 namely power
orientation, role orientation, achievement orieotatand support orientation.
Respondents were requested to rank the statemerasdang to the extent to
which they agree (4 = most preferred) or disagtee least preferred) with each
statement. Each of these statements had to beddankce, once according to
how they think things are at present (existing wrelf and then the way the

respondents would like the culture to be (prefemature).

In order to assess the quality of this researdiumeent, it is important to look at
the issues regarding the instrument’s reliabilibd avalidity based on previous
research.
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4.6.1.1 Reliability and validity of Harrison and dBes’'s (1992) research
measuring instrument
Reliability is concerned with the findings of thesearch and refers to the
consistency of a measuring instrument and will Iecubsed in Section 4.9
(Bryman, 1995: 55; Collis and Hussey, 2003: 58;dPur2005: 95). Table 4.2
shows the reliability scores for the scales usatienHarrison and Stokes (1992)
research instrument in previous research by Harrid®93: 26). Harrison
(1993: 26) found that three of the four scales haalatively good reliability,

with the exception of the Role scale of organisatla@ulture.

Table 4.2: Reliability of Harrison and Stokes'’s (192) cultural questionnaire

Existing Organisational Culture Scale Reliability
Power Culture .90
Role Culture .64
Achievement Culture .86
Support Culture .87

Source: Adapted from Harrison (1993: 26).

The validity of a measure refers to the extent tict the research findings
accurately represent what the measuring instrurmlaiths to measure and will
be discussed in Section 4.9 (Bryman, 1995: 57;i€alhd Hussey, 2003: 58;
Punch, 2005: 97). An instrument is therefore validt measures what the

researcher claims it does (Collis and Hussey, 2883%9).

Harrison (1993: 27) claims that in the measurirgjrimment there is evidence of
construct validity. This refers to how well the asering instrument conforms to
theoretical expectations, therefore indicating thi@s measuring instrument

demonstrates relationships with other constructgr{an, 1995: 98).
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Harrison (1993: 27) gained indirect evidence fa talidity of the Harrison and
Stokes (1992) questionnaire by correlating it véatiother culture questionnaire
by Tom Janz (in Harrison, 1993: 27). Table 4.8siifates the correlations
between the two questionnaires, which confirm ttegy measure similar
attitudes and values and therefore confirms thedityal of the instrument

(Harrison, 1993: 27-28). The results in Table 4l80 show that the two
qguestionnaires appear to tap into the same cognipace of a respondent
(Harrison, 1993: 28).

Table 4.3: Validity scores between the Harrison andanz questionnaires

Harrison/Stokes _ _
) ) Janz Questionnaire
Questionnaire
Organisational culture Values Power Rules
Power -.70 .79 .01
Role .19 -.47 40
Achievement .69 -.69 -.38
Support A1 -.68 -.46

Source: Adapted from Harrison (1993: 28).

From the above discussion, it can be deduced hleasdales in the Harrison and
Stokes (1992) research instrument show respectahdbility and validity and

therefore no pilot study was conducted in this aede

Research conducted at a district municipality i0&0Louw and Boshoff, 2006)
indicated that Section B of the questionnaire w#gdlt to complete due to the
ranking of the statements on the existing and medeorganisational cultures.
The researcher was therefore aware of this prolkdewh made use of the
Afrikaans and isiXhosa interpreters and the agsisia assist the respondents

during the data collection sessions.
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4.6.2 Allen and Meyer’s (1990) three-component coaptualisation

Section C of the questionnaire, pertaining to oiggional commitment, consists
of the research instrument developed by Allen amydd (1990). It was chosen
for this research because Allen and Meyer's (1990)ee-component
questionnaire is a multidimensional construct t@iceptualises organisational
commitment and can be applied across domains (Méyen and Smith, 1993:
538). The value of taking this multidimensionapegach is that it provides a
more complete understanding of an employee’s oeialiip to their job (Meyer
et al.,1993: 540). Silverthorne (2004: 594) agrees M#yeret al. (1993: 539)
and further states that a multidimensional approsclan effective tool for
measuring organisational commitment. This resedangtrument was also
chosen because it has been previously tested snAdind Meyer (1990);
Clugstonet al. (2000); Meyer and Allen (1991); Rashatlal. (2003); and Wasti
(2003). In this research instrument, Allen and Btef1990) measure three types
of organisational commitment namely, (1) affectiveommitment; (2)
continuance commitment; and (3) normative commitni@neenberg and Baron,
2003: 161-163; Allen and Meyer, 1990: 3-4).

The affective, continuance and normative orgarosalicommitment scales each
comprised seven items, a modification of the odgiquestionnaire (Coetzee,
Schreuder and Tladinyane, 2007: 71). The questiomriwas modified on the
basis that the survey for the current researchlevaghy and therefore needed to
be reduced. The researcher compared the factdysaesults received by
Allen and Meyer (1990: 6-7) and deleted the lowasing for each of the three
factors. Deleting three statements therefore redldlen and Meyer’'s (1990)
organisational commitment questionnaire from 24este@nts to 21 statements.
A second modification of the Allen and Meyer (1990@yganisational
commitment questionnaire was that the normative naitment scale had
negative statements. The researcher altered gaive normative statements to
positive normative statements in order to make twmnpletion of the

guestionnaire easier.
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Section C of this research instrument used in tegearch consisted of three
scales reflecting the three-component conceptu@isaof organisational
commitment developed by Allen and Meyer (1990) ngmeaffective
commitment, continuance commitment, and normatoraraitment. Each of the
scales consists of seven statements that comptiee@1 statements and all
statements were linked to a five-point Likert-tyijm¢erval scale. This interval
scaled instrument enabled the researcher to pertioenstatistical data analysis
as described in Section 4.9 of this Chapter (Leaay Ormrod, 2005: 26-27;
Cooper and Schindler 2003: 227-228).

4.6.2.1 Reliability and Validity of Allen and Melge(1990) research measuring
instrument
As mentioned in the previous section, reliabilityeasures a research
instrument’s consistency, and validity refers tcetiter the instrument measures
what it claims to measure (Creswell, 1994: 121)llehand Meyer's (1990)
research instrument has been previously testechimeber of studies (Becket
al., 1996, Rashiet al.,2003), and therefore the reliability and validigve been
tested.

Allen and Meyer (1990: 5-6) developed the scaled salected eight items for
inclusion in each of the affective commitment, @omance commitment and
normative commitment scales, 24 items in total.lelland Meyer (1990: 6)
tested the reliability in terms of Cronbach’s algiwefficient and the reliability
for each scale was as follows: affective commitmsedle: 0.87; continuous
commitment scale: 0.75; and the normative commitnseale: 0.79. Rashieit
al. (2003: 718) also tested the reliability of theethscales in the instrument, and
found that the scores for the three organisatiooaimitment types, namely, the
affective, continuance and normative commitmentem@r92, 0.93 and 0.72,
respectively. These results suggest a fair leveintdrnal consistency in the
responses (Rashit al.,2003: 718). Clugstoet al. (2000: 13) also tested the
reliability of Allen and Meyer’s (1990) measuringsirument and the coefficient

alphas were all above 0.75.
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With regards to the validity of the questionnaifdlen and Meyer (1990: 6)
subjected the 24 items comprising the three orgdioizal commitment scales to
a factor analysis. Everitt and Dunn (2001) statd fhctor analyses assess the
validity of a questionnaire. Clugstat al. (2000: 13) found that confirmatory
factor analyses support these measures, whichfthermeans that they found
that there is validity in the Allen and Meyer (1990easuring instrument. Wasti
(2003: 307) also performed a factor analysis webards to the questionnaire
that yielded a three-factor solution, which is camgble to the Allen and Meyer

(1990) model and therefore also suggests validithe instrument.
From the above, Allen and Meyer’s (1990) measuimsgrument can be seen to
have both acceptable reliability and validity aheérefore no pilot study was

performed for this section of the questionnaire.

4.7 DATA COLLECTION

In order to address “when and what data was celichs stated in the
introduction to the chapter, the data collectioacgiss will be discussed in this
next section. Figure 4.2 illustrates the processdata collection for this

research.

The questionnaire was administered and data cetlcbm the sample (N=250)
of municipal respondents at the two towns situatetthe area of jurisdiction of
the selected municipality. The data collectioncess began by the selected
municipality approaching the researcher and inttigathat they were interested
in having the researcher diagnose the organisatmriture and organisational
commitment of the municipality. The selected mipatity approached the
researcher because the municipality has been thraygocess of transformation
resulting in the amalgamation of different cultuvgghin the municipality. As a
result of the amalgamation, low levels of commitingmd motivation among the

employees is occurring, which therefore has a megaaffect on the
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municipality’s service delivery. The researchentsan email to the selected
municipality which contained a three page reportlanresearch and its benefits
for the municipality, as well as a draft copy oé thuestionnaire. The research
proposal was discussed and approved at a managemesiing giving the

researcher permission to conduct the research@ddlhta collection sessions at
all the municipal offices situated in the two towmlsat fall under the

municipality’s area of jurisdiction where the swsewere to be completed by

the selected sample of respondents from the muatitgip

Figure 4.2: Data collection process

1. The researcher received 2. The researcher sent a report containing \
request regarding the a summary what the research entails
research. The selected the benefits thereof to the
municipality indicated that municipality, and a draft copy of the
they were interested in > guestionnaire. The municipality
having the organisational discussed and approved the researc
culture and organisational proposal at a management meeting.
commitment of their
municipality diagnosed. >Data
Collection
5. The researcher 4. The researcher emailed a 3. The researcher met
facilitated the data finalized copy of the with municipality
collection sessions, and guestionnaire to the representatives to
the questionnaires werd selected municipality for discuss details
collected after each printing purposes. Dates regarding the researc
session. for data collection sessions and contents of the
were set. questionnaire. ]
v N
6. Data from each
guestionnaire was captured >Data )
in Microsoft Excel and then Analysis
analysed using Statistica.
J

Source: Researcher’s own construction (2007).

Once the initial permission was granted the researmet with the Director of
Corporate Services and the Chairperson of the Adtntion Committee. The
emphasis of the meeting was on finalising the goiesaire and appointing an
internal coordinator who would liaise with and asghe researcher in organising

and conducting the data collection sessions. Tdwearcher compiled the
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guestionnaire and this final copy, attached as A¥WPIK A, was sent to the
municipality for printing purposes. The internalocdinator set up the data
collection sessions at the municipal offices attthe towns. The data collection
sessions took place over two days because theteslenunicipality had

municipal offices in towns that are situated apprately 100 kilometres apart.

As previously mentioned, at the data collectionsges all employees who

could read and write in English were requestedotmplete questionnaires. At
the beginning of each data collection session #searcher gave an overview
and explained the purpose of the research to tsporglents, as well as
instructing the respondents on how to completagtiestionnaire. An Afrikaans

translator and an isiXhosa translator were preaetite data collection sessions
for the reason that the predominant languageseanatiea were Afrikaans and
isiXhosa. The translators were present in ordeartswer any questions that
respondents had relating to the research and qoesaire. The presence of the
researcher and two translators and the assistawita in order to ensure that
the questionnaires were completed properly andtbey increasing the number
of usable questionnaires that could be presentedtédistical analysis. Each
session lasted approximately one hour for the mdgats to complete the

guestionnaires.

4.8 DATA CAPTURING

The data capturing and the statistical analysigems$dthe point pertaining to
“how the data was analysed” that was identifiedthe introduction to this

chapter. Once the data was collected, the ressarcumbered each
questionnaire and captured the corresponding ahata spreadsheet document,
using Microsoft Excel. This was done becauseeafdéhwvas a complication with
one of the data inputs, then the researcher coot@k lup that specific

guestionnaire and correct the anomaly. Once ellddta was captured, it was

transferred to a statistical data analysis progreamely Statistica 8.
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4.9 STATISTICAL ANALYSIS

As mentioned in Section 4.8, the statistical analgencerns “how the data was
analysed” as stated in the Section 4.1. The qadint data were analysed using
Statistica 8 (Punch, 2005: 108). Firstly, the infation from all three sections
of the questionnaire was analysed statisticallyngisdescriptive analysis
(Creswell, 1994: 124). Descriptive statistics ased in order to summarise a set
of scores that are obtained from respondents anlugtrate basic patterns in
data (Harris, 1998; Punch, 2005: 110; Neuman, 2@48). The benefits of
performing a descriptive analysis include: (a)dgegs the researcher close to the
data; (b) it enables the researcher to understandistribution of each variable
across the survey respondents (Punch, 2005: 124-1%&thin this research
descriptive statistics were used to summarise &edh of the questionnaire
pertaining to the biographical details, to devedoprofile of the municipality’s
existing and preferred organisational culture (8acB), as well as to develop a

profile regarding the municipality’s organisatiomalmmitment (Section C).

In the analysis of this research data, simple f#eqy tables were used to
summarise and understand the data (Punch, 1995: 1RUinch (1995: 111)
explains what frequency tables describe: “The iwldial scores in the
distribution are tabulated according to how mangpomdents achieve each
score, or gave each response, or fell into eactgoat.” All three sections of
the questionnaire used in this research were asdlystatistically using
frequency distributions because the results cashben as tables or as graphs,
which makes the results easy to illustrate as asg#nabling the researcher to get
a basic idea of the characteristics of the dataqRul995: 111; Sekaran, 1992:
260). Once the data was analysed using frequeridgd, simple graphs were
constructed in order to graphically represent thi dontained in the frequency
table (Milton, 1992: 6).

Included in the descriptive analysis was the calooh of the mean and standard

deviations of the data. Sekaran (1992: 260) dsfihe mean as the average that
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offers a general picture of the data without oveziniing the researcher with
each of the observations in the data set. Itngpby the average of the various
responses pertaining to a scale (Parasuraman, GaavwdbKrishnan, 2004: 408).
The mean, or average, is calculated by taking tine af individual observations
of each scale and dividing it by the number of obegons within that scale
(Sekaran, 1992: 261). The standard deviation wsed uto measure the
dispersion of the data. Dispersion describes Hwvdata are clustered around
the mean, while standard deviation is the measudéspersion and is the degree

of deviation of the numbers from their mean (Pa@sianet al.,2004: 269).

The reliability and validity of research result® arery important aspects to be
considered when evaluating a research instrumesttB 1995). They are the
statistical criteria used to assess whether theareb provides a good measure
(Whitelaw, 2001). Zikmund (2003: 740) defines abllity as the degree to
which an instrument’s measures are free from etherefore yielding consistent
results. Research findings are reliable if they ¢t&® repeated (Collis and
Hussey, 2003: 58). This is known as replicatiamj & is very important in
positivistic studies where reliability is usuallygh (Collis and Hussey, 2003:
58). There are three fundamental methods thaterepted for estimating the
reliability of responses of a measurement scakl:regest, split-halves method
and internal consistency method (Collis and Huss2903: 186). The
computation of the reliability of a measuring inmstrent is important, therefore
Section 5.4 of this research will analyse the bdliiy of the research instruments
used in this research even though previous studies analysed the measuring

instruments.

The reliability of the questionnaire used in thesearch was assessed through the
use of Cronbach’s Alpha. Cronbach’s Alpha measthiesnternal consistency
of the instrument, which refers to the degree tictvithe measuring instrument
items are homogenous and reflect identical undeglyionstructs (Cooper and
Schindler, 2006: 322). Bryman and Bell (2007: 16#gte that Cronbach’s
Alpha is a commonly used test of internal relidpjlwhich essentially calculates
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the average of all possible split-half reliabiligpefficients. The Cronbach
Alpha, once computed, will produce a value thatesabetween 1 (representing
perfect internal reliability) and O (representinginternal consistency), with the
values 0.80 and 0.70 typically employed as a rdilthomb to denote a good
level of internal reliability (Bryman and Bell, 200164).

Validity is the extent to which research findingscarately represent what is
really happening in a situation that is being res®ad, and therefore a test is
valid if it measures what the researcher claintoés (Collis and Hussey, 2003:
58-59). A positivistic study focuses on the pregisof measurement and the
ability to be able to repeat the research reliatilgrefore there is a possibility
that the validity will be low and the research instent does not reflect the
event the researcher claims to be investigatindli€Cand Hussey, 2003: 59).

Collis and Hussey (2003: 58) state that it is gaedior a research instrument to
have high reliability and low validity. There aaenumber of ways in which

validity of a measurement can be assessed, witliotieenost ways being face

validity and construct validity. (Collis and Huss@p03: 59). The face validity

of a measuring instrument refers to the subjediyeement that the instrument
logically appears to reflect accurately what it pmrts to measure (Zikmund,

2003: 302). Construct validity confirms how weiktresults obtained from the
use of the measuring instrument fit the theory adowhich the test is designed
(Sekaran, 1992: 173). A way of assessing the ialaf an instrument can be

through the use of a factor analysis.

Factor analysis has the objective of reducing Wwemthat belong together and
have overlapping measurement characteristics tarsageable number (Cooper
and Schindler, 2006: 590). It is a technique tHistovers patterns among
variables in order to determine an underlying comation of the original

variables which can summarise the original set ardicate whether the

instrument measures what it purports to measureg@oand Schindler, 2006:
710). With regards to the current research, afaalysis was conducted, yet

the results did not separate the scales accordingnéasurable factors.
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Parasuramaet al. (2004: 525) indicate that a limitation of factaradysis is that
it is not always guaranteed to accomplish its idézhpurpose, as was found with
this current research. The research instrumertd within the specific context
of this research therefore have low validity, evdrough, as previously
explained, a research team was always present st aespondents in
completing the questionnaire as accurately as IplessiThe fact that the research
instrument used in this research had low validtyot necessarily problematic
because, as explained by Collis and Hussey (2098: @sitivistic paradigms
focus on the precision of measure and the abilityepeat the measure reliably
and therefore there is always the possibility tiet instrument will have low

validity.

The final data analysis phase comprised analysgdgependence (ANOVA and
MANOVA) and measures of association (correlatioralgsis) to assess the
hypothesised relationships, as mentioned in Sedtidrin Chapter 1 (Blumberg,
Cooper, and Schindler, 2005: 743; Zikmund, 20036)57 An Analysis of
Variance (ANOVA) is used when one independent \dgias analysed on an
interval scaled dependent variable. ANOVA is ahtegue to determine if
statistically significant differences of means acbatween two or more groups,
and was used to test the first set of hypothesdemzhd, 2003: 734). A
Multivariate Analysis of Variance (MANOVA) is usedhen two or more
interval scaled independent variables are analgsdte same time in order to
simultaneously test significant differences in thean scores between two or
more dependent variables. This was used to testfitbt and third sets of
hypotheses (Parasuramanal., 2004: 269; Zikmund, 2003: 584). Correlation
analysis, specifically Pearson’s correlation cagffit, is a statistical measure of
association between variables and was used tohieestecond set of hypotheses
(Zikmund, 2003: 551).

