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Abstract 

For a manufacturing organisation to be sustainable and grow, it needs to produce a 

product that is required by the market. The more products it can sell to the market 

the better. Thus, the more productive a manufacturing organisation can be, the 

better its chance to be sustainable. This is however not the full picture, even though 

productivity brings in revenue for the organisation, quality issues on produced 

products may take chunks out of the said revenue (Kafetzopoulos et al., 2015:393-

394; Prístavka et al., 2016; Sreedharan et al., 2017:361-362). Therefore, the more 

quality issues reported, the lower the chances of being sustainable become (Esa & 

Yusof, 2017:400; Sreedharan et al., 2017:361-362). 

The research question was developed from the principles discussed above, stating 

does a work culture, driven by quality, could have a positive outcome within a 

manufacturing organisation? The research utilised a quantitative research 

methodology to provide an answer to the stated research question. The study was 

conducted on a single organisation with two different manufacturing factories. Each 

factory was pinpointed to have its own form of work-culture, which had to be 

identified. It was discovered that the Cape Town factory had developed a quality-

driven culture, compared to the Johannesburg factory’s production-driven culture. 

These claims were tested to determine whether it was true. The results were partially 

confirmed, as both factories had tendencies towards the claimed work cultures, but 

did not fully conform to the literature stated values of the given cultures. 

The study did establish that the factory that had the tendency towards a quality-

driven culture had the best overall quality record of the two factories. It had the 

lowest amount of financial impact on the organisation due to less reported quality 

issues. It was also noted, even though the data only represented a three-year period, 

that the factory with the tendency towards a quality-driven culture had the highest 

levels of productivity, for this study. 

Keywords: Production, product quality, quality culture, production culture, work 

culture, organisational culture, leadership. 
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Chapter 1:  Nature of study 

1.1 Introduction 

In a fast-growing world, the quality of products is becoming more and more critical to 

the end-users, as poor quality has a negative financial impact on everyone (Esa & 

Yusof, 2017:400; Sreedharan et al., 2017:361-362). The essential results from the 

implementation of quality procedures within an organisation is an increase in 

ineffectiveness of the organisation, but also an increase in the effectiveness of the 

overall quality of its products or services (Kafetzopoulos et al., 2015:393-394; 

Prístavka et al., 2016; Sreedharan et al., 2017:361-362). The main purpose of a 

quality procedure is to improve the overall quality, ensure work satisfaction and 

morale, which in turn will reduce the financial impact of returned poor-quality goods, 

as well as the damages that will be connected to the organisation’s name (Delmas & 

Pekovic, 2018:235-239; Farhadi & Hamidikhah, 2016; Marks et al., 1986:66-69; 

Rubio & Corominas, 2008:241; Samson & Terziovski, 1999:404-405; Schmidt et al., 

1979:622-625; Sreedharan et al., 2017:361-362). The other benefit of quality 

procedures is that it can contribute to the creation of an overall culture of quality 

within the organisation (Gambi et al., 2015:1477).  

An environment has multiple definitions. One of these definitions can be seen as the 

area surrounding an organisation or the natural environment surrounding an 

organisation (Delmas & Pekovic, 2018:235-239; Rubio & Corominas, 2008:241). 

Another form of an environment is the space in which people perform their duties or 

work, also referred to as a work or production environment (Delmas & Pekovic, 

2018:235-239; Rubio & Corominas, 2008:241). A production environment consists of 

multiple sections to ensure that an organisation is as productive as possible with the 

least amount of cost incurred to achieve the end product (Delmas & Pekovic, 

2018:235-239; Horbal et al., 2008:266-267). Looking at studies done on quality 

procedures, adequate research has been conducted on how different environments 

impact quality, but limited research could be found, within this specific industry, on 

how a quality-driven culture can influence quality procedures and how it will influence 

the production environment within a manufacturing facility (Aggelogiannopoulos et 

al., 2007:1083-1084; Beaumont, 2005:1296). 
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1.1.1 Problem statement 

In a production factory, the overall well-being of employees is important for any 

organisation, as non-compliance to look after them can have repercussions in the 

form of productivity losses or financial losses for the organisation (Esa & Yusof, 

2017:395-396; Sreedharan et al., 2017:355-361). The other key aspect is to deliver a 

quality product that will be functional and will not require the customer to return the 

product due to bad manufacturing quality (Delmas & Pekovic, 2018:235-239; Rubio 

& Corominas, 2008:241).  

organisations implement quality procedures to ensure that employees work in a safe 

manner and have a guideline to follow during production. The problem, however 

arises when too little procedures are put in place; the quality of the produced 

products can become substantially poorer or employees can start to work in an 

unsafe manner, to meet set targets. On the other hand, if an organisation 

implements a large number of procedures, it could ensure a safe working 

environment, for the employees while delivering good quality products, but there is a 

possibility of not meeting required targets. This can instigate a rebellious attitude of 

disregarding procedure to meet the required targets. All of these affect the culture of 

the organisation, as it could drive employees to act in the ways as mentioned above. 