The first hypothesis questions whether there isgaificant gap between the
existing and preferred organisational culturedhatselected municipality ¢d,).

A one way repeated measure ANOVA (Mauchley’'s TdsSphericity) and a



93

within-subject MANOVA (Wilks’ Lambda Effect Test)dsed on the gap scores
for each of the four scales, namely the power,, rathievement and support
organisational culture scales, which is the diffiee in scores for each scale.
These two measures were used in order to ideffitihere was a significant gap
between the existing and preferred organisationdtuies at the selected
municipality.

With regards to the second set of hypotheses peértpito the influence of
organisational culture on organisational commitmghip 1 — Haz.9, the current
research data was assessed as to whether theylimadrarelationship through
correlation. Sekaran (2000: 401) is of the opinibat correlations are useful
when a research project includes several variabtes a researcher needs to
know how one variable is related to another, whghelevant in this current
research. A correlation is the linear relationshptween two or more
guantitative variables and is derived by assestiagvariations in one variable
as another variable also varies (Sekaran, 200Q:St@1Soft, 2003).

Respondents were requested to indicate their reggoon a five-point Likert
scale, which implies that the data is ordinal (Baramanet al., 2004: 268).
This research, however, will be testing the dataveen scales, not individual
responses within the scales. This type of dathdeefore classified as interval
(Parasuramaset al., 2004: 269). An interval scale has all the prapsrof an
ordinal scale, yet the differences between scalasbe meaningfully interpreted
(Parasuramaat al.,2004: 269).

Spearman’s rho is designed for investigating theetations between ordinal
variables (Bryman and Bell, 2007: 355; Cooper ackir&ller, 2006: 563). This
means that, if one wanted to correlate relatiorsshgtween statements within a
scale, Spearman’s rho would be used. However, wiglards to this research,
relationships were tested between scales, whersuims of the ordinal scores
were calculated. This resulted in interval datandgpeused for testing

relationships, which therefore means that Pears@mwogelation, which is
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represented by the letter r, was used to testdfethare linear relationships
between scales (StatSoft, 2003). Pearson’s ctoeleoefficient determines the
extent to which values of two variables are prdpaosl, or linearly related to
each other; that is the correlation is high ifanhde approximated by a straight
line, or regression line (StatSoft, 2003). In othe®rds, Pearson’s correlation
will show the direction, the strength, and the Bigance of the multivariate
relationship between the variables in this resegRdrasuramaset al., 2004:
269).

Once Pearson’s correlation has been calculated;direlation coefficients can
range from -1.00 to +1.00; where the value of -d)fresents a perfect negative
correlation, while a value of +1.00 represents éeoe positive correlation and a
value of 0.00 represents a lack of correlation t&t#, 2007). A negative
correlation is a relationship between two variabié®re as one variable’s value
tend to increase the other variable’s value tead$etrease (StatSoft, 2007). A
positive correlation refers to a relationship betwéwo variables, where as one
variable's values tend to increase; the other bi‘mvalues also tend to increase
(StatSoft, 2007). A relationship is significantevh -0.15 r > 0.15 (StatSoft,
2007).

In order to correctly interpret the values of ctatiens, it is important to know
the level of significance of the correlation. Tiediability of a relation between
variables observed in a sample can be quantitgtestimated using a standard
measure called a statistical significance level, pevalue (StatSoft, 2007).
Therefore the significance level calculated forheaorrelation is a source of
information about the reliability of the correlati¢StatSoft, 2007). Examining
the statistical significance of the computed Peadssaorrelation coefficients,
which is based on a randomly selected sample, gesvihe researcher with
information regarding the likelihood that the camént will be found in the
population from which the sample was taken (Bryraad Bell, 2007: 370). The
statistical significance of a result represents diegree to which the result is
representative of the entire population (StatXXf7). The higher the statistical
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significance (p-value), the less the observed imiabetween variables in the
sample is a reliable indicator of the relation kesw the respective variables in
the population (StatSoft, 2007). It is thus stateat the p-value represents the
probability of error that is involved when acceptithe research results as
representative of the entire population. A p-vadfi®.05 is generally treated as
an acceptable error level (StatSoft, 2007). Thasel of significance is

acceptable, yet it represents a somewhat high pildga(5%) that an error

within the population has occurred.

The final statistical analysis, relating to therdhset of hypotheses was assessed
in two ways. Firstly, H31 Ha 33 and H, 33 pertaining to the relationships
between the biographical variables and organisalionlture and organisational
commitment, were assessed by using Pearson’s ohied, £°) test in order to
describe sets of relationships between two or mar&éables (Zikmund, 2003:
521). The Pearson’s chi-squared test is used terrdme if there is enough
evidence to determine that the two qualitative alzlds are related, and to
deduce that differences exist among two or morepgaf qualitative variables
(Keller and Warrack, 1999: 551). A statisticalrsfigant difference is observed
when the p-value is less than 0.05 (Sekaran, 190R). The biographical
variables and their subgroups (independent vasabdere tabulated with the
existing and preferred organisational cultures adl \as the organisational
commitment (dependent variables) for the purpogesomparison (Zikmund,
2003: 522). This enabled the researcher to statiist determine significance in
the analysis of frequency distributions, and thospare the differences in the
responses of each category of the selected biogadplariables for the existing

and preferred organisational culture and the osgditinal commitment.

Secondly, hypothesis 44 pertaining to a relationship in the differences i
mean scores between the biographical variablestt@arganisational culture
gap, was assessed through the use of a doublevanidite repeated measures
(MANOVA) design. When multiple dependent variablesich as the

biographical variable categories are present, &s&gd is said to be multivariate
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(StatSoft, 2007). The multivariate measure of eission between the variables
used in this research is the Wilks' Lambda, whiaivides information about the
strength of the relationships between predictor dagendent variables. The
Wilks’ Lambda can range from 0 to 1, with 1 indiogt no relationship of
predictors to responses and O indicating a perfgationship of predictors to
responses (StatSoft, 2007). The multivariate desigs implemented for each
of the selected biographical variables, namely gendge, education level,
department worked in and place of work. The gagrexcfor each of the four
scales, which is the difference between the exjstand the preferred
organisational culture scores for each responderadch of the four scales, was
used as the within-subjects factor between therapiycal variable categories,

such as male and female within the gender variable.

The results of the statistical analyses will beaésed in detail in Chapter 5.

4.10 ETHICAL CONSIDERATIONS

Researchers need to have a firm understanding af islconsidered right and
wrong when researching (Remenyi, 1998: 109). Rebkess are in a privileged
position where they gain information from responderand are expected to
perform their duties and use the information inedhical manner (Remenyi,
1998: 109). Remenyi (1998: 110) believes thatettae three major aspects as
to how research should be conducted ethically. s@lae: issues regarding the
collection of data; problems associated with precesthe data; and the use of
the findings. With regards to the collection oé tthata, the researcher ensured
non disclosure of the respondents’ details andutbeatication was attached to
the submitted questionnaires. The researcherexptained to the employees
involved in the surveys the importance and expeotgdomes of the proposed
research (Remenyi, 1998: 110).

Once the data was captured in a spreadsheet dotuihemas statistically

analysed. During this process the researcher nmadettempt to omit or
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manipulate, and thus distort, the data (Remeny®81911). The researcher
therefore acted in an unbiased manner, with noopatsprejudices influencing
the collection and analysis of the data (Remer§881111).

Remenyi (1998: 112) is of the opinion that the fmgs$ of research should be
used for ethical purposes only. As a result researused the findings firstly for
academic purposes, and secondly for compiling artepf the findings and

recommendations which will be sent to the selentedicipality.

4.11 SUMMARY

This chapter outlines the methodology of the resdeand begins by presenting
the importance of the research, with referencehto research objectives and
hypotheses stated in Section 1.2 in Chapter 1. pids#tivistic paradigm was
discussed, and then the population and sampleeofabkearch described. The
research method, a survey, was discussed, and tleentwo measuring
instruments that were used were examined in detadluding previous
reliability and validity results. The data collect process was reviewed, as well
as how the data was captured and analysed. Finlhdyethical considerations

that the researcher enforced were commented on.

In Chapter 5, the results that were found throdghdtatistical analysis will be
discussed.
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CHAPTER 5
EMPIRICAL FINDINGS AND DISCUSSION

5.1 INTRODUCTION

The purpose of this research is to ascertain tthgeimce of organisational culture
on the organisational commitment at the selectedicipality; this chapter gives

effect to the research objectives and hypothesetagsd in Section 1.2, Chapter
1, by presenting the empirical findings. The psmof this chapter is therefore
to present the empirical findings of this reseaactd discuss the findings in
relation to the theoretical perspectives (see Gmaptregarding organisational

culture, and Chapter 3 regarding organisationalmiment).

Firstly, the response rate pertaining to this nedeavill be presented, followed
by the identification of the descriptive statistiosgarding the biographical
information of the respondents. The assessmenthef reliability of the
measuring instruments is next established throhghuse of Cronbach’s Alpha
coefficient.  Subsequently, the organisational welt profile is identified,
followed by the evaluation of the organisationaltwe gap and then the
identification of the organisational commitmentfiie The linear relationships
between the existing and preferred organisationdtlies and organisational
commitment are evaluated through the use of Pearsomrelation coefficient.
The organisational culture gap follows in discussio terms of its effect on
organisational commitment and whether or not itedl with regards to selected
biographical information pertaining to employee&inally, the biographical
variables are tested for a relationship between dkisting and preferred
organisational culture as well as the organisatioaenmitment of employees in
order to ascertain whether there is a differenceegponses with regards to the

various biographical variables.
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5.2 RESPONSE RATE

Table 5.1 illustrates the response rate achievedhis research. The total

population for this research was 390 employeebetsélected municipality and

the sample included those employees at the seledtectould read and write in

English, which accounted for approximately 250 esypks. The total number of
respondents that participated in this research W88. There were 148

questionnaires that were correctly completed wHile questionnaires were

incorrectly completed and therefore un-usable i tesearch. The response
rate (the total number of responses / the sampéeddithe research) was 75.6%,
and the usable response rate (usable responsesdriiple size of the research)
was 59.2 %.

Table 5.1: Response rate

Selected Local Municipality

Population 390

Sample 250

Unusable Responses 41

Usable Responses 148

Usable Response Rate 59.2%

Total Responses 189

Total Response Rate 75.6%

A response rate of 59.2% (N =148) is large enoughnieaningful statistical
analysis and acceptable interpretation (Bryman Belll 2007: 244; Welman,
Kruger and Mitchell, 2005: 154). A response ratattis lower than 50%
represents a minority, which indicates that anrelytincorrect generalisation of
the population may be obtained. The response o&t€9.2% is therefore

considered as more than sufficient for the purdghis research.
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5.3 THE BIOGRAPHICAL INFORMATION OF RESPONDENTS

Statistica 8 was used to summarise the biograplmnéafmation as shown in
Figures 5.1 to 5.5. APPENDIX B contains all theginency tables and bar
graphs for the biographical information capturedtime questionnaire, with
N=148 respondents. Figure 5.1 illustrates thaf5826) of the respondents were

male, and 66 (45%) of the respondents were female.

Figure 5.1: The number of male and female respondés

Please indicate your gender:

9%

Male Fermale

Of the 148 respondents, 103 (70%) of the resposdaetdominantly worked in
Town A, and 45 (30%) of the respondents workedawi B. This is illustrated
in Figure 5.2 below. Both towns are situated ia #rea of jurisdiction of the

selected municipality.

Figure 5.2: Town in which respondents worked

In which of the municipal offices do you work?
120

70%

oo

a0

&0

Number of respondents

20

Town A Town ®
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Figure 5.3 graphically illustrates the departmehéd the respondents worked in.
There were a total of 22 (15%) respondents workmthe Financial Services
Department, 17 (11%) working in the Corporate SmwiDepartment, 6 (4%)
working in the Protection Services Department, 20%) working in the
Community Services Department, 10 (7%) working e t_ocal Economic
Development Department, and 53 (36%) of the respatsdworking in the

Technical Services Department.

Figure 5.3: Departments that respondents work in

Please indicate the Department you work for:

27%

4%

: [

Financial Corporate  Protection  Communi ty Economic Technical

Department worked for

The length of time that respondents have worked tfer municipality is

illustrated in Figure 5.4. The majority of respents, 102 (69%) employees,
have worked for the selected municipality for mtran 6 years. Only 7 (5%)
respondents have worked for the municipality foe grear or less, 18 (12%)
have worked for between one to two years, 14 (¥¥o)Hree to four years, and 7

(5%) for five to 6 years.

Figure 5.4: Length of employment at the municipaliy

How long have you been working for the Municipality?
120

100

Number of respondents

5% 5%
0

0-1 1-2 3-4 -8 B+
Length of time waorked at Municipality
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Figure 5.5 graphically shows the age of respondehte majority age group of
respondents is between 31 and 40, with 67 (45%@sdondents falling into this
category. There were 15 (10%) respondents that Wwetween the ages 21 and
30; 24 (16%) respondents who were between 41 andaB@ 42 (28%)

respondents who were 50 years or older.

Figure 5.5: Age of respondents

Please indicate your age:
70

45%

B0

50

40

30

Nurnber of respandents

16%

20

21-30 31-40 41-50 51+
Age

5.4 INTERNAL RELIABILITY OF THE MEASURING INSTRUMEN'S

The purpose of this section is to report on théabdity of the measuring

instruments used in this research even though quevstudies have already
conducted analyses pertaining to the reliabilityhef two measuring instruments.
This is important because reliability indicates tiee or not an instrument’s
measures are free from error, therefore yieldingsistent results (Collis and
Hussey, 2003: 58).

5.4.1 Cronbach’s alpha coefficient scores for therganisational culture
guestionnaire

The reliability of the Harrison and Stokes (199jtare questionnaire (Section

B, APPENDIX A) was established by means of the Gemin’s alpha coefficient.

Table 5.2 shows the Cronbach’s alpha coefficieatsttie four cultural scales,
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namely power, role, achievement, and support scalagh are based on the
Harrison and Stokes (1992) measuring instrumehincludes both the existing

and preferred Cronbach’s alpha values.

Table 5.2: Cronbach’s alpha coefficient scores fahe organisational culture

scales
Organisational Culture | Mean Standard | Cronbach’s Cronbach’s Alpha
Scales Deviation | Alpha Rating

Coefficients

Existing power culture | 40.45 8.63 0.75 Good
Existing role culture 39.51 5.16 0.45 Poor
Existing achievement 3597 484 0.39 Poor
culture
Existing support 34.04 7.05 0.66 Acceptable
culture
Preferred power 30.80 | 8.98 0.82 Good
culture
Preferred role culture 37.41 5.03 0.45 Poor
Preferred achievement 40.83 5.36 0.55 Acceptable
culture
Preferred support 40.86 | 7.78 0.73 Good
culture

All figures rounded off to two decimal places

Bryman and Bell (2007: 164) indicate that value®.G0 and above are typically
employed as a rule of thumb to denote a good levelternal reliability, values

between 0.50 and 0.69 denote an acceptable leveliability, and scores below
0.50 denote poor levels of reliability. Table Hl@strates that the Cronbach’s
alpha coefficients for the four scales ranged fpmuor to good. The coefficients
for the existing and preferred power culture wereody 0.75 and 0.82
respectively; as was the Cronbach’s alpha coefficier the preferred support
culture, with a score of 0.73. This indicates thia¢se three scales yield
consistent results and can therefore be repeatadivg expectation of receiving
the same results. On the other hand, the coeftiéor the existing and

preferred role culture were both poor, with sca®8.45; as was the coefficients
for the existing achievement culture, with a scof®.39. These three culture

scales are assumed to receive inconsistent resotisherefore are not internally
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consistent. The existing support culture scale toed preferred achievement
culture scale both have an acceptable Cronbachiealoefficient score of 0.66
and 0.55, respectively. Although these scoressasn as border-line results,

they are still viewed as reliable and internallysistent.

These reliability scores shown in Table 5.2 arant@xtent inconsistent with the
results found by Harrison and Stokes (1992), wrach given in Table 4.2.
Harrison and Stokes tested the reliability of thegamisational culture
questionnaire using Cronbach’s alpha coefficientten existing culture scales,
and found relatively high reliability results, witthe existing role culture
receiving the lowest score of 0.64. This is intcast with the results of this
research that show the lowest score within thetiegiscultures is that of
achievement culture, with a score of 0.39. Boih thsearch and the Harrison
and Stokes’s (1992) research found that the Crdribatpha coefficients for the
existing power culture are the highest scores, wsitbres of 0.75 and 0.90
respectively. The existing support culture wa® dtsund to have the second

highest coefficient in both tests, with scores .&60and 0.87 respectively.

The item-total statistics regarding Cronbach’s algbefficients for each of the
culture scales are attached as APPENDIX C. Thakes show the internal
consistency of the scale (coefficient alpha) if tkepective items were to be
deleted. Table 5.3 illustrates the item-totalisti&ts regarding the preferred role
culture at the selected municipality. The preférrele culture was chosen

because it is internally consistent yet it has @r @&ronbach’s alpha coefficient.

From Table 5.3, it can be seen that if the respediatements (statements 1b to
15b) were deleted, then the overall Cronbach’'s algbhores would score
according to the ratings given in the last coluninTable 5.3. From this
column, it is evident that all of the Cronbach'pld scores are relatively
consistent, ranging between 0.38 and 0.48. Itltas be surmised that this scale
is internally consistent because none of the itefndeleted, would result in a

significant change in the Cronbach’s alpha coedfitiscore.



105

Table 5.3: ltem-total correlation and Cronbach’s apha coefficient scores for
the preferred role culture

Preferred Mean if Var. if StDv. if Itm-Totl Cronbach’s alpha of

role culture deleted deleted deleted Correl. culture scale if
corresponding statement is
deleted

Statement 1b | 34 84 21.64 4.65 0.24 0.40

Statement 2b | 34 64 21.87 4.68 0.23 0.41

Statement 3b | 34 67 22.80 4.78 0.12 0.44

Statement 4b | 34 30 21.73 4.66 0.28 0.39

Statement 5b | 34 59 23.15 4.81 0.12 0.44

Statement 6b | 34 71 22.27 472 0.16 0.43

Statement 7b | 35 26 22.53 475 0.16 0.42

Statement 8b | 35 51 23.79 4.88 0.06 0.45

Statement 9b | 34 g4 23.67 4.87 0.09 0.44

f(t)%teme"t 35.23 23.27 4.82 0.13 0.43

Saement | 35,22 23.70 4.87 0.10 0.44

f;%teme"t 35.40 24.85 4.98 -0.06 0.48

itgat\)tement 35.15 23.17 4.81 0.12 0.43

itlat\)tement 34.41 20.89 457 0.32 0.38

f;?)tement 34.89 22.65 4.76 0.13 0.43

All figures rounded off to two decimal places

All of the organisational culture scales, attacakedAPPENDIX C, are internally
consistent, where the deletion of an item of treeswill not drastically alter the
scale’s Cronbach’s alpha coefficient result. The&yves as an example to
indicate that even though the Cronbach’s alphangatifor the existing role
culture, the existing achievement culture, and gneferred role culture is
regarded as being poor, the item-total correlatias, shown in Table 5.3,
illustrates that the research instrument usedigrédsearch are regarded as being
internally consistent, enhancing the reliability tifis research. Table 5.2
indicates that this particular instrument (Sect®rof the questionnaire) is a

reliable measure for organisational culture. ThenBach’s alpha coefficient
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scores per organisational culture scale as indicateTable 5.2 show that the

organisational culture research instrument carcbemed as reliable.

5.4.2 Cronbach’s alpha coefficient scores for therganisational commitment
guestionnaire

Cronbach’s alpha coefficient was also calculatecestimate the reliability of

Section C of the questionnaire used in this rese@&®PENDIX A). Section C

of this questionnaire is based on Allen and Meygd990) commitment

guestionnaire. A summary of the Cronbach’s alpbeffcients for the three

organisational commitment scales are illustratetiable 5.4.

Table 5.4: Cronbach’s alpha coefficient scores fahe commitment scales

Commitment scales Mean Standard Cronbach’s Cronbach’s
Deviation Alpha alpha Rating
Coefficients
Affective commitment 21.98 6.10 0.75 Good
Continuance 22.84 5.70 0.70 Good
commitment
Normative commitment | 22.91 3.92 0.30 Poor

All figures rounded off to two decimal places

Table 5.4 shows that the affective commitment scale the continuance
commitment scale both are reliable scales, witmBach'’s alpha coefficients of
0.75 and 0.70, respectively. These Cronbach’s aalpbefficients can be
regarded as being good. On the other hand, th@aiwe commitment scale
was found to be of poor reliability, with a score@30. This means that the

normative commitment scale does not yield consistsults.

Allen and Meyer (1990: 6) tested the reliability tfe three organisational
commitment scales in terms of Cronbach’s alphafmieft. The results of this
research, as well as Allen and Meyer’s (1990: 8)lts, found that the reliability
for the affective commitment scale was the highegh scores of 0.75 and 0.87

respectively. The continuance commitment scalehia research received a
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reliability score of 0.70, and the scale receivestare of 0.75 in the Allen and
Meyer (1990: 6) results. These comparisons shomsistency between the
reliability of the scales, with this research supipg the findings of Allen and

Meyer (1990: 6). However, there is inconsisteni wegards to the normative
commitment scale, which had a Cronbach’s alphaficesit of 0.79 for the

Allen and Meyer (1990: 6) test, and a Cronbachfghalscore of 0.30 for this
current research. Theses results are therefore ageinconsistent with the
results by Allen and Meyer (1990: 6). A reasontfos inconsistency could be
attributed to the researcher altering the negatorenative statements to positive
normative statements in order to make the compietib the questionnaire
easier. The alteration could therefore be seafféxt the reliability results and

create inconsistency in the results.

Research conducted by Rastatlal. (2003: 718) also used Cronbach’s alpha
coefficient to test the reliability of the three ganisational commitment
components. Rashiet al. (2003: 718) found that the scores for the affeGtiv
continuance and normative commitment were 0.923 @red 0.72, respectively,
which shows that there is high internal consistencyrhese results are
inconsistent with the results from this currenteagsh, yet their normative
commitment scale Cronbach’s alpha result was theedb score, which is
consistent with this current research. McKinmaral. (2003: 32) used Allen and
Meyer's (1990) affective commitment scale, and rth@ronbach’'s alpha
coefficient was 0.78, which is supported by thiseaach, where the affective

commitment scale received a Cronbach’s alpha aoeffii of 0.75.

All the item-total statistics for the organisatibm@mmitment scales that were
summarised in Table 5.4 can be found in APPENDIX These results show
that the affective and continuance commitment scate internally consistent
because none of the items on either scale, if eidletould result in a significant
change in the Cronbach’s alpha coefficient scofbée normative commitment
scale, on the other hand, has less consistenbit#iaresults, and is therefore
illustrated in Table 5.5.
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Table 5.5: Item-total correlation and Cronbach’s abha coefficient scores for

the normative commitment scale

Normative Mean if Var. if StDv. if Itm-Totl Cronbach’s alpha of culture
commitment | Deleted deleted deleted Correl. scale if corresponding
statement is deleted

Statement 3 | 19.26 14.24 3.77 -0.02 0.35

Statement 6 | 19.01 12.34 3.51 0.16 0.25

Statement 9 | 19.95 13.96 3.74 -0.05 0.39

Statement 12 | 19.40 11.06 3.33 0.28 0.16

Statement 15 | 20.25 11.12 3.33 0.24 0.19

Statement 17 | 19.60 12.74 3.57 0.11 0.28

Statement 21 | 19.97 12.22 3.50 0.19 0.23

All figures rounded off to two decimal places

Statements C 12 and C 15 would have a large effiedhe Cronbach’s alpha
coefficient score of the normative commitment scakbey were deleted. The

current Cronbach’s alpha coefficient score for nioemative commitment scale
is 0.30, but if statements C12 or C 15 were to életdd, then the Cronbach’s
alpha coefficient would decrease to 0.16 and 0d$€pectively. It can therefore
be seen that the normative commitment scale has itd@rnal consistency

because as seen in the last column of Table 55Ctionbach’s alpha scores

range between 0.16 and 0.39.
The results from Table 5.4 indicate that the Secianeasuring instrument used
in this research is overall a reliable measure diqyanisational commitment,

despite the normative commitment scale having lernal consistency.

5.5 ORGANISATIONAL CULTURE

This section identifies the profile of the orgamigaal cultures within the
selected municipality, as well as ascertaining Wwaethere is a gap between the

existing and preferred organisational cultures withe selected municipality.
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5.5.1 The organisational culture profile

The purpose of this section is to achieve the fitgective of this research as
stated in Section 1.2, Chapter 1, namely to idgmié profile of the existing and
preferred organisational cultures within the seadctmunicipality. The
organisational culture profile was identified usimgscriptive statistics, by
calculating the mean scores of each organisationltlire scale (power, role,

achievement and support culture scales) as showabte 5.6.

Table 5.6 indicates that the dominant existingurelt which is defined as the
scale that has the highest overall mean acrossomdspts, is the power
organisational culture which has a mean score @f50This score indicates that
the majority of employees of the selected munidipadientify the power culture

as the dominant existing organisational culturdiwithe selected municipality.

Table 5.6: Mean scores of the existing and prefercdeorganisational culture

scales across all respondents

Organisational Culture Scales Mean
Existing power culture 40.45
Existing role culture 39.51
Existing achievement culture 35.97
Existing support culture 34.04
Preferred power culture 30.89
Preferred role culture 37.41
Preferred achievement culture 40.83
Preferred support culture 40.86

All figures founded off to two decimal places

Figure 5.6 graphically illustrates the percentagdings of the existing
organisational cultures at the selected municipalithese percentages indicate
that for each response per respondent the domstaté was identified as the
scale with the highest score. The percentagegsataoncur with the results
depicted by the mean scores, with 45.95% of empleyieadicating that the
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existing power culture is the dominant existingamigational culture within the

selected municipality.

Figure 5.6: Existing organisational culture profile

Existing Organistaional Culture

O Power 45.95%

O Role22.30%

O Achievement 12.84%
O Support 15.54%

Employees of the selected local municipality hawentified that the
municipality has a single source of authority whitempts to control employee
behaviour, and where all the important decisiommming the municipality are
made (Martin, 2005: 493). The success of the nipality therefore depends
largely on that person in power, and employeesrageired to report to their
supervisors when problems occur. One of the gseateengths of the power
culture is the ability of the organisation to requatckly to change, because there
is only one source of power who deals with the gearA major disadvantage of
this culture type is that employees do not quedth@ir leaders even when they
appear to be wrong, and employees are also nahéucko give bad news to
their supervisors or leaders due to the conseqseheaé might follow (Harrison,
1993: 32). The results of this research ideniifiyTable 5.6, that the second

strongest existing organisational culture is tHe oollture with a mean of 39.51.

The finding of this research indicate that the roipality has a predominantly
power culture which contradicts Hellriegetl al.’s (2004: 366) theory that local
municipalities have a bureaucratic culture, whiam dinder their effectiveness

and efficiency. The role culture, which is the @t strongest culture, is also
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referred to as a bureaucratic culture type, whigbpsrts Hellriegekt al. (2004
366).

Figure 5.7 illustrates the percentage ratings pen@g to the preferred

organisational culture at the selected municipalifjable 5.6 and Figure 5.7
illustrate that the dominant preferred culturehis support culture, with a mean
score of 40.86 and a percentage score of 39.19%ese€l scores indicate that
employees at the selected municipality would prédehave a support culture
within the municipality as opposed to a power a@tu The support culture is
based on mutual trust and cooperation between ridogee and the selected
municipality (Harrison, 1993: 37; Harrison and St8k1992: 20). Employees of
this municipality would like to be valued as humaeings, not just as

contributors to a task (Harrison and Stokes, 199@. The second most
dominant preferred organisational culture is thd&iexement organisational

culture, which has a mean score of 40.83 and a&ptage score of 27.70%.

Figure 5.7: Preferred organisational culture profile

Preferred Organisational Culture

@ Power 14.19%
ORole 12.84%

DO Achievement 27.70%
O Support 39.19%

If the municipality had a support culture, the ade@es would be high
employee motivation and enthusiasm, as well as damaraderie of the
employees, which has a positive affect on proditgtiabsenteeism and work

guality and therefore the service delivery at tléected municipality would
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increase in effectiveness and efficiency (Harrismmd Stokes, 1992: 22).
Employees would also support one another in thenkywand they would go out

of their way to help others and cooperate withsrtunicipality.

Some disadvantages of the organisation having posuprganisational culture
would be that employees may sometimes focus tochrnonctheir relationships
with others, that they may neglect getting the waoke (Harrison, 1993: 38). It
is also a possibility that if consensus regardingissue is not achieved, the
group may become indecisive and lose direction vagards to the task at hand.
As opposed to the power organisational culturengha within the municipality,
if it had a support culture, may take a long timeirhplement because of the
need to get all employees on board with the chathge is taking place
(Harrison, 1003: 38).

5.5.2 The gap between the existing and preferred ganisational culture

This section gives effect to the second researgttbe, namely to ascertain the
gap between the existing and preferred organisatmutures within the selected
municipality, as stated in Section 1.2, Chaptedriorder to test the first set of
hypotheses, two inferential statistical analysesewdone, namely the Analysis
of Variance (ANOVA) and the Multivariate Analysi$ @Yariance (MANOVA).
The first set of hypotheses is:

Ho112 The average gap scores between the existing isejamal
culture scales and the preferred organisationati@ilscales are

not significantly different.

Ha1: The average gap scores between the existing isejamal
culture scales and the preferred organisationalikcales have

significant differences.

In order to statistically assess whether there sgaificant gap between the

existing and preferred organisational culture s;adeone way repeated measure
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Analysis of Variance (ANOVA) was conducted basedtl@ gap scores (the
difference between scores for each existing antepesl scale, namely power,

role, achievement and support culture) for eadheffour scales.

Before a one way repeated measure ANOVA analysiddcbe conducted,
certain assumptions pertaining to the method uséelst the first hypothesis had
to be checked (StatSoft, 2007). The two assumgptiare the sphericity
assumption and the compound symmetry assumptibe. sphericity assumption
states that the within-subject hypotheses condisindependent components
(StatSoft, 2007). The compound symmetry assumptequires that the
variances (pooled within-group and across subjeatsthe different repeated
measures are identical (StatSoft, 2007). Simpdyest these assumptions refer
to the effects of the experimental conditions beigmnsistent among the
respondents. More specifically, the assumptioss whether the variances of
the different scores in a within-subjects desiga equal across all the groups
and the pairs of correlations across all groupsadse equal. The compound
symmetry assumption is not an essential conditdmotd, yet it is important that
the sphericity assumption is held. Therefore,dpbieericity assumption is tested
in order to determine whether the one way repeatedsure ANOVA analysis

should be conducted.

Mauchley’s Test of Sphericity was conducted in ortdedetermine whether the
sphericity assumption is held. The null hypothes&nely that the variances are
consistent among respondents, is rejected bechese is a large Chi-Square
(198.37) yet a low p-value (p < 0.05) as shown a&bl€ 5.7. It can hence be
concluded that the sphericity assumption is not(Watensch, 2007).

Table 5.7: Mauchley’s Test of Sphericity

W Chi-Sqr. df p

Organisational culture scales 0.26 198.37 5 0.00

All figures rounded off to two decimal places
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The sphericity assumption and compound symmetmynaggon rarely hold and
hence the MANOVA approach to repeated measures AN@G\Voften utilised

since it does not require the sphericity assumpgigiatSoft, 2007). Table 5.7 is
an example of the sphericity assumption not beirgd,htherefore, the
MANOVA approach will be used to test whether or tiwre is an organisational

culture gap between the existing and preferredrasgtional culture scales.

5.5.2.1 Testing the first set of hypotheses
The results of the MANOVA Test are given in Tabl8.5

Table 5.8: Multivariate tests for repeated measure

Test Value F Effect Error p
df df
Organisational Wilks 0.61 31.24 3 145 0.00
culture scales

All figures rounded off to two decimal places

The Wilks’ Lambda Effect Test shows that there sgmificant (p < 0.05) within
subjects effect, which means that there are sgmfi differences in the average

gap scores for some of the organizational cultoates (StatSoft, 2007).

Table 5.8 indicates that there are significantedé@hces (p < 0.05) in the average
gap scores for the existing and preferred orgapoisalt cultures, namely the
power, role, achievement and support cultures, imclicate that there is an
organisational culture gap between the existing preferred organisational

culture within the selected municipality. This icates that H ;is not rejected.

Roweet al. (1994: 91) state that there is often a gap betwkerexisting and
preferred organisational culture within an orgatisa The finding of this
research concurs with Rove¢ al.’s (1994: 91) statement due to the fact that this
research has statistically found that there is @ lggtween the municipality’s
existing and preferred organisational culture. 1Botas and Papalexandris
(1992: 5) also explain that culture gaps are piteséhin organisations, which is
supported by the findings of this current researblazir (2005: 41) states that



115

there has only been limited research with regamshe existence of an
organisational culture gap. This current resedherefore contributes to the
body of knowledge about organisational culture angports previous research
conducted (Bourantas and Papalexandris, 1992; N2@05; and Rowet al.,

1994) with regards to the organisational cultune.ga

5.6 ORGANISATIONAL COMMITMENT

5.6.1 The organisational commitment profile

To achieve the third objective as stated in Seclid) Chapter 1, namely to
identify the profile of the organisational commitmiewithin the selected
municipality, the organisational commitment profilwas identified using
descriptive statistics, by calculating the mearres@f each scale as shown in

Figure 5.8.

Figure 5.8: Organisational commitment profile

27.03%

35.81% - -
° @ Affective commitment

@ Continuance commitment
0 Normative commitment

29.05%

From Figure 5.8 it is evident that the majorityreSpondents, 35.81%, have a
normative commitment to the municipality. This iiep that they feel obliged

to continue working for the selected municipality.

Figure 5.8 identifies that 29.05% of respondentslacontinuance commitment

to the municipality, where they continue to work fliee municipality because the
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costs that are associated with leaving are too.highinally, 27.03% of
respondents have an affective commitment to theicipality, where they
continue to work because of the emotional attachntbey feel for the
municipality. The type of commitment felt by emydes could be due to the

municipality being situated in a rural area wittvfalternative job opportunities.

The findings of Rashicet al. (2003) are in contrast to the findings of this
research in terms of the dominant commitment withanorganisation. A reason
for this contrast could be because Ragfidl. (2003) conducted research within
a different context to this research, research wlhdalaysian companies.
Rashidet al. (2003) identified that the dominant organisatiocammitment is
the continuance commitment, followed by the affectommitment, and finally

the normative commitment.

5.7 THE RELATIONSHIP BETWEEN ORGANISATIONAL CULTURERND
ORGANISATIONAL COMMITMENT

The relationship between the organisational culted organisational
commitment will be discussed in this section. hdey to give effect to the
fourth objective and to test the second set of thgses as stated in Section 1.2,
Chapter 1, this section assesses the statistisalyificant linear relationship

between organisational culture and organisatiooalmitment.

5.7.1 Testing the second set of hypotheses

The existence of a linear relationship between éxésting and preferred
organisational culture scales (the power, role, iesg@ment and support
organisational cultural scales) and the organisaticommitment scales (the
affective, continuance and normative commitmentiesjawas investigated in
order to assess whether there is a statisticatipifstant linear relationship

between them at the selected municipality.
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The above mentioned linear relationship was asdeas#ing Pearson’s
correlation coefficient (r). This was done in arde indicate the strength and
direction of the linear relationship between theyamisational culture and
organisational commitment scales. The strengtithef linear relationship’s
significance is indicated by the p-value and a tiegaelationship is indicated
by a — sign in front of the correlation coefficientTable 5.9 provides the
Pearson’s correlation coefficients between thevesie scales. Note that all
significant linear relationships where p < 0.05 mr@&ket with an asterix (*). In
terms of the Pearson’s correlation coefficientatiehships are regarded as being
significant when -0.1% r > 0.15.

Each of the stated hypotheses will subsequenttjidmissed.

5.7.1.1 Hypothesis 2.1: The relationship between é¢kisting organisational
culture and organisational commitment
Ho21x There is no statistically significant linear madamship between the

existing organisational culture and organisati@mhmitment.

Ha2: There is a statistically significant linear rébaiship between the existing

organisational culture and organisational commitmen

The Pearson’s correlation matrix, as shown in Take will be interpreted by
analysing the relationship between the organisatiounlture scales (shown in

columns 1-8) and the organisational commitmentscédhown in rows 9-11).

Table 5.9 indicates the linear relationships betwte existing organisational
culture scales and the organisational commitmesiesc From Table 5.9 it can
be seen that the linear relationships between xtiwtireg power culture scale
(column 1 EP) and the affective organisational catment scale (r = -0.06), the
continuance organisational commitment scale (r 940 and the normative

organisational commitment scale (r = -0.14) areatigg.



Table 5.9: Pearson’s correlation matrix: Betweenhe organisational culture and organisational comminent scales

Variable EP(1) |ER(2) |EA(3) | ES(4) | PP(5) | PR(6) | PA(7) | PS(8) | AC (9) | CC(10) | NC(11)
(EP) Existing Power (1) 1.00
(ER) Existing Role (2) -0.06 1.00
(EA) Existing Achievement (3)]-0.73* | -0.17* | 1.00
(ES) Existing Support (4)| -0.68* | -0.54* | 0.33* 1.00
(PP) Preferred Power (5) -0.05 -0.23* | 0.06 0.19* 1.00
(PR) Preferred Role (6)| -0.05 0.37* | 0.04 -0.23* | -0.04 1.00
(PA) Preferred Achievement  (7) | 0.14 0.39* -0.10 -0.39* -0.76*| 0.05 1.00
(PS) Preferred Support (8)| -0.00 -0.24* | -0.03 0.20* -0.60* | -0.64*| 0.16 1.00
(AC) Affective Commitment  (9) | -0.06 -0.25* | 0.05 0.21* 0.06 -0.19*| -0.03 0.08 1.00
(CC) Continuance Commitment -0.04 -0.12 0.01 0.13 0.12 -0.14 -0.08 0.01 0.61+ .001
(10)
(NC) Normative Commitment (11) | -0.14 -0.19* | 0.14 0.22* -0.01 -0.13 -0.06 0.13 0.44| 0.46* 1.00

*=p<0.05
All figures rounded off to two decimal places
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The same negative linear relationships can be wétrthe relationship between
the existing role culture (column 2 ER) and theedtive organisational
commitment scale (r = -0.25), the continuance dsgdional commitment scale (r
= -0.12) and the normative organisational commithreale (r = -0.19). This
result shows that in the event of the existing powaed role organisational
cultures increasing at the municipality, employemmitment will decrease. The
decrease in employee commitment is likely to result decrease in the service

delivery by the selected municipality.

As indicated in Table 5.9, there are, however,ignicant relationships between
the dominant existing power organisational cultarel the three organisational
commitment types at the selected municipality beeathe r-values fall outside
the stated significance levels, where -0415 > 0.15 indicates a significant
relationship. The lack of significant linear rédaiships indicates that because
there is a power culture at the selected munidipathe organisational
commitment of employees will decrease, but notioantly. The normative
commitment of employees, which is the dominant oigmional commitment
experienced by employees, will decrease most (0.24) if the power culture

remains the dominant organisational culture withimm selected municipality.

It has also been found that there are no signifika@ar relationships between the
continuance organisational commitment scale and etiisting organisational
culture scales. All the linear relationship scatesot fall where -0.15 r > 0.15,
which identifies significant linear relationshipghereby indicating that the
continuance commitment of employees is not affected the existing
organisational commitment at the selected munittipalOn the other hand, the
affective (r = -0.25) and normative (r = -0.19) angsational commitments have
significant negative linear relationships (where ©.05) with the existing role
organisational culture. As illustrated in Figuré,3he role organisational culture
(22.30%) is the second dominant existing orgarasaticulture. This implies that

the affective and normative organisational commitmef employees will
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significantly decrease if the role culture contistie remain the second dominant

culture within the municipality.

Table 5.9 also shows that there is a positive finedationship between the
existing achievement organisational culture and #fiective organisational
commitment (r = 0.05), the continuance organisati@@mmitment (r = 0.01) and
the normative organisational commitment (r = 0.1%is result indicates that if
the organisational culture was an achievement i@ltben the organisational
commitment of employees would increase, which wdisde a positive effect on

the service delivery of the selected municipality.

It is found that the existing support culture hasignificant positive linear
relationship (p < 0.05) with affective organisabrrommitment (r = 0.21) and
normative organisational commitment (r = 0.22). isTresult indicates that if a
support culture increase within the municipalithe taffective and normative
organisational commitments of employees would $igamtly increase hence

increasing the service delivery within the selectadicipality.

To summarise, there were four significant linealatienships between the
existing organisational culture and organisatia@@hmitment. There were two
negative linear relationships between the existolg organisational culture and
the affective (r = -0.25) and normative(r= -0.19pamnisational commitment.
There were also two positive linear relationshigsween the existing support
organisational culture and the affective (r = 0.2h)}d normative (r = 0.22)
organisational commitments. The alternative hypsiy H ., is therefore not
rejected. This indicates that there is a sta#ifljicsignificant linear relationship
between the existing organisational culture andawigational commitment.
These findings support the findings of previousassh (Brewer, 1993 in Chen,
2004: 433; Hellreigekt al., 2004: 364; Odonet al., 1990: 163; Rashiet al.,
2003: 716). Brewer (1993, in Chen, 2004: 433)alisced that organisations that
have a bureaucratic culture type such as the ndtere, have a negative linear
relationship with organisational commitment. BreW993, in Chen, 2004: 433)
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also found that organisations that have a suppdttire often have a positive
linear relationship with organisational culture, sten the support culture
increases, so does the commitment of employeelseio drganisation. Both of
Brewer’s findings are supported by the findingstlwg research. Odorat al.
(1990: 162) received similar results to Brewer, ahdy found that if an
organisation removes barriers that have been erexdea result of it having a
bureaucratic culture, a stronger organisational rmament by employees could
be created. As mentioned above, Odetmal. (1990: 162) also found that there
was a greater degree of organisational commitmenbng employees in
organisations that had a supportive culture. kolal. (2005: 508) stated that
organisations that have a supportive culture hareager linear relationships with
the organisational commitment of employees. Tisalte by Odonet al. (1990:
162) and Loket al. (2005: 508) are therefore also supported by tindirfigs of this
current research.

5.7.1.2 Hypothesis 2.2: The relationship between fheferred organisational
culture and organisational commitment.
Ho22  There is no statistically significant linear da&ship between the

preferred organisational culture and organisaticoaimitment.

Ha2s  There is a statistically significant linear rabaiship between the

preferred organisational culture and organisaticoaimitment.

Table 5.9 indicates that there is only one staaflii significant linear relationship
between the preferred organisational culture scaled the organisational
commitment scales. This linear relationship exist$ween the preferred role
organisational culture and the affective organiswti commitment, with a
negative linear relationship where r = -0.19. Triegative linear relationship
indicates that if the role organisational culturergvto continue as one of the
dominant existing organisational cultures withire thelected municipality, then
the affective organisational commitment of empl®/@e®uld decrease. There are

positive, though insignificant, linear relationshipetween the preferred support



122

organisational culture and the affective (r = 0,@Bg continuance (r = 0.01) and
normative (r = 0.13) organisational commitment comgnts, which indicates that
if the support culture were to increase within sieéected municipality, so would
the affective, continuance and normative commitm@inemployees. In other
words, if the organisational culture within thees#ed municipality changed to a
more support culture, then employee commitment doutrease. The normative
organisational commitment would increase the megth a positive linear

relationship score where r = 0.13, which indicates employees would feel an
increased normative attachment to the municipalitthe culture was support-

orientated.

Even though there is a significant linear relattopsbetween the preferred role
organisational culture and the affective organmsati commitment, H > is
rejected, with the exception of the previously nmrgd significant linear

relationship.

Rashidet al. (2003: 724) state that if the organisational aeltand organisational
commitment are correctly matched, it is benefid@lthe performance of the
municipality and therefore to its service deliver@lugstonet al. (2000: 6) and
Roweet al. (1994: 477) also found that the fit between thistayg organisational
culture and employee preferences for organisatiandture increases the
organisational commitment of employees. McKinmoml. (2003: 40) in addition
suggest that organisational culture, if modifiedwdods the preferred
organisational culture, can take advantage of &swd organisational
commitment on the part of the employees. The tefl this current research
support the previous research findings mentionedvabyet all the linear
relationships are insignificant with the exceptiohthe one significant linear
relationship and therefore do not have a signifigatarge effect on the
organisational commitment of the employees at tleéecsed municipality,

regardless of the type of organisational commitnoémployees.



123

Greenberg and Baron (2003: 516) and Schein (1992in8icate that an
organisational culture can either enhance empla@emitment or hinder the
organisation’s effectiveness and efficiency. Thizseings are supported by this
current research because the results show tha iinunicipality were to alter the
existing organisational culture to a more suppoerdated culture, then
employee commitment, especially normative commitin@rould increase, but

insignificantly.

5.7.1.3 Hypothesis 2.3: The relationship betweendtganisational culture gap
and the organisational commitment

This set of hypotheses is regarding whether treeaesitatistically significant linear

relationship between the organisational culture gam the organisational

commitment.

Ho23  There is no statistically significant linearatbnship between the
organisational culture gap (difference between texjs and

preferred organisational culture) and organisatiooenmitment.

Ha23  There is a statistically significant linear rabauship between the
organisational culture gap (difference between texjs and

preferred organisational culture) and organisatiooenmitment.

Table 5.10 illustrates the Pearson’s correlatioreffadents between the
organisational culture gaps and organisational ciomemt. As is shown, there
are no significant linear relationships between drganisational culture gap
scales and the organisational commitment scaléss ifidicates that the presence
of an organisational culture gap has no impacthenarganisational commitment

of employees within the selected municipalitys, ks therefore rejected.
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Table 5.10: Pearson’s correlations between the orgsational culture gaps

and organisational commitment scales

Affective Continuance Normative
Commitment Commitment Commitment
Gap Power -0.08 -0.11 -0.09
Gap Role -0.05 0.02 -0.06
Gap Achievement 0.05 0.06 0.13
Gap Support 0.09 0.09 0.06

*=p<0.05
All figures rounded off to two decimal places

Nazir (2005: 41) and O'Reillyet al. (1991: 493) state that although research
determining the organisational gap and its infleenon organisational
commitment has been conducted, empirical researdili limited. Bourantas
and Papalexandris (1992: 6) conducted research hwhdentified that the
organisational culture gap has a negative effecomanisational commitment.

These results are not supported by the findingkisfcurrent research.

O'Reilly et al. (1991: 512) found an association between thef firganisational
culture with employees’ preferences for organisaticulture and organisational
commitment. Table 5.10 illustrates that there mgesignificant relationships
between the existence of an organisational culgape and the organisational
commitment of employees within the selected muaidiyp. The findings of this
current research therefore do not support therfgaipf O’Reillyet al. (1991).

The final hypotheses to be tested are those inthivd set of hypotheses,
pertaining to the biographical variables. Thigdhset will be discussed in the

next in section.
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5.8 THE RELATIONSHIPS BETWEEN THE BIOGRAPHICAL VARBLES
AND THE EXISTING AND PREFERRED ORGANISATIONAL
CULTURE, ORGANISATIONAL COMMITMENT AND THE
ORGANISATIONAL CULTURE GAP

This section gives effect to the final objectivetl research, namely to identify
the relationship between the biographical variabéexl the organisational
cultures, organisational commitment, and the osgional culture gap. The
relationships between the biographical variabled #ue average of the existing
organisational cultures, the average of the prefeorganisational cultures, the
organisational culture gap and the organisatiomshritments were assessed
through the use of a double multivariate repeatedsares (MANOVA) design in
order to test whether there were significant défexes in the average scores. The
organisational culture gap scores were used awithan-subjects factor with the
selected biographical variable. The existing arefgored organisational cultures
as well as the organisational commitment were assesvith regards to the
biographical variables by using Pearson’s chi-sgjuest in order to test whether
there were significant linear relationships betwées variables. The results of
the tests will be used to asses whether or nostiited alternate hypotheses)(H

are not rejected or rejected.

5.8.1 Testing of the third set of hypotheses

5.8.1.1 Hypothesis 3.1: The relationship betweenktiographical variables and
the existing organisational culture

Ho 3.1 There is no statistically significant relationstbetween the biographical

variables and the existing organisational culture.

Ha 31 There is a statistically significant relationstietween the biographical

variables and the existing organisational culture.

The biographical variable items were used in otdatetermine whether they had

an effect on respondents’ perceptions regarding dRisting organisational



126

culture. The significance of the relationshipswesn each of the biographical
variables and the existing organisational cultues assessed using the Pearson’s
chi-square test. Table 5.11 summarises the resiullee Pearson’s chi-square test

and the associated p-values for each of the bibgrapvariables.

Table 5.11: Pearson’s chi-square test: Existing osmisational culture scales

and biographical variables

Biographical Pearson’s chi-square | df p-value
variables

Age 10.31 9 0.33
Department 7.54 15 0.94
Disability 3.97 3 0.26
Education 9.11 12 0.69
Field/Office worker 111 3 0.78
Gender 1.13 3 0.77
Post level 8.81 15 0.89
Service 12.41 12 0.41
Supervise 11.34 9 0.25
Town 4.66 3 0.20
*=p<0.05

All figures rounded off to two decimal places

Table 5.11 indicates that there are no statisyicagnificant relationships between
any of the biographical variables and respondep&yception regarding the
existing organisational culture, which thereforditate that there is insufficient

evidence to not rejectH ;, which means that 1 1is rejected.

APPENDIX E includes the frequency tables regarddggrson’s chi-square test
and the individual biographical variables and th&ms. Table 5.12 illustrates
one of the individual biographical variables, gemd&he gender frequency table,
Table 5.12, illustrates that the male and femaspoases have been tabulated

against the existing organisational cultures toastie distribution of results.
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Table 5.12: Cross tabulation table: Gender and exisg organisational

culture scales

Gender Existing Existing Role | Existing Existing Row
Power culture | culture Achievement Support Totals
culture culture
Male 36 21 10 13 80
Female 32 12 9 10 63
All Grps 68 33 19 23 143

Table 5.12 has a Pearson chi-square of 1.13, degfereedom of 3, and a p-
value=0.77. Due to the fact that the p-value eatgr than 0.05, the relationships
between the gender of respondents and their pévoepif the existing

organisational culture is not significant. The qagtion of the existing
organisational culture is therefore not signifitpraffected by the gender of

employees of the selected municipality.

5.8.1.2 Hypothesis 3.2: The relationship betweenliographical variables and
the preferred organisational culture
The next hypothesis tests the effect of the bidgcsgb variables on employee

preferences relating to the preferred organisatioméure.

Ho 32 There is no statistically significant relatioishoetween the biographical

variables and the preferred organisational culture.

Ha 32 There is a statistically significant relationstietween the biographical

variables and the preferred organisational culture.

Table 5.13 illustrates the strength of the relatiops between the biographical
variables and their effect on respondents’ peroaptiregarding their preferred

organisational culture.



128

Table 5.13: Pearson’s chi-square test: Preferred ganisational culture scales

and biographical variables

Biographical Pearson’s chi-square | df p-value
variables

Age 16.71 9 0.05
Department 33.13 15 0.00*
Disability 0.86 3 0.84
Education 24.53 12 0.01*
Field/Office worker 3.60 3 0.31
Gender 6.93 3 0.07
Post level 22.37 15 0.10
Service 8.22 12 0.77
Supervise 7.44 9 0.59
Town 1.54 3 0.67
*=p<0.05

All figures rounded off to two decimal places

Table 5.13 indicates that there are two signific@htionships, namely between
the different departments in which respondents waskwell as their education
level and the respondents’ perceptions of the pedeorganisational culture. The
p-value for the differences between the prefererme®rganisational culture
according to the various age groups of respondenps=0.05. With regards to
Pearson’s chi-square test, the acceptance levsigafficance is where p<0.05.
Therefore the relationship between the age groupsespondents and their
preferences of organisational culture is insigaifi; but only just. Therefore, one
could acknowledge that the age of respondents lage, yet insignificant effect
on the preferences of respondents regarding thenational culture at the 5%

level of significance.

APPENDIX F includes the frequency tables of Pedssohi-square regarding to
the difference between the various biographicaliabdes and the preferred
organisational culture. The two significant redaghips as shown in Table 5.13
will be further discussed. Table 5.14 identifié® tfrequencies of respondent
preferences according to the department in whiehréspondent is employed.

With reference to Table 5.14, the Pearson’s chasgus 33.13, the degrees of
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freedom is 15, and the p-value is 0.00, as showralsle 5.13, which is therefore

a significant relationship (p<0.05).

Table 5.14: Mean scores: Department and the prefeed organisational

culture scales

Department Preferred Preferred Role | Preferred Preferred

Power Means Means Achievement Support Means
Means

Corporate 33.76 36.82 40.65 38.76

Department

Financial 29.59 40.64 41.32 38.45

Department

Protection 25.50 41.83 40.67 42.00

Services

Department

Local Economic | 29.50 36.50 40.90 43.10

Development

Department

Community 28.48 37.08 41.68 42.78

Services

Department

Technical 33.21 36.19 40.06 40.55

Services

Department

All Grps 30.89 37.41 40.83 40.86

All figures rounded off to two decimal places

Table 5.14 shows the mean scores that were cadufertaining to the preferred
organisational cultures and the departments witnmunicipality. The means
were calculated to achieve an average rating pémtpito the preferred
organisational cultures per department in ordegit® recommendations to the
municipality according to culture preferences pepaltment. An important
finding, as shown in Table 5.14, indicates that leyges involved with the
service delivery aspect of the municipality, nameéhe Protection Services
Department (42.00), Local Economic Development Dipent (43.10),

Community Services Department (42.78), and Techrsevices Department
(40.55), have identified that they prefer the suppalture. However, the support
services departments, namely the Corporate (40&6%) Financial (41.32)
Services Departments, indicated that they prefea@rievement organisational

culture.
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A reason for this could be a result of the serdebvery departments interacting
more with the community than the support servicepattments. The service
delivery departments deal with customer issues @mdplaints and therefore
would prefer to obtain assistance and support fomtheagues regarding their
work. These respondents would prefer to have tureuthat is based on mutual
trust and cooperation between the employee ands#iected municipality
(Harrison, 1993: 37; Harrison and Stokes, 1992:. 20Jhe preference of
respondents also indicates that they want to heedahs human beings, not just as

contributors to a task (Harrison, 1993: 37).

Table 5.14 illustrates that the support servicepadenents who deal with
administration work and who have limited customeamtact, namely the
Corporate and Financial Departments, prefer aneaehent culture. This could
be because an achievement culture focuses on #atiar of goals that are
demanding, where the culture is one of intense ebitiqgn. There might be a
competitive spirit because top management, who wathin these departments,
have a 5 year contract, as previously mentionestpfbre management may want
to achieve these demanding goals so that they reéheiw contracts once the 5

year period is over.

Table 5.15 demonstrates the frequency distributimetsveen the education level
and the preferred organisational culture within sdected municipality. The
Pearson chi-square for Table 5.15 is 24.53, theedsgof freedom is 12, and the
p-value=0.02 (p < 0.05), as shown in Table 5.18e p-value indicates that there
is a statistical relationship between the educaléwmel of respondents and their

preference regarding the organisational culturéiwithe municipality.

Table 5.15 shows that respondents with an educkei@h of lower than grade 11,
grade 12, or a diploma or certificate prefer thepgut organisational culture,
whereas the employees who have a bachelor’'s orgpadtiate degree prefer the

achievement organisational culture.
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Table 5.15: Cross tabulation table: Education leveland the preferred
organisational culture scales

Education Preferred Preferred Preferred Preferred Row
Power Role culture | Achievement Support Totals
culture culture culture

< Grade 11 10 3 21 24 58

Grade 12 7 6 3 14 30

Diploma/Cert 3 9 11 20 43

B-Degree 1 1 4 0 6

PostGrad- 0 0 2 0 2

Degree

All Grps 21 19 41 58 139

A reason for these results could be attributed e heeds of individuals.
Respondents with lower education levels indicatest they prefer the support
organisational culture. These employees may hkoweet order needs” that they
need to satisfy, such as safety with regards ta fbb (Watson, 2002: 292).
Respondents have indicated in Table 5.14 that phnefer to work together as a
team and get support from colleagues. This ineedle likelihood of a task

being correctly performed, and also decreasesithdiV fault.

Respondents with higher education levels have atdd; shown in Table 5.14,
that they prefer an achievement organisationalucelt These employees may
have “higher order needs” that they have to satisfich as self-actualisation
(Watson, 2002: 292).

everything they can be through individual achievetr®f demanding goals that

Respondents have indicatad ttiey want to become

have been set.

Table 5.13 illustrates that there are significaetationships between the

biographical variables, more specifically the dé&pant and education
biographical variables, and employee preferencesgdnisational culture. H -

is therefore not rejected.
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5.8.1.3 Hypothesis 3.3: The relationship betweenktiographical variables and
organisational commitment
Ho 33 There is no statistically significant relatioishbetween the biographical

variables and the organisational commitment.

Ha 33 There is a statistically significant relationstietween the biographical

variables and the organisational commitment.

The differences in relationships between the biplgical variables and employee
commitment are summarised in Table 5.16. As casdam in Table 5.16, there
are four significant relationships between the kapdical variables and the

organisational commitment.

Table 5.16: Pearson’s chi-square test: Organisati@ commitment scales and

biographical variables

Biographical Pearson’s chi-square | df p-value
variables

Age 7.60 6 0.27
Department 13.51 10 0.20
Disability 3.58 2 0.17
Education 18.94 8 0.02*
Field/Office worker 10.01 2 0.01*
Gender 6.57 2 0.04*
Post level 19.37 10 0.04*
Service 8.90 8 0.35
Supervise 5.35 6 0.50
Town 1.40 2 0.50

*=p<0.05
All figures rounded off to two decimal places

The results of Pearson’s chi-square test indid¢atedt a 5% level of significance,
the four significant relationships are educatiomele whether the respondent
works in the field or in an office, the gender dfetrespondent, and the
respondents’ post level. APPENDIX G includes dike tfrequency tables

pertaining to the respondent’s biographical vagabbhnd the organisational
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commitment types. For the purpose of concisiony timé education level and the
gender of respondents will be discussed in thidimeovith regards to their

individual frequency tables.

Table 5.17 illustrates the frequency count accagrdm the education level and
organisational commitment of the respondents.

Table 5.17: Cross tabulation table: Education leveland organisational

commitment scales

Education Affective Continuance Normative Row
Level Commitment Commitment Commitment Totals
< Grade 11 24 18 14 56
Grade 12 9 13 11 33
Diploma/Cert| 4 11 24 39
B-Degree 2 1 3 6
PostGrad- 1 0 1 2
Degree

All Grps 40 43 53 136

With reference to Table 5.17, the p-value was §icgmit at p=0.02, as shown in
Table 5.16. This indicates that the educationlleffeespondents has a significant
effect on the organisational commitment of emplayee The majority of
respondents who have an education level of lonar grade 11 (24 or 43%) have
an affective commitment to the municipality, wher@aost respondents who have
a grade 12 education level (13 or 39%) have a wgoatice commitment to the
municipality. The majority of respondents who gital a diploma or certificate
(24 or 62%), or a bachelor's degree (3 or 50%) lwermative commitment to
the organisation. There were only two respondeiitfs a post graduate degree,
and the commitments felt by respondents were affeaind normative.

Table 5.18 illustrates the frequency count accardio the gender of the
respondents. The p-value was significant at p=0OtbBdrefore the gender of
respondents at the selected municipality has aifisignt effect on the
organisational commitment of employees. The mbjaf female respondents,
31 (50.82%), at the municipality have indicatedtthiaey have more of a
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normative commitment towards the organisation, wasrthe majority of male
respondents, 27 (36%), indicated that they haveemof a continuance

commitment towards the municipality.

Table 5.18: Cross tabulation table: Gender and orgaisational commitment

scales
Gender | Affective Continuance Normative Row
Commitment Commitment Commitment Totals
Male 26 27 22 75
Female | 14 16 31 61
All 40 43 53 136
Grps

To summarise, there are four significant relatigpshbetween biographical
variables and the organisational commitments. @&foee, H 53is not rejected

and it can be surmised that respondents’ educéia, whether the respondent
works in the field or in an office, the gender dfetrespondent, and the
respondents’ post level have an effect on the asgdonal commitment of an

employee towards the selected municipality.

5.8.1.4 Hypothesis 3.4: The biographical varialdes the organisational culture
gap score

The final hypothesis to be tested is pertainintheobiographical variables and the

different organisational culture gap scores (théedince between the existing

and preferred organisational culture scores foh easpondent).

Ho 3.4 The average organisational culture gap scorélseobrganisational culture

scales for the biographical variables are not &antly different.

Ha 34 The average organisational culture gap scoréleobrganisational culture

scales for the biographical variables are signifilyadifferent.

The average organisational culture gap scores assessed according to the

biographical variables using the multivariate Wilkeambda test. Table 5.19
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indicates that significant differences in the meaganisational culture gap scale

scores among the different levels of biographieaiables were found.

Table 5.19: Summary of multivariate tests for repeted measures:

Biographical variables and the organisational cultue gap

SCALE Test Value F Effect | Error p

Age Wilks | 0.69 21.42 d; df142.00 0.00*
Department Wilks | 0.72 18.45 3 140.00 0.00*
Disability Wilks | 0.74 17.14 3 144.00 0.00*
Education Wilks | 0.76 14.87 3 141.00 0.00*
Field/Office Wilks | 0.61 30.69 3 144.00 0.00*
Gender Wilks | 0.61 30.26 3 144.00 0.00*
Post level Wilks | 0.80 11.63 3 140.00 0.00*
Service Wilks | 0.73 17.59 3 141.00 0.00*
Supervise Wilks | 0.74 17.00 3 142.00 0.00*
Town Wilks | 0.63 27.65 3 144.00 0.00*

*=p<0.05

All figures rounded off to two decimal places

Table 5.19 illustrates that there are significaffecences (p < 0.05) between the
all of the biographical variables and the orgamiset culture gap scores. The

individual biographical variable results are preedrin APPENDIX H.

For the purpose of brevity, only the biological ishte of age will be explained
further. Table 5.19 identifies that there are sigant differences (p<0.05) in the
average organisational culture gap scores amongadtieus age groups of the
respondents. The results indicate that differgy@ groups within the selected

municipality significantly differ with regards tbé average gap scores.

Table 5.19 indicates that there are significan®(p5) differences in the mean gap
scores among all the various biographical vari@altegories, thereforeH 4 is
not rejected.
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5.9 FINDINGS ON THE OPEN QUESTION

Responses were obtained from the respondents arptrequestion dealing with
“general comments”. A total of 23 respondents reffletheir opinion, and the

main points can be summarised as follows:

* Communication:

o0 Respondents noted that the communication withinlealels of the
selected municipality was non-existent. The opinias the selected
municipality needs to work harder on the commuincabetween the
departments and at all levels of the municipalityecduse
communication is the key to success.

* Health and Safety:

o The health and safety of respondents was also sue ishat was
commented on. It was expressed that Health anetySaggulations
were not adhered to, and therefore neglected. &rapk assert that
the equipment being used, including medical equigmeas old and
outdated and that management were not purchasiwgeageipment
according to Heath and Safety regulation.

» Budgeting:

0 Respondents also indicated that budgeting foregladments must be
a top priority, because at present, there is imgefft funding in order
for the departments and employees to provide aguede service to
the community. The budget plan is not sufficiemtigwn up, with too
litle funds being provided for the delivery of egees to the
community.

» Leadership:

o Finally, the subject of leadership within the s&ecmunicipality was
also reaised by respondents. Respondents genamityl that there
was a lack of leadership and leadership skills iwitthe selected
municipality. Respondents also stated that leanleesl to manage and

make decisions with an unbiased and unprejudidéedds.
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5.10 SUMMARY

The empirical results of this research were cleprgsented and discussed in this
chapter. Firstly, the response rate was identifieelecondly, the descriptive
statistics regarding selected biographical varm@s examined and illustrated
with the use of bar graphs. The reliability of esearch was tested for the two
measuring instruments, through the use of the Gramb alpha coefficient. The

fourth stage of this chapter was the testing asdugising of the hypotheses.

The first hypothesis was examined and discussemudihr descriptive statistics,
and then was tested and discussed according toemi@ statistics, namely
ANOVA and MANOVA. The first alternative hypothesid, 1 1, was accepted.

The second set of hypotheses was tested by usiagdPés correlation matrix.
The existing and preferred organisational cultumales, as well as the
organisational culture gap scores were correlatdth whe organisational
commitment in order to identify whether or not thewere significant linear

relationships between the scales.

The third set of hypotheses was tested in two wingsly, Ha 3., Haz2 and Hz3

were tested using Pearson’s chi-square test inr daledentify if there were

relationships between the dependent variables @Risting and preferred
organisational cultures, and organisational committh and the independent
variables (the biographical variables) that weréedaby the respondents.
Secondly, H 34 was tested using the multivariate test for regkateasures, the
Wilks’ Lambda, in order to identify whether thereme significant differences in

between the biographical variables and the orgtaisd culture gap scores.

The open questions regarding the “general commesmksth respondents gave
their opinions for were also mentioned. The fowimthemes of the comments

were identified and discussed in accordance withréisponses from resondents.
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The following chapter concludes the research aadtities any recommendations

and limitations relevant to the research.
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CHAPTER 6
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS

6.1 BRIEF SYNOPSIS OF THE RESEARCH

Since 2000, municipalities have been through age®of transformation which
resulted in the amalgamation of a number of smatienicipalities into larger

municipalities. The amalgamation of municipaliti@sngs together an array of
people, and therefore a myriad of organisationdiuces are combined. The
organisational culture of an organisation can benst® have an effect on the
organisational commitment of the employees, theeefioe proper fit between the
organisational culture and employees will posivelffect the organisational

commitment of employees.

The primary objective of this research was theeeftor assess the relationship
between organisational culture and the organisatioammitment of employees
at a selected municipality. The first step in awhig this objective was an in-
depth theoretical study. The second step was apirieal survey that was

conducted to canvas the opinions of employeeseaddlected municipality.

A concise chapter by chapter overview of the mammevhich the purpose and

objectives of this research was met is presentkxhvbe

Chapter 1 served as an introduction and orientatidghe research in terms of the
purpose, objectives and hypotheses and researdgndesd methodology.
Chapter 1 also contained a summary of the primadyscondary sources related
to the research, which were obtained from bottonatiand international sources.
The demarcation of the field of study and planhef thesis was also dealt with in
Chapter 1.

Organisational culture literature was assessed hap@r 2. Organisational

culture definitions were discussed. Shared assomgtshared values, shared
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socialisations and norms, as well as shared symltaiguages, narratives and
practices were also discussed in Chapter 2. Tgdo pertaining to

organisational culture were discussed, with paldictocus being placed on the
Harrison and Stokes (1992) organisational cultyyolbgy. Chapter 2 also
included determinants and functions of organisatfionulture, as well as

mechanisms used to develop organisational cultutdsmpter 2 culminated with a
discussion of the relationship between organisati@ulture and organisational

commitment.

Chapter 3 assessed the literature pertaining t@n@sgtional commitment.
Organisational commitment and its relationshipdiee delivery was discussed,
followed by the examination of two organisationahumitment typologies, with
emphasis being placed on the Allen and Meyer (188§anisational commitment
typology. Antecedents to organisational commitmeate stated, as well as the
reasons behind using the Allen and Meyer (199®arh instrument. Chapter 3
concluded by mentioning the importance of havingommitted workforce as

well as the effect of organisational culture onasrigational commitment.

The focus of Chapter 4 was on the research desigmaethodology applied in
this research. The research paradigm, researaligtimm and sample, as well as
the research method were explained. The measurstigiments utilised in this
research were discussed and the reliability anddital of these research
measuring instruments, as found by previous reBean@s also explained.
Chapter 4 also examined the data collection, dgptucing and statistical analysis
process. Lastly, the ethical considerations parigito this research were also

mentioned.

Chapter 5 dealt with the empirical findings andutes of this research and it

discussed those results with reference to theatitee. Chapter 5 identifies the

response rate, as well as the existing and prefemganisational culture profiles.

The first hypothesis pertaining to the organisatlooulture gap was assessed
through the use of within-subject Multivariate Aysik of Variance (MANOVA)
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based on the gap scores for each of the four agaonal culture scales, namely
power, role, achievement and support. Chapter Bhdu identified the
organisational commitment profile and then testesl ¢econd set of hypotheses
pertaining to the relationship between organisafiaulture and organisational
commitment through the use of Pearson’s correlataefficient. The third set of
hypotheses, pertaining to the biographical var@bleere then tested to identify
whether there were significant differences betwienscores of the existing and
preferred organisational cultures and organisatioommitment in relation to the

various biographical variables.

6.2 CONCLUSIONS OF FINDINGS

The conclusions with regards to the empirical filgdi will be highlighted in the
following order:
» The organisational culture profile;
* The organisational culture gap between the existangl preferred
organisational culture;
» Organisational commitment profile;
* The relationship between organisational culture am@anisational
commitment;
* The relationship between the biographical varialaled the existing and
preferred organisational culture, organisationaimeotment and the
organisational culture gap; and

* The open ended question.

6.2.1 The organisational culture profile

The organisational culture of the selected munlitipaas diagnosed through the
use of Harrison and Stokes’s (1992) culture questi@de. The organisational
culture was assessed according to how respondetetgpriet the organisation’s
existing organisational culture, and how they wopl@fer the organisational

culture within the selected municipality to be. eTémployees within the selected
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municipality identified that the dominant existimgganisational culture is the

power culture, and their preferred organisationdtiuce is the support culture.

These results are in line with Harrison’s (1993) &htement that most cultural
changes undertaken organisations are intended t@ rfimom a power and role

orientation to a culture based on support.

6.2.2 The organisational culture gap between the isting and preferred

organisational culture

Ha1: The average gap scores between the existing isegamal culture
scales and the preferred organisational culturéesdaave significant

differences.

The existence of an organisational culture gap tesied by using a multivariate
test for repeated measures. Wilks’ Lambda Effexdt Tllustrated that there were
significant differences in the average gap scooessbme of the organisational

culture scales, therefore the alternate hypothEgis; was not rejected.

These findings indicate that there is a significdiffierence between the existing
organisational culture at the selected municipabityd the organisational culture
that is preferred by employees at the selected cipality. The existence of an

organisational culture gap within organisationsupported by previous research
(Bourantas and Papalexandris, 1992; Nazir, 200%;er al., 1994).

6.2.3 The organisational commitment profile

The organisational commitment of employees witlie selected municipality
was diagnosed wusing Allen and Meyers (1990) tloeeponent
conceptualisation typology. The results of thegdisis identified that the
dominant organisational commitment among the engaeyis the normative
commitment. Employees indicated that they havdightty lower continuance

commitment to the municipality as opposed to noiveatommitment. Finally,
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the smallest commitment attachment indicated by leyees is the affective
commitment. The results of this research diffenfrthe findings of Rashiet al.
(2003).

6.2.4 The relationship between organisational culte and organisational
commitment

The second set of hypotheses pertains to the limelationships between

organisational culture and organisational commitmeithis set of hypotheses

was assessed using Pearson’s correlation matrike mhain findings will be

summarised according to each stated hypothesis.

Ha2:  There is a statistically significant linear rédaiship between the existing

organisational culture and organisational commitmen

The results of the correlations indicate that thisrea statistically significant
relationship between the existing organisationdtuce and the organisational
commitment of employees. Therefore, the alterrigtgothesis, H .3 is not

rejected.

The result of this hypothesis indicates that if tinganisational culture continues
to remain predominantly a power culture, then ttganisational commitment of
employees will decrease. This conclusion is suggoby Brewer (1993 in Chen,
2004), Hellreigekt al. (2004), Odonet al. (1990), and Rashiet al. (2003).

Ha2s There is a statistically significant linear rébdaiship between the

preferred organisational culture and organisaticoaimitment.

Pearson’s correlation matrix indicated that these anly one statistically
significant linear relationship between the preddrirole organisational culture
and the affective organisational commitment of eeés, out of 12 possible
statistically significant linear relationships. €é'falternate hypothesis, H is

therefore rejected with the exception of the afaetioned relationship. This
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indicates that if the preferred support organisetioculture becomes more
dominant within the organisation, then the orgaiesal commitment of

employees will not significantly increase as exmdal in Section 5.7.1.1, Chapter
5.

Table 5.9 in Chapter 5 illustrated that there oaitive relationship between the
preferred support organisational culture and oggtiinal commitment, yet not a
significant (p>0.05) relationship. This finding ssipported by previous research
conducted (Clugstoaet al., 2000; Greenberg and Baron, 2003; McKinreiral.,
2003; Roweet al., 1994; Schein, 1992) where the preferred orgawisaticulture

has a positive influence on the organisational camant of employees.

Ha23 There is a statistically significant linear rébaiship between the
organisational culture gap (difference between texjsand preferred

organisational culture) and organisational commitine

The existence of an organisational culture gap has significant linear
relationship with the organisational commitmenteaiployees within the selected

municipality. The alternate hypothesis, 44 can therefore be rejected.

It is therefore evident that even though the exgstrganisational culture differs
from employees’ preferred organisational cultutehas no significant effect on
the employees’ organisational commitment to the impality. Previous research
(Bourantas and Papalexandris, 1992; Nazir, 200Bedly et al.,1991) has found

that the existence of an organisational culture @épin an organisation has a
negative impact on the organisational commitmentenfployees. Previous

research, therefore, does not support this comelusi
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6.2.5 The relationship between the biographical vaables and the existing
and preferred organisational culture, organisationd commitment and
the organisational culture gap

The third set of hypotheses investigates the olatiip between the biographical

variables and organisational culture and orgamisaticommitment.

Ha 32 There is a statistically significant relationsietween the biographical

variables and the existing organisational culture.

Pearson’s chi square test was used to assess litonship between the
biographical variables and the existing organiseticulture. The test indicated
that there was no significant difference betweeapoadent perceptions regarding
the existing organisational culture and the varibisgyraphical variables. The
alternate hypothesis, ;i3 is therefore rejected. This indicates that emgésy

within the selected municipality, regardless ofith@ographical information,

asserted that the dominant existing organisationliire was the power culture.
There is no cause for concern by the selected npatity regarding this

conclusion, because the employees’ biographicalrimftion therefore has no
effect on the perceptions of employees with regéwdfie existing organisational

culture.

Ha 32 There is a statistically significant relationsietween the biographical

variables and the preferred organisational culture.

Significant relationships between the biographicaftiables and the preferred
organisational culture were also assessed by uBemyson’s chi-square test.
Pearson’s chi-square test identified that there ewstatistically significant
relationships between some of the biographicalades, namely the deportment
in which respondents worked and the education lefelrespondents, and
respondents’ perceptions regarding the preferregarisational culture.
Therefore, the alternate hypothesissHis not rejected. This result indicates that

there were significant differences in the respongksespondent perceptions
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pertaining to the preferred organisational cultutdence, it is evident that the
perceptions of municipal respondents’ regarding pheferred organisational

culture of the selected municipality are affectgdheir biographical information.

Ha 33 There is a statistically significant relationsietween the biographical

variables and organisational commitment.

Pearson’s chi-square was also used to test thereliite in the biographical
variables and respondents’ organisational commitméFrhere were significant
relationships within the biographical variables atelg to the employees’
organisational commitment. The alternate hypothesiss;s is therefore not
rejected. The organisational commitments of redpats are thus affected by
their individual biographic information, namely theducation level, their gender,
their post level and whether they work in the fieldin an office, which implies
that employees with particular biographical vamgbwill be more inclined to

have a specific organisational commitment to thaigipality.

Section 5.8.1.4, in Chapter 5, identified that tegority of respondents who have
an education level of lower than grade 11 have facttive commitment to the

municipality, whereas most respondents who havaaegl2 education level have
a continuance commitment to the municipality. Tmagority of respondents who
attained a diploma or certificate, or a bacheladsgree have a normative
commitment to the organisation. There were onlg t@spondents with a post
graduate degree, and the commitments felt by rekpus were affective and
normative. This conclusion is not a cause for eon@s long as the municipality
acknowledges these differences in organisationaincitment with regards to the

different biographical information of their empl@ge

Ha 34 The average organisational culture gap scoréeobrganisational culture
scales for each of the selected biographical viasalare significantly

different.
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Finally, a double multivariate repeated measure®\NKAVA) design, Wilks’
Lambda multivariate test, was used to ascertainthvnethere are significant
differences in the average scores between the dpbgral variables and the
organisational culture gap scores. It was founat tthere were significant
differences between all the biographical varialsled the organisational culture
gap scores. The alternate hypothesiszH was therefore not rejected. This
result indicates that the biographical variablesespondents have different mean
scores with regards to the organisational cultuap. g This finding creates no
cause for concern for the municipality becausendidates that individual
respondent organisational culture gap scores diften one another. This has no
effect on the municipality because the organisali@ulture gap is still present,
which was identified in Section 5.5.2, Chapter 5.

Table 6.1 summarises the results of the hypothteséiag, where an “X” indicates
whether the hypothesis was not rejected or rejecidte hypotheses that are not
rejected, in other words the significant relatiapshare graphically illustrated in
Figure 6.1.

Table 6.1: Summary of hypotheses testing

Ha not Ha

Stated Hypotheses _ _
rejected | rejected

Ha. 11 The average gap scores between the existing oegeomal culture
scales and the preferred organisational culturiesdeave X

significant differences.

Ha 21There is a statistically significant linear relaship between the
existing organisational culture and organisati@uhmitment.

Ha 22 There is a statistically significant linear reteiship between the

preferred organisational culture and organisatiopaimitment.

Ha 23 There is a statistically significant linear reteiship between the
organisational culture gap (difference betweentegsand X

preferred organisational culture) and organisationenmitment.

Ha. 31 There is a statistically significant relationsbigtween the

biographical variables and the existing organiseti@ulture.

Ha. 3, There is a statistically significant relationsbigtween the X
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biographical variables and the preferred orgardisaticulture.

Ha 33 There is a statistically significant relationsbigtween the

X
biographical variables and the organisational coment.
H. 34 The average organisational culture gap scoréseof
organisational culture scales for the biographieaiables are X

significantly different.

Figure 6.1: Theoretical framework and the significant relationships

Organisational culture

Preferred
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¢ Achievement culture

e Support culture
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Possible
gap
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organisational

Biographical details

Ho 33
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* Department
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* Field/Office
worker

* Gender

* Post level

¢ Service

e Supervisor status

¢ Town of work

culture

Organisation:

Hoz2s Commitmen

« Affective commitment

« Continuance
commitment

* Normative commitment

Source: Researcher’s own construction based om Alhel Meyer (1990); Harrison (1972); and

Louw and Boshoff (2006).

6.2.6 The open ended question

The main issues that were expressed by respondeete pertaining to

communication, health and safety, budgeting anddeship.

* Respondents indicated that communication at afll#em the municipality and

especially between departments were non-exis€€otnmunication is seen as

key to success and respondents therefore want comation within the

municipality to be more efficient.
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* Respondents indicated that Health and Safety régntawere not adhered to
and that no funds were available to purchase newpeeent, for example, to

ensure that Heath and Safety regulations are alged

* Respondents stated that monies available in thgeiudr service delivery to

the community are inadequate.
* Respondents felt that leaders did not have theinejgompetencies in order
to successfully lead the organisation, and thatdea were biased and

prejudiced when it comes to decision making.

6.3 RECOMMENDATIONS

With regards to the research findings, severalmegnendations pertaining to the

selected municipality and future research have igmtified.

6.3.1 Recommendations for the selected municipality

As mentioned in Section 5.1.1, the overall existinganisational culture has been

identified as one of power and the overall pref¢meganisational culture as one

of support. The support culture empowers employbeesugh cooperation and

trust as well as through providing understandingeptance and assistance to

fellow employees and subordinates. In order ferrtiunicipality to move from a

power culture to a support culture, it is recomnezhthat:

« Management reduces the fear and anxiety that aden@n to power-
orientated cultures. To do this, management ndedstop rewarding
employees for compliance and not punish employeewithhold rewards

from employees for non-compliance.

* Management implement training programs focusingeam building in order
to evoke trust and cooperation between employeéshwwill promote a

support organisational culture.
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Supervisors and management show trust in the itfegnd dedication of
team members so that employees feel they are @alalsktfor assistance when

they are unsure about the work they are completing.

Management implement training programs based on rowimy
communication at all levels within the municipalityn order for

communication to flow more efficiently.

Feedback on the performance of all employees meiggiven timeously to
ensure that the work of subordinates and emplogees not stall. Strict
procedures should be put in place to regulateithe it takes to communicate

back to employees.

Work and decision-making should be delegated toetolevel managers,
supervisors or employees, in order for work to bengleted timeously and
also to decrease the workload of top managemenbaitdi trust between the

employees and management.

Employees are sent on decision making training narng that teach
employees the decision making process thereby iegatiiem to make rapid
decisions. This is imperative because, in a supporéntated culture,

employees may become slow decision makers.

Employees are rewarded for achieving certain pevémce goals by

rewarding the whole group and not individual emples.

Achievable and concrete goals are put in placerderoto promote a good
“people person” environment that is based on wmstiips, trust and
cooperation between employees within the munidipati order to sustain a

support culture.
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* Induction courses are conducted to assist a newloge® through the
socialisation process so that new employees “ldaropes” within a short

period of time.

* The municipality must balance the emphasis placedmployee relationships
with the emphasis placed on the task that neetls ttone. This is because in
a support culture, employees develop a tendenqgutahe needs of fellow

employees over the needs of the organisation.

As shown in Section 5.8, the preferred organisati@ulture for top and middle
management was identified as an achievement culturg is therefore

recommended that for this group of employees:

* Demanding goals are set and rewards are givemdlvidual achievement of

the identified goals.

The research indicated in Section 5.3 that allelmemponents of organisational
commitment, namely the affective, continuance amginative commitments were
similar in terms of the levels of commitment withthe municipality. The
affective commitment was found to be the lowesetgh commitment felt within

the municipality, therefore it is recommended that:

* Management development programmes focus on alighmgoals and values

of the organisation to those of the employees gaadsvalues.

* Management identify employee roles in relatiorthie organisation’s goals

and values

6.3.2 Recommendations for future research
It is recommended that:
» Research dealing with the relationship betweeramisgtional culture and the

performance of an organisation is conducted ats#lected municipality in
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order to ascertain under what conditions orgarisaticulture is critical to the
effectiveness and efficiency of an organisatio®ggrmance.

Research is conducted at the selected municigalifind out what motivates
employees because a support orientated organisai@s not motivate

individual achievement.

The present research is extended to other munitigsain South Africa.

6.4 LIMITATIONS OF THIS RESEARCH

It must be noted that this research has limitatikunmitations pertaining to this

research will be noted below.

The dominant languages spoken at the selected ipalitig are Afrikaans and
isiXhosa, yet the questionnaire was only availablEnglish, which made the
completion of the questionnaire more challenging #rerefore excluded a

large number of the employees, especially sombeotihskilled employees.

The results found in this research were obtainéugus convenience sample
at a rural municipality and should therefore notdemeralised beyond the
sample.

In conclusion, organisational culture is a powethsl which management can

manipulate to enhance performance and influencedéwgee of organisational

commitment towards the municipality.

“We will either be a victim or a successful resefltour culture”

- O'Rielly (1989: 467).
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APPENDIX A - QUESTIONNAIRE

RHODES UNIVERSITY

Grabamstown e 6140 e South Africa

DEPARTMENT OF MANAGEMENTe Tel: (046) 603 873% Fax: (046) 603 89MBe-mail: m.louw@ru.ac.za

Dear Sir/ Madam

Organizational culture separates successful orgdois from less successful
organizations. The question can therefore be askethat are the right cultural
values that should be re-enforced within the Inxileghemba Municipality? In
order to determine what the preferred cultural @alare, all employees need to
complete a confidential questionnaire.

This questionnaire attempts to identify the infloerthat organizational culture
has on the organisational commitment of the empsyat the municipality.
Organisational commitment focuses on the procelsgashich employees come
to think about their relationships with their orgeation, and the extent to which
their goals and values are congruent with thoséheforganisation. Does the
culture at the Municipality have an impact on tbenanitment of the employees?

This questionnaire forms part of research condudied the purposes of
completing an M.Comm degree in Management at RhoUesversity,
Grahamstown.

All the answers you provide will be treated in the strictest of confidence

Please complete each section and answer all the gtiens.

Please hand in the completed questionnaire to thehRdes official present at
the session.

Thank you for your co-operation.
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SECTION A: BIOGRAPHICAL INFORMATION

INSTRUCTIONS

Place an ‘* X * in the applicable box.

1. How long have you been working for the Municiplity?

Less than 1 year
1-2 years

3-4 years

5-6 years

More than 6 years

2. How many co-workers do you supervise?

None

1-5

6-10

More than 10

3. Please indicate your gender:

Male
Female

4. Please indicate your age:

Less than 20 years
21-30 years
31-40 years
41-50 years
51 years and older

5. Please indicate your highest level ofrfoal education completed:

Grade 11 and below
Grade 12

Diploma (s) / Certificate
B-Degree
Post-Graduate Degree
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6. Please indicate the Department you work for:

Financial Services

Corporate Services (Including the
office of the Municipal Manager,
Executive Mayor and Speaker)
Protection Services

Community Services

Local Economic Development
Services

Technical Services

7. Please indicate your post level:

Section 57
Levels1 -4
Levels5 -7
Levels 8 — 10
Levels 11 — 12
Levels 13 — 15

8. Do you have any disability or chronic illness?

Yes
No

9.1n which town are you currently working?

Cradock
Middelburg

10.Are you office bound (binne werker) or do you spenanost of your

time in the field (buite werker)?

Office Bound
Field Worker
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SECTION B: ORGANISATIONAL CULTURE

INSTRUCTIONS

Please indicate the extent to which you agree (dstipreferred) or disagree (1= least
preferred) with the following statements aboutpheferred andexisting culture at the
Municipality. Theexisting culture meaning the way things are at present@eferred
culture meaning the way you would like the culture to be.

RANKING KEY:
1. Strongly Disagree (least preferred)
2. Disagree
3. Agree
4. Strongly Agree (most preferred)

Note: Please check answers to be sure you hawsigned only one “4”, one
“3”, one “2”, and one “1” for each phrase in the “existing” column and
for each phrase in the “preferred” column.

EXAMPLE:

1. Supervisors are expected to be:

Existing Culture Preferred Culture

3 a. Firm but fair 3
4 b. Impersonal 1
1 c. Democratic 2
2 d. Supportive 4
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Strongly 2. Disagree 3. Agree 4, Strongly agree

disagree

Existing Culture

Preferred Culture

1. Employees of the Municipality are expectedite first priority to

a.

b.

Existing Culture

meeting the needs and demands of theérgisors and other high-
level people in the organization
carrying out the duties of their own jobs; staywithin the policies
and procedures related to their job

meeting the challenges of the task, figdirbetter way to do things

co-operating with the people with whom theyk, to solve work
and personal problems

Preferred Culture

2. People who do well in the Municipality terodlde those who

a.

Existing Culture

b.

know how to please their supervisors aadble and willing to use
power and politics to get ahead
play by the rules, work within the system, andvsttio do things

correctly

are technically competent and effectiviéh & strong commitment to
getting the job done

build close working relationships with othéry being co-operative,
responsive and caring

Preferred Culture

3. The Municipality treats individuals

a.

b.

as “ hands” whose time and energy areeatlisposal of persons at
higher levels in the organization

as “ employees” whose time and energy are purchiisedgh a
contract, with rights and obligations fotthosides

as “associates” or peers who are mutually commitigtie
achievement of a common purpose

as “ family” or “ friends” who like being togethand who care
about and support one another
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Strongly 2. Disagree 3. Agree 4, Strongly agre

disagree

Existing Culture

Preferred Culture

4. Employees in the Municipality are managetkaid or influenced by

Existing Culture

a.

b.

officials in positions of authority, wheegcise their power through
the use of rewards and punishment

the system, rules, and procedures that outline aingloyees
should do and the right ways of doing it

their own commitment to achieving the goals ofdhganization

their own desire to be accepted by othedsta be good members of
their own work group

Preferred Culture

5. Decision - making processes in the Munictgare characterized by

Existing Culture

a.

b.

directives, orders, and instructions twme down from higher

levels

the adherence to formal channels and reliance bcigmand
procedures for making decisions

decision making made close to the point of actignthe employees
on the ground

the use of consensus decision —making methoddricageeptance and
support for decisions

Preferred Culture

6. Assignments of tasks or jobs to individualshe Municipality are based on

a.

b.

the personal judgments, values , and wish#&hose in position of
power

the needs and plans of the organization and tlkes niflthe system
(seniority, qualifications, etc.)

matching the requirements of the job with the iedés and abilities
of the individuals

the personal preference of the individuals and thegds for growth
and development

(9]
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RANKING KEY

Strongly 2. Disagree 3. Agree 4, Strongly agre
disagree

D

Existing Culture

7. Employees in the Municipality are expectetvéo

a.

b.

Preferred Culture

hard working, compliant, obedient, andhldg the interests of those
to whom they report

responsible and reliable, carrying out the dutres r@sponsibilities
of their jobs and avoiding actions that cosldprise or embarrass
their supervisors

c. self motivated and competent, willing to take thiéiative to get things
done; willing to challenge those to whom they reépicthat is necessary|
to obtain good results
d. good team workers, supportive and co-operative, géialong well
with others
Existing Culture Preferred Culture

8.  Those in authority and supervisors are ekt be

a. strong and decisive; firm but fair
b. impersonal and proper, avoiding the exerafssuthority for their
own advantage
c. democratic and willing to accept subordésdtieas about the task
d. supportive, responsive and concerned abeypérsonal concerns
and needs of those who they supervise
Existing Culture Preferred Culture
9. It is considered legitimate for one employ@éell another what to do when
a. he or she has more power, authority, or “ cloutthi@ organization
b. itis part of the responsibilities included in bisher job description
c. he or she has greater knowledge and expertisasadit to guide
the other person or to teach him or herotthé work
d. the other person asks for his or her help, guidancadvice
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RANKING KEY

1. Strongly 2. Disagree 3. Agree 4, Strongly agre
disagree

(9]

Existing Culture Preferred Culture

10. In the Municipality work motivation is primarily ehresult of

a. hope for reward, fear of punishment, or personalty to the
supervisor

b. acceptance of the norm of providing a “ fair daytwrk for a fair
day’'s pay”

c. strong desires to achieve, to create, and to ineavuad peer pressure to
contribute to the success of the organization

d. people wanting to help others and develop and ruaisatisfying

working relationships

Existing Culture Preferred Culture
11. In the Municipality relationships between departiseare generally

a. competitive, with both looking out for their owntémests and
helping each other only when they can see somengatya for
themselves by doing so

b. characterized by indifference towards each ottedpiing each other
only when it is convenient or when they directed by higher levels

c. co-operative when they need to achieve common gBaiployees
are normally willing to cut red tape and &rosganizational
boundaries in order to get the job done

d. friendly, with a high level of responsivenesseaquests for help

from other departments

Existing Culture Preferred Culture
12. In the Municipality intergroup and personal c@tfl are usually

a. dealt with by the personal intervention of peoptlaigher level of
authority

b. avoided by reference to rules, procedures and fadefaitions

c. resolved through discussions aimed at getting #s¢ dutcomes
possible for the work issues involved

d. dealt with in a manner that maintains good workiglgtionships and

minimizes the chances of people being hurt
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D

RANKING KEY
1. Strongly 2. Disagree 3. Agree 4, Strongly agre
disagree
Existing Culture Preferred Culture
13. The external environment of the Municipality ispesded to as though it
were

a. ajungle, where the organization is in competifamsurvival with
others

b. an orderly system in which relationships are deit@echby structures
and procedures and where everyone is expectedde by the rules

c. acompetition for excellence in which productivjtyuality and
innovation bring success

d. acommunity of interdependent parts in which th@cmn
interests are the most important

Existing Culture Preferred Culture

14. If rules, systems or procedures get in the way,|eyees

a. break them if they have enough “ clout” to get bithver if they think
they can get away with it without being caught

b. generally abide by them or go through proper chiartiveget permission
to deviate from them or have them changed

c. tend to ignore or by-pass them to accomplish tlask or perform their
jobs better

d. support to ignore or by-pass them to accomplistr tasks or perform
their jobs better

Existing Culture Preferred Culture

15. New employees in the Municipality need to learn

a. who really runs things; who can help or hurt therhpm to avoid
offending; the norms (unwritten rules) that havééoobserved if they
are to stay out of trouble

b. the formal rules and procedures and to abide by;the stay within the
formal boundaries of their jobs

c. what resources are available the help them do jibiest to take the
initiative to apply their skills and knowledge teetr jobs

d. how to co-operate; how to be good team members;tbaevelop good
working relationships with others




175

SECTION C: ORGANISATIONAL COMMITMENT SURVEY

INSTRUCTIONS

Please indicate the extent to which you stronghg@@r strongly disagree with
the following statements about your feelings towte Municipality

Strongly Disagree
Disagree

Unsure

Agree

Strongly Agree

agrwhE

NOTE: Please check your answers to ensure you haigmedsone number for each
phrase.

EXAMPLE:

RANKING KEY

1. | Strongly Disagree 2 Disagree 3 Unsure | 4 Agree| SEongly Agree

a. |would leave this organization if offered thesame job with another 2
organization.
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RANKING KEY
1. | Strongly 2. | Disagreg 3. | Unsure | 4. Agree 5.| Strongly
disagree agree

1. I'would be very happy to spend the rest of my&awath this Municipality

2. It would be very hard for me to leave this Munidiaright now, even if |
wanted to

3.1 think that people these days move from orgarogdid organisation too often

4. This Municipality has a great deal of personal niggufor me

5. One of the few serious consequences of leaving\hisicipality would be the
scarcity of available alternatives

6.1 was taught to believe in the value of remainioggl to one organisation

7.1 enjoy discussing my Municipality with people adtsit

8.Too much in my life would be disrupted if | decidedanted to leave my
organisation now

9. Jumping from organisation to organisation seemshiced to me

10.1 really feel as if this Municipality’s problemseamy own
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RANKING KEY
1. | Strongly 2. | Disagreg 3. | Unsure | 4. Agree 5.| Strongly
disagree agree

11.1t would be too costly for me to leave my orgarni@anow

12.0ne of the major reasons | continue to work fos tiriganisation is that |
believe that loyalty is important and thereford esense of moral obligation
to remain

13.1 feel like “part of the family” at my organisation

14.Right now, staying with my organisation is a matitEnecessity as much as
desire

15.1f | got another offer for a better job elsewhergduld feel it was right to
leave my organisation

16.1 feel “emotionally” attached to this Municipality

17.Things were better in the days when people stayddome organisation for
most of their careers

18.1 feel that | have too few options to consider lagwthis Municipality

19.1 feel a strong sense of belonging to my Municiyali

20.0ne of the major reasons | continue to work fos tiriganisation is that
leaving would require considerable personal saerifi another organisation
may not match the overall benefits | have here

21. 1 think that wanting to be a “company man/wofriarsensible




178

ANY OTHER COMMENTS?

THANK YOU FOR YOUR TIME AND EFFORT!!



APPENDIX B — DESCRIPTIVE STATISTICS OF BIOGRAPHICAL

INFORMATION; DOMINANT EXISTING AND PREFERRED
ORGANISATIONAL CULTURES, AND DOMINANT
ORGANISATIONAL COMMITMENT

179

B.1 Descriptive statistics of biographical informaton

1) Length of time working for the Municipality

120

100

Murrber of respondents
=
=

How long have you been working for the Municipality?

12%

83%

5% 5%
0-1 1-2 3-4 -6 B+

Length of time worked at Municipality

2) Number of co-workers that employees supervise

a0

How many co-workers do you supervise?

MNurrber of respondents
w2 oy @ =] = ==
= = =] 3 3 =

=}
=}

=

=}

6%

25%

13%

B%

[ ]

Count Percent
0-1 7 4.7
1-2 18 12.2
3-4 14 9.5
5-6 7 4.7
6+ 102 68.9
TOTAL | 148 100
Count Percent
None 83 56.1
1-5 37 25.0
6-10 9 6.1
10+ 19 12.8
TOTAL 148 100

MNone

1-8 6-10
Number of co-workers supervised




3) Gender of respondents

Please indicate your gender:

5%

Nurnber of respondents

45%

180

Male

Gender

4) Age of respondents

Female

Please indicate your age:

40

Nurnber of respondents

10%

45%

16%

28%

Count Percent
Male 82 55.4
Female 66 44.6
TOTAL 148 100
Count Percent
21-30 15 10.1
31-40 67 45.3
41 - 50 24 16.2
51 + 42 28.4
TOTAL 148 100

21-30

5) Level of education of respondents

Age

41-50

81+




Please indicate your highest level of formal ¢ducation completed:

181

43%

40

Mumber of respondents

23%

28%

4%

[

1%

< Grade 11

6) Department that respondents work for

&0

Grade 12

Diploma/Cert

Education level

Please indicate the Department you work for:

B-Degree  PostGrad-Degree

)
=)

=
S

MNumber of respondents
2 w
=2 =

=

%

]

1%

4%

36%

Financial Corporate Protection  Community  Economic Technical
Department waorked for
7) Post level of respondents
DPlease indicate your post level:
6O
a0 33%
0%
2 40
k-
5
@
23
5
z
é - 14% 14%
10 i
1%
0
Section 57 Levels 5-7 Levels 11-12
Levels 1-4 Levels 8- 10 Levels 13- 15

Post level

Count Percent
< Grade 11 63 42.6
Grade 12 34 22.9
Diploma/Cert | 43 29.1
B-Degree 6 4.1
Post 2 1.4
Graduate-
Degree
TOTAL 148 100.1
Count Percent
Financial 22 14.9
Corporate | 17 115
Protection | 6 4.1
Community | 40 27.0
Economic 10 6.8
Technical 53 35.8
TOTAL 148 100.1
Count | Percent
Section 57 2 1.4
Levels1-4 10 6.8
Levels5-7 |45 30.4
Levels 8-10 | 21 14.2
Levels 11 - 12| 21 14.2
Levels 13 - 15| 49 33.1
TOTAL 148 100.1




8) Presence of disability of chronic illness ofpasdents

Do you have any disability or chronic illness?
140

182

82%

o Count | Percent
Yes 27 18.2
. No 121 81.8
5w TOTAL | 148 100
£
= 40

18%
20
o
Yes No
Disahility/ chranic ilness
9) Municipal offices in which respondents work
In which of the rmunicipal offices do you work?
120
o Count Percent
Town A 103 69.6
80
* Town B 45 304
30%
20 TOTAL 148 100
‘ Town & Town B
T owun
10) Field worker or office worker
Are you office bound (binne werker) or do you spend most of your time in the field (buite
werker)?

a0
a0 54%

. " Count Percent
. Office 80 54.1
E Bound
2 a0 "
£ Field 68 45.9
2 40
H Worker
= TOTAL | 148 100

20
10

a

Office Bound Field Worker

Officesfield warker




B.2 Descriptive statistics of the existing organiseonal culture breakdown

Count | Percent
Power 68 45.94595
Role 33 22.29730
Achievement| 19 12.83784
Support 23 15.54054
Missing 5 3.37838

B.3 Descriptive statistics of the preferred organtion culture breakdown

Count Percent
Power 21 14.18919
Role 19 12.83784
Achievement| 41 27.70270
Support 58 39.18919
Missing 9 6.08108

B.4 Descriptive statistics of the organisational comitment breakdown

Count Percent
Affective Commitment 40 27.02703
Continuance Commitment | 43 29.05405
Normative Commitment 53 35.81081
Missing 12 8.10811

183
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APPENDIX C — MEAN, STANDARD DEVIATION, AND CRONBAC H
ALPHA’'S FOR CULTURE INFORMATION

C.1 Cronbach’s alpha coefficient for the existing pwer culture

Summary for scale: Mean = 40.4527; Std.Dv. = 8.634A&lid N: 148;
Coefficient alpha: .749816; Standardized alpha983%4;
Average inter-item corr.: .169513

Existing Mean if Var. if StDv. if Itm-Totl Alpha if
power deleted deleted deleted Correl. deleted
culture

1Ea 37.81081 67.09934 8.191419 0.295920 0.740785
2 Ea 37.81757 64.58157 8.036266 0.411832 0.729740
3 Ea 37.63514 63.92093 7.995057 0.442960 0.726582
4 Ea 37.98649 67.21604 8.198539 0.274167 0.742972
5 Ea 37.41216 65.37742 8.085630 0.418196 0.729899
6 Ea 37.50676 64.73643 8.045896 0.437752 0.727791
7 Ea 37.75676 66.64354 8.163549 0.329081 0.737755
8 Ea 37.89865 71.73972 8.469931 0.041945 0.764206
9 Ea 37.69595 63.45485 7.965855 0.419176 0.728500
10 Ea 37.53378 61.30291 7.829618 0.591202 0.711496
11 Ea 37.79054 64.82775 8.051568 0.362735 0.734517
12 Ea 37.85811 64.97311 8.060590 0.363266 0.734451
13 Ea 38.06081 67.09765 8.191316 0.261152 0.744600
14 Ea 37.72973 68.12966 8.254069 0.206025 0.750101
15Ea 37.84459 63.76639 7.985386 0.429020 0.727695
C.2 Cronbach’s alpha coefficient for the existing ole culture scale

Summary for scale: Mean = 39.5135; Std.Dv. = 5.55%&lid N: 148;

Coefficient alpha: .451368; Standardized alphad980;

Average inter-item corr.: .054466

Existing role | Mean if Var. if StDv. if Itm-Totl Alpha if
culture deleted deleted deleted Correl. deleted

1Eb 37.10135 23.36135 4.833358 0.198829 0.421368
2 Eb 36.75000 23.36318 4.833547 0.178136 0.426672
3 Eb 36.87838 22.93116 4.788649 0.264582 0.404767
4 Eb 37.03378 23.46507 4.844076 0.202451 0.420880
5 Eb 36.64189 23.24338 4.821139 0.248685 0.410122
6 Eb 36.72297 23.72731 4.871068 0.167544 0.429838
7 Eb 36.80405 24.58998 4.958829 0.106123 0.444846
8 Eb 37.02703 24.85062 4.985040 0.048157 0.460982
9 Eb 36.98649 24.97279 4.997278 0.039467 0.462806
10 Eb 36.95946 22.45782 4.738968 0.365559 0.382912
11 Eb 36.79054 23.81423 4.879983 0.210294 0.420936
12 Eb 36.99324 25.16887 5.016859 0.018871 0.468182
13 Eb 36.81757 23.13564 4.809952 0.220382 0.415432
14 Eb 36.87838 24.05278 4.904363 0.098939 0.449422
15 Eb 36.80405 25.87377 5.086627 -0.041956 0.481270
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C.3 Cronbach’s alpha coefficient for the existing ehievement culture scale
Summary for scale: Mean = 35.9662; Std.Dv. = 4.842&lid N: 148;
Coefficient alpha: .392345; Standardized alpha9038;
Average inter-item corr.: .041286

Existing Mean if Var. if StDwv. if Itm-Totl Alpha if
achievement | deleted deleted deleted Correl. deleted
culture

1Ec 33.51351 20.64171 4543315 0.175119 0.360623
2 Ec 33.67567 19.25968 4.388585 0.348092 0.306894
3 Ec 33.68919 20.66015 4.545344 0.166710 0.363014
4 Ec 33.12162 23.13386 4.809767 -0.087552 0.436138
5Ec 34.00676 21.57428 4.644812 0.079215 0.389254
6 Ec 33.59459 20.84916 4.566088 0.154485 0.367014
7 Ec 33.42567 20.82556 4.563503 0.135808 0.372567
8 Ec 33.71622 22.66271 4.760537 -0.035532 0.420994
9 Ec 33.46622 22.00562 4.691014 0.026208 0.405128
10 Ec 33.58108 19.93262 4.464596 0.275758 0.330898
11 Ec 33.66892 20.07282 4.480270 0.296266 0.328812
12 Ec 33.51351 21.03360 4.586240 0.136109 0.372585
13 Ec 33.64189 20.67581 4.547066 0.159130 0.365240
14 Ec 33.54730 23.05857 4.801934 -0.059735 0.420982
15 Ec 33.36486 21.13715 4597515 0.133068 0.373560
C.4 Cronbach’s alpha coefficient for the existing @gpport culture

Summary for scale: Mean = 34.0405; Std.Dv. = 7.@54&lid N: 148;

Coefficient alpha: .659878; Standardized alphad162;

Average inter-item corr.: .116027

Existing Mean if Var. if StDv. if Itm-Totl Alpha if
support deleted deleted deleted Correl. deleted
culture

1Ed 31.56081 43.73279 6.613077 0.258220 0.646460
2 Ed 31.72973 44.41344 6.664341 0.263738 0.645318
3 Ed 31.77027 43.19047 6.571946 0.342097 0.634358
4 Ed 31.84459 44.63125 6.680663 0.220703 0.651600
5Ed 31.91216 45.12066 6.717192 0.240422 0.648351
6 Ed 32.14865 46.18061 6.795631 0.169565 0.656881
7 Ed 31.98649 42.66198 6.531614 0.344350 0.633375
8 Ed 31.33108 43.81606 6.619370 0.269817 0.644549
9 Ed 31.82432 42.64481 6.530300 0.440844 0.622875
10 Ed 31.89865 40.96946 6.400739 0.461799 0.615131
11 Ed 31.72297 44.51109 6.671663 0.200590 0.655480
12 Ed 31.60811 42.96804 6.555001 0.348209 0.633275
13 Ed 31.45270 45.77479 6.765707 0.173032 0.657225
14 Ed 31.81757 46.85186 6.844841 0.087749 0.669014
15 Ed 31.95946 44.11998 6.642287 0.280693 0.642995




C.5 Cronbach’s alpha coefficient for the preferredpower culture scale

Summary for scale: Mean = 30.8919; Std.Dv. = 8.8762lid N: 148;
Coefficient alpha: .818131 Standardized alpha: 6823
Average inter-item corr.: .236039
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Preferred Mean if Var. if StDv. if Itm-Totl Alpha if

power deleted deleted deleted Correl. deleted

culture

1Pa 28.65541 71.72585 8.469111 0.344992 0.813826
2 Pa 29.00000 72.28379 8.501987 0.307789 0.816616
3 Pa 28.97297 70.03982 8.368979 0.483811 0.804199
4 Pa 29.10811 71.06939 8.430266 0.417836 0.808565
5 Pa 28.73649 70.12650 8.374157 0.481554 0.804370
6 Pa 28.91892 70.47990 8.395231 0.440702 0.807024
7 Pa 28.55405 69.22005 8.319859 0.475049 0.804552
8 Pa 27.96622 76.07319 8.721994 0.160079 0.824218
9 Pa 29.06757 69.96840 8.364712 0.501811 0.803131
10 Pa 29.02027 69.27661 8.323257 0.529507 0.801146
11 Pa 28.93243 68.34679 8.267212 0.537886 0.800076
12 Pa 28.74324 72.46111 8.512409 0.337346 0.813885
13 Pa 29.00676 68.46616 8.274428 0.593463 0.797083
14 Pa 28.91892 70.07451 8.371052 0.430875 0.807747
15 Pa 28.88514 69.68276 8.347620 0.461969 0.805513
C.6 Cronbach’s alpha coefficient for the preferredrole culture scale

Summary for scale: Mean = 37.4122; Std.Dv. = 5.@344lid N: 148;

Coefficient alpha: .445894; Standardized alphab743;

Average inter-item corr.: .049739

Preferred Mean if Var. if StDv. if Itm-Totl Alpha if

role culture deleted deleted deleted Correl. deleted

1Pb 34.83784 21.63586 4.651437 0.242261 0.401903
2 Pb 34.64189 21.86500 4.676003 0.231768 0.405652
3 Pb 34.66892 22.80255 4.775201 0.123386 0.435821
4 Pb 34.30405 21.72512 4.661021 0.279159 0.394658
5Pb 34.59459 23.14646 4.811077 0.117854 0.436492
6 Pb 34.70946 22.27369 4.719501 0.156535 0.426701
7 Pb 35.26351 22.53191 4.746779 0.164555 0.424403
8 Pb 35.60811 23.79237 4.877742 0.055772 0.451200
9Pb 34.84459 23.67179 4.865367 0.087762 0.442789
10 Pb 35.22973 23.27155 4.824059 0.125640 0.434306
11 Pb 35.21622 23.69650 4.867905 0.101206 0.439456
12 Pb 35.39865 24.84784 4.984760 -0.059997 0.478556
13 Pb 35.14865 23.16709 4.813221 0.124278 0.434753
14 Pb 34.41216 20.89093 4.570660 0.323289 0.377770
15 Pb 34.89189 22.65048 4.759252 0.129701 0.434311
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C.7 Cronbach’s alpha coefficient for the preferredachievement culture scale
Summary for scale: Mean = 40.8311; Std.Dv. = 5.85%A&lid N: 148;
Coefficient alpha: .549766; Standardized alpha799%;
Average inter-item corr.: .078472

Preferred Mean if Var. if StDv. if Itm-Totl Alpha if
achievement | deleted deleted deleted Correl. deleted
culture

1Pc 38.22973 27.24452 5.219628 0.018264 0.570381
2 Pc 38.09459 26.07213 5.106088 0.158864 0.540694
3 Pc 38.16216 24.96019 4.996017 0.298377 0.513907
4 Pc 38.04054 2491727 4991721 0.278019 0.516946
5Pc 38.23649 26.12651 5.111410 0.099898 0.556001
6 Pc 38.09459 25.22078 5.022029 0.287808 0.516823
7 Pc 37.95946 24.87673 4.987658 0.278937 0.516635
8 Pc 38.17567 25.22589 5.022539 0.239728 0.524639
9 Pc 37.98649 26.04036 5.102975 0.135265 0.546384
10 Pc 37.98649 24.98630 4.998630 0.279267 0.517014
11 Pc 38.08108 24.38532 4.938149 0.350722 0.502714
12 Pc 38.03378 26.01913 5.100895 0.152874 0.542174
13 Pc 38.00676 25.19590 5.019552 0.252593 0.522251
14 Pc 38.44595 27.19302 5.214693 0.054294 0.559138
15 Pc 38.10135 25.98297 5.097350 0.187670 0.535064

C.8 Cronbach’s alpha coefficient for the preferredsupport culture scale

Summary for scale: Mean = 40.8649; Std.Dv. = 7.881alid N: 148;
Coefficient alpha: .734371; Standardized alpha6263;
Average inter-item corr.: .158604

Preferred Mean if Var. if StDv. if Itm-Totl Alpha if
support deleted deleted deleted Correl. deleted
culture

1Pd 38.27703 53.75434 7.331735 0.302685 0.724109
2 Pd 38.26351 53.22110 7.295280 0.385930 0.715874
3 Pd 38.19595 52.27917 7.230434 0.375776 0.716230
4 Pd 38.54730 53.47750 7.312831 0.405860 0.714692
5 Pd 38.43243 52.12381 7.219682 0.383367 0.715371
6 Pd 38.27703 56.37595 7.508392 0.138538 0.741290
7 Pd 38.22297 52.63272 7.254841 0.375970 0.716336
8 Pd 38.25000 53.59290 7.320717 0.295299 0.725109
9 Pd 38.10135 51.64513 7.186455 0.415292 0.711794
10 Pd 37.76351 52.20759 7.225482 0.439158 0.710259
11 Pd 37.77027 52.78506 7.265333 0.365332 0.717468
12 Pd 37.82433 55.60427 7.456827 0.206255 0.733478
13 Pd 37.83784 53.85209 7.338398 0.303701 0.723943
14 Pd 38.22297 54.25433 7.365754 0.311080 0.723090
15Pd 38.12162 52.98521 7.279094 0.353165 0.718766
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APPENDIX D — MEAN, STANDARD DEVIATION, AND CRONBACH

ALPHA'S FOR COMMITMENT INFORMATION

D.1 Cronbach’s alpha coefficient for the affectivecommitment scale

Summary for scale: Mean = 21.9797; Std.Dv. = 6.803@&lid N: 148;
Coefficient alpha: .745470; Standardized alpha98748;
Average inter-item corr.: .303599

Affective Mean if Var. if StDv. if Itm-Totl Alpha if
guestion deleted deleted deleted Correl. deleted
numbers

C1 18.75000 26.17398 5.116052 0.555123 0.691616
C4 18.83784 28.01425 5.292849 0.498503 0.70643
c7 19.03378 29.30291 5.413217 0.377300 0.73355]
C10 18.93919 30.25982 5.500892 0.285321 0.75532]
C13 18.75000 28.61993 5.349760 0.433692 0.72089
Cl6 18.88514 27.92600 5.284505 0.540154 0.698101
C19 18.68243 28.09510 5.300481 0.565596 0.694266

D.2 Cronbach’s alpha coefficient for the continuane commitment scale

Summary for scale: Mean = 22.8378; Std.Dv. = 5.698&lid N: 148;
Coefficient alpha: .704084; Standardized alpha78a2;
Average inter-item corr.: .251665

Continuance | Mean if Var. if StDwv. if Itm-Totl Alpha if
guestion deleted deleted deleted Correl. deleted
numbers

C2 19.64189 23.74338 4.872718 0.460883 0.657847
C5 19.61486 24.49356 4.949097 0.381026 0.680518
Cc8 19.45946 23.22133 4.818851 0.562136 0.631515
Cl1 19.62838 25.47676 5.047451 0.390003 0.676653
Ci14 19.18243 28.98699 5.383956 0.171502 0.721265
C18 19.70946 23.70613 4.868894 0.496420 0.648527
C20 19.79054 24.44937 4.944631 0.424122 0.667981
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D.3 Cronbach’s alpha coefficient for the normativecommitment scale

Summary for scale: Mean = 22.9054; Std.Dv.= 3.921&lid N: 148;
Coefficient alpha: .302794; Standardized alphab559;
Average inter-item corr.: .057749

Normative | Mean if Var. if StDv. if Itm-Totl Alpha if
guestion deleted deleted deleted Correl. deleted
numbers

C3 19.25676 14.24489 3.774240 -0.020663 0.34836p
C6 19.01351 12.33766 3.512500 0.157635 0.25124p
C9 19.94595 13.95654 3.735845 -0.05455Y 0.388878
C12 19.39865 11.06405 3.326267 0.284908 0.160144
Ci15 20.25000 11.11993 3.334656 0.242690 0.186101
C17 19.60135 12.73973 3.569276 0.106955 0.28312B
Cc21 19.96622 12.22183 3.495974 0.188097 0.23308p




190

APPENDIX E — PEARSON'S CHI-SQUARE TEST: RELATIONSHI P
BETWEEN BIOGRAPHICAL VARIABLES AND EXISTING
ORGANISATIONAL CULTURE

E.1 Pearson’s chi-square: Age of respondents
Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 10.3086, df=9, p=.326098

Age Existing Existing Existing Existing Row
Power Role Achievement | Support Totals
culture culture culture culture

21-30 8 3 3 0 14

31-40 35 11 9 10 65

41 - 50 7 7 4 6 24

51 + 18 12 3 7 40

All Grps | 68 33 19 23 143

E.2 Pearson’s chi-square: Department respondents woin

Summary Table: Expected Frequencies (Sheetl in analysis_data)

Pearson Chi-square: 7.54247, df=15, p=.940808

Department | Existing Existing Existing Existing Row

Power Role Achievement | Support Totals
culture culture culture culture

Financial 11 4 4 2 21

Corporate | 6 4 2 5 17

Protection | 2 2 1 0 5

Community | 17 11 5 6 39

Economic 6 1 1 2 10

Technical 26 11 6 8 51

All Grps 68 33 19 23 143

E.3 Pearson’s chi-square: Whether or not the respatent has a disability
Summary Frequency Table (Sheetl in analysis_data)
Pearson Chi-square: 3.96901, df=3, p=.264836

Disability | Existing Existing Existing Existing Row
Power Role Achievement | Support Totals
culture culture culture culture

Yes 9 9 2 5 25

No 59 24 17 18 118

All Grps 68 33 19 23 143




E.4 Pearson’s chi-square: Education level of respaents
Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 9.11101, df=12, p=.693417
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Education Existing Existing Existing Existing Row
Power Role Achievement | Support Totals
culture culture culture culture

< Grade 11 24 17 9 12 62

Grade 12 15 8 5 4 32

Diploma/Cert | 23 6 5 7 41

B-Degree 5 1 0 0 6

PostGrad- 1 1 0 0 2

Degree

All Grps 68 33 19 23 143

E.5 Pearson’s chi-square: Whether respondent workis the field or in an

office

Summary Frequency Table (Sheetl in analysis_data)
Pearson Chi-square: 1.10521, df=3, p=.775816

Office/Field | Existing Existing Existing Existing Row
worker Power Role Achievement | Support Totals
culture culture culture culture

Office 39 16 9 13 77

Bound

Field 29 17 10 10 66

Worker

All Grps 68 33 19 23 143

E.6 Pearson’s chi-square: Gender of respondents

Summary Table: Expected Frequencies (Sheetl in analysis_data)

Pearson Chi-square: 1.12875, df=3, p=.770139

Gender Existing Existing Existing Existing Row
Power Role Achievement | Support Totals
culture culture culture culture

Male 36 21 10 13 80

Female 32 12 9 10 63

All Grps | 68 33 19 23 143
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E.7 Pearson’s chi-square: Post level of respondents
Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 8.81270, df=15, p=.887096

PostLevel Existing | Existing Existing Existing Row
Power Role Achievement | Support Totals
culture culture culture culture

Section 57 1 1 0 0 2

Levels1-4 |5 3 1 1 10

Levels5-7 |22 11 4 5 42

Levels8-10 | 12 2 4 3 21

Levels 11-12 9 3 4 4 20

Levels 13 - 15 19 13 6 10 48

All Grps 68 33 19 23 143

E.8 Pearson’s chi-square: Length of service of respdent

Summary Frequency Table (Sheetl in analysis_data)
Pearson Chi-square: 12.4137, df=12, p=.413063

Service Existing Existing Existing Existing Row
Power Role Achievement | Support Totals
culture culture culture culture

0-1 3 2 2 0 7

1-2 10 4 2 1 17

3-4 9 2 1 2 14

5-6 6 0 0 1 7

6+ 40 25 14 19 98

AllGrps | 68 33 19 23 143

E.9 Pearson’s chi-square: Whether respondent supeises employees
Summary Frequency Table (Sheetl in analysis_data)
Pearson Chi-square: 11.3397, df=9, p=.253159

Supervise | Existing Existing Existing Existing Row
Power Role Achievement | Support Totals
culture culture culture culture

None 37 19 10 15 81

1-5 21 8 4 1 34

6-10 3 1 3 2 9

10+ 7 5 2 5 19

All Grps 68 33 19 23 143




E.10 Pearson’s chi-square: Town which respondentgeasituated
Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 4.65943, df=3, p=.198510
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Town Existing Existing Existing Existing Row
Power Role Achievement | Support Totals
culture culture culture culture

Town A 46 24 10 19 99

Town B 22 9 9 4 44

All Grps 68 33 19 23 143
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APPENDIX F — PEARSON'’S CHI-SQUARE TEST: RELATIONSHI P
BETWEEN BIOGRAPHICAL VARIABLES AND PREFERRED
ORGANISATIONAL CULTURE

F.1 Pearson’s chi-square: Age of respondents

Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 16.7120, df=9, p=.053436

Age Preferred | Preferred | Preferred Preferred | Row
Power Role Achievement | Support Totals
culture culture culture culture

21-30 1 4 3 4 12

31-40 13 11 15 27 66

41 -50 5 2 5 11 23

51 + 2 2 18 16 38

AllGrps | 21 19 41 58 139

F.2 Pearson’s chi-square: Department respondents woin

Summary Table: Expected Frequencies (Sheetl in analysis_data)

Pearson Chi-square: 33.1347, df=15, p=.004501

Department | Preferred | Preferred | Preferred Preferred | Row

Power Role Achievement | Support Totals
culture culture culture culture

Financial 3 7 6 3 19

Corporate | 7 0 3 6 16

Protection |0 3 1 2 6

Community | 4 3 13 17 37

Economic 1 1 3 5 10

Technical 6 5 15 25 51

All Grps 21 19 41 58 139

F.3 Pearson’s chi-square: Whether or not the respatent has a disability

Summary Frequency Table (Sheetl in analysis_data)

Pearson Chi-square: .857280

di=3, p=.835723

Disability Preferred Preferred Preferred Preferred Row
Power Role Achievement | Support Totals
culture culture culture culture

Yes 5 3 6 10 24

No 16 16 35 48 115

All Grps 21 19 41 58 139




F.4 Pearson’s chi-square: Education level of respalents

Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 24.5331, df=12, p=.017207
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Education Preferred | Preferred | Preferred Preferred | Row
Power Role Achievement | Support Totals
culture culture culture culture

< Grade 11 10 3 21 24 58

Grade 12 7 6 3 14 30

Diploma/Cert | 3 9 11 20 43

B-Degree 1 1 4 0 6

PostGrad- 0 0 2 0 2

Degree

All Grps 21 19 41 58 139

F.5 Pearson’s chi-square:

office

Summary Frequency Table (Sheetl in analysis_data)
Pearson Chi-square: 3.60075, df=3, p=.307934

Whether respondent workis the field or in an

Office/Field | Preferred | Preferred | Preferred Preferred | Row
worker Power Role Achievement | Support Totals
culture culture culture culture

Office 12 14 20 30 76

Bound

Field 9 5 21 28 63

Worker

All Grps 21 19 41 58 139

F.6 Pearson’s chi-square: Gender of respondents

Summary Table: Expected Frequencies (Sheetl in analysis_data)

Pearson Chi-square: 6.92746, df=3, p=.074253

Gender Preferred | Preferred | Preferred Preferred | Row
Power Role Achievement | Support Totals
culture culture culture culture

Male 11 8 30 30 79

Female 10 11 11 28 60

AllGrps | 21 19 41 58 139




F.7 Pearson’s chi-square: Post level of respondents

Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 22.3715, df=15, p=.098451
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Post Level | Preferred | Preferred Preferred Preferred Row
Power Role Achievement | Support Totals
culture culture culture culture

Section 57 | 1 0 1 0 2

Levels1-4|1 0 5 4 10

Levels5-7]| 2 11 14 15 42

Levels8- |5 3 3 9 20

10

Levels11- | 2 3 5 10 20

12

Levels 13- | 10 2 13 20 45

15

All Grps 21 19 41 58 139

F.8 Pearson’s chi-square: Length of service of respdent

Summary Frequency Table (Sheetl in analysis_data)

Pearson Chi-square: 8.21634, df=12, p=.767998

Service Preferred | Preferred | Preferred Preferred | Row

Power Role Achievement | Support Totals
culture culture culture culture

0-1 2 1 1 3 7

1-2 2 2 9 5 18

3-4 2 2 1 7 12

5-6 1 1 1 2 5

6+ 14 13 29 41 97

All Grps | 21 19 41 58 139

F.9 Pearson’s chi-square: Whether respondent supeises employees

Summary Frequency Table (Sheetl in analysis_data)
Pearson Chi-square: 7.43648, df=9, p=.591775

Supervise | Preferred | Preferred | Preferred Preferred | Row
Power Role Achievement | Support Totals
culture culture culture culture

None 13 9 22 33 77

1-5 7 6 9 13 35

6-10 1 2 4 2 9

10+ 0 2 6 10 18

All Grps 21 19 41 58 139




F.10 Pearson’s chi-square: Town which respondentgeasituated

Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 1.53884, df=3, p=.673337
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Town Preferred Preferred Preferred Preferred Row
Power Role Achievement | Support Totals
culture culture culture culture

Town A 14 12 28 44 98

Town B 7 7 13 14 41

All Grps 21 19 41 58 139
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APPENDIX G — PEARSON'’S CHI-SQUARE TEST: RELATIONSHIP
BETWEEN BIOGRAPHICAL VARIABLES AND ORGANISATIONAL

COMMITMENT

G.1 Pearson’s chi-square: Age of respondents

Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 7.60167, df=6, p=.268773

Age Affective Continuance Normative Row
Commitment Commitment Commitment Totals
21-30 | 4 4 6 14
31-40]| 17 14 28 59
41-50 |7 6 9 22
51+ 12 19 10 41
All 40 43 53 136
Grps
G.2 Pearson’s chi-square: Department respondents woin
Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 13.5104, df=10, p=.196535
Department | Affective Continuance Normative Row
Commitment Commitment Commitment Totals
Financial 2 10 9 21
Corporate | 7 4 5 16
Protection | 2 2 2 6
Community | 14 5 17 36
Economic | 3 3 2 8
Technical 12 19 18 49
All Grps 40 43 53 136

G.3 Pearson’s chi-square: Whether or not the respatent has a disability

Summary Frequency Table (Sheetl in analysis_data)
Pearson Chi-square: 3.58315, df=2, p=.166703

Disability | Affective Continuance Normative Row
Commitment Commitment Commitment Totals
Yes 6 11 6 23
No 34 32 47 113
All Grps 40 43 53 136




G.4 Pearson’s chi-square: Education level of respaolents

Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 18.9351, df=8, p=.015218
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Education Affective Continuance Normative Row
Level Commitment Commitment Commitment Totals
< Grade 11 24 18 14 56
Grade 12 9 13 11 33
Diploma/Cert | 4 11 24 39
B-Degree 2 1 3 6
PostGrad- 1 0 1 2
Degree

All Grps 40 43 53 136

G.5 Pearson’s chi-square: Whether respondent workis the field or in an

office

Summary Frequency Table (Sheetl in analysis_data)
Pearson Chi-square: 10.0118, df=2, p=.006700

Office or Affective Continuance Normative Row

Field Commitment Commitment Commitment Totals

worker

Office 14 24 36 74

Bound

Field 26 19 17 62

Worker

All Grps 40 43 53 136

G.6 Pearson’s chi-square: Gender of respondents

Summary Table: Expected Frequencies (Sheetl in analysis_data)

Pearson Chi-square: 6.57071, df=2, p=.037431

Gender | Affective Continuance Normative Row
Commitment Commitment Commitment Totals

Male 26 27 22 75

Female | 14 16 31 61

All 40 43 53 136

Grps




G.7 Pearson’s chi-square: Post level of respondents

Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 19.3687, df=10, p=.035834
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Post Level| Affective Continuance Normative Row
Commitment Commitment Commitment Totals

Section 57| 1 1 0 2

Levels1- |1 4 3 8

4

Levels5- | 8 16 20 44

-

Levels8- | 4 3 13 20

10

Levels11 | 5 7 6 18

-12

Levels 13 | 21 12 11 44

-15

All Grps 40 43 53 136

G.8 Pearson’s chi-square: Length of service of respdent

Summary Frequency Table (Sheetl in analysis_data)

Pearson Chi-square: 8.90179, df=8, p=.350660

Service | Affective Continuance Normative Row
Commitment Commitment Commitment Totals

0-1 3 1 2 6

1-2 3 3 11 17

3-4 3 3 5 11

5-6 3 1 3 7

6+ 28 35 32 95

All Grps | 40 43 53 136

G.9 Pearson’s chi-square: Whether respondent supeises employees

Summary Frequency Table (Sheetl in analysis_data)

Pearson Chi-square: 5.34850, df=6, p=.499958

Supervise | Affective Continuance Normative Row

Commitment Commitment Commitment Totals

None 26 23 26 75

1-5 8 11 15 34

6-10 0 3 5 8

10+ 6 6 7 19

All Grps 40 43 53 136




G.10 Pearson’s chi-square: Town which respondentseasituated

Summary Table: Expected Frequencies (Sheetl in analysis_data)
Pearson Chi-square: 1.40196, df=2, p=.496102
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Town Affective Continuance Normative Row
Commitment Commitment Commitment Totals

Town 26 33 37 96

A

Town 14 10 16 40

B

All 40 43 53 136

Grps




202

APPENDIX H — WILKS’ LAMBDA TEST: DIFFERENCE BETWEEN
BIOGRAPHICAL VARIABLES AND ORGANISATIONAL CULTURE
GAP

H.1 Wilks’ Lambda test: Age of respondents

Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization

Effective hypothesis decomposition

Test

Value F

Effect

Error

df

df

SCALE

Wilks

0.688475

21.41763

3

142.0000

0.000000

H.2 Wilks’ Lambda test: Departments respondents wok in

Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization

Effective hypothesis decomposition

Test Value F Effect | Error p
df df
SCALE Wilks | 0.716613| 18.45446 3 140.0000 0.000000
H.3 Wilks’ Lambda test: Whether the respondent hasa disability or not
Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization
Effective hypothesis decomposition
Test Value F Effect | Error | p
df df
SCALE Wilks 0.736903 | 17.13746, 3 144 0.000000
H.4 Wilks’ Lambda test: The education level of respndents
Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization
Effective hypothesis decomposition
Test Value F Effect | Error p
df df
SCALE Wilks | 0.759616 | 14.87340 3 141.0000 0.0000D0
H.5 Wilks’ Lambda test: Whether the respondents wok in the field or in an
office
Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization
Effective hypothesis decomposition
Test Value F Effect | Error | p
df df
SCALE Wilks 0.610017 | 30.68627, 3 144 0.000000




H.6 Wilks’ Lambda test: Gender of respondents

Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization
Effective hypothesis decomposition
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Test

Value

F

Effect

Error

p

df

df

SCALE

Wilks

0.613321

30.26241

3

144

0.000000

H.7 Wilks’ Lambda test: Post level of respondents

Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization
Effective hypothesis decomposition

Test Value F Effect | Error p
df df
SCALE Wilks | 0.800467 | 11.63265 3 140.0000 0.000001
H.8 Wilks’ Lambda test: Length of service of respodents
Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization
Effective hypothesis decomposition
Test Value F Effect Error p
df df
SCALE Wilks 0.727663 | 17.59034] 3 141.0000 0.000000

H.9 Wilks’ Lambda test: Whether the respondents suprvise any employees

Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization
Effective hypothesis decomposition

Test Value F Effect | Error p
df df
SCALE Wilks 0.735808 | 16.99507, 3 142.0000 0.000000
H.10 Wilks’ Lambda test: Town in which respondentswork
Multivariate tests for repeated measure: DV_1 Sigma-restricted parameterization
Effective hypothesis decomposition
Test Value F Effect Error p
df df
SCALE Wilks 0.634513 | 27.64861| 3 144 0.000000