(Aggelogiannopoulos et al., 2007; Beaumont, 2005:1084-1085; Boyce et al., 

2015:352-356; Gambi et al., 2015:1481-1483) 

Based on these general problems, the following problem statement was formulated, 

namely that a work culture driven by quality could have fewer quality issues with their 

products being produced, compared to a work culture driven by production. It could 

also be that a culture driven by quality is less productive compared to that of a 

culture driven by productivity. Based on the research problem, this research will 

investigate how different work cultures impact an organisation’s productivity and 

overall performance.  

1.1.2 Research question 

Will an organisation that has a higher form of a quality-driven work culture have the 

most effective work culture within a production environment? 
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1.1.3 Expected contribution 

Competition within a sector can put strain and pressure on the best of organisations. 

Thus, each organisation uses its own strategies to reach its goals. The aim of any 

manufacturing organisation is to set and achieve its strategic goals, as it is a 

measurable outcome. However, as mentioned before, different organisations will 

implement different strategies and methods to reach their targeted goals. Note that 

not all are equally effective, as some of these methods may have adverse side 

effects associated to them (Aggelogiannopoulos et al., 2007; Beaumont, 2005:1084-

1085; Boyce et al., 2015:352-356; Gambi et al., 2015:1481-1483). In one example, 

an organisation may use an incentive-driven system, which could lead to poor quality 

results. Another example is when employees are pushed too hard, causing that they 

might suffer from burn-out or partake in unsafe practices (Arnolds & Venter, 2007:21; 

Gupta & Shaw, 2014:3). A method that has been proven to leave little negative side 

effects is to establish quality as an inherent part of the organisation’s culture (Gambi 

et al., 2015). 

The results of this study will be used to suggest ways to cultivate a quality-driven 

culture among the employees of a manufacturing organisation while ensuring 

productivity stays on track. By using this process, quality issues can be identified 

quicker and through the correct leadership it could be resolved with a quicker turn-

around time, ensuring less interruption during manufacturing or processing (da Silva 

et al., 2019). 

1.2 Research objectives 

1.2.1 Main objective 

The objective of this study is to determine if a quality-driven work culture will be more 

financially viable than other selected work cultures within a production environment. 

1.2.2 Secondary objective 

The specific objectives for this study include: 

 Conduct a literature study to identify elements of different organisational 

cultures that should be part of a quality-driven culture. 

 Investigate how the effects of a quality-driven culture can be determined. 

 Investigate to what extent the culture of the organisation is quality-driven. 
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1.3 Research methodology 

1.3.1 Research approach and design 

1.3.1.1 Research philosophy 

Quantitative research uses measured numerical data to compare the relationship 

between the literature and the theory followed, ensuring that the concept is viable 

(Bryman & Bell, 2014:31-41; Creswell & Creswell, 2017:203-208). Therefore a 

positivist approach is followed, as it is a popular research philosophy, used in 

quantitative research methods (Bryman & Bell, 2014:12-13; Nietzsche & Vico, 2017). 

The reason why positivism works is the common elements it shares with quantitative 

research. Both try to explain certain phenomena; they mostly require large sample 

ranges; they are only used with numerical data and deal predominantly with 

empirical statements (Bryman & Bell, 2014:12-13).  

This study used a quantitative approach was used for the gathering of production 

totals, which can be measured and tabulated. It looked at the number of procedures 

used and applied by the organisation and also investigated the number of products 

returned due to poor quality, as a result of poor-quality procedures. Employees also 

had to be evaluated, using a data collection tool, to determine if they had more of a 

quality-driven culture or a production-driven culture. Also, it also determined their 

emotional connection to the organisation as a result of the implemented procedures 

and their own quality standards. 

1.3.1.2 Research method 

A quantitative method was used. This method was proposed, because a quantitative 

method yields the best results, as it is more aligned with a positivist approach, and it 

has an objectivist conception of the roles of social reality. Data was either collected 

as numerical data or coded into a numerical form, placing it firmly in the quantitative 

domain. (Bryman & Bell, 2014:30-41). 

The sample for this study was a sample of the population of both organisations, 

meaning that these two organisations served as a sample for all the refrigeration 

equipment manufacturing organisations within South Africa. It should also be noted 

that the selected sample could not be accepted as the norm for all of the refrigeration 

equipment manufacturing organisations or manufacturing in general, as different 
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manufacturers follow different procedures and styles and, especially, because all 

organisations have different cultures. 

The quantitative data was obtained through historical data from both manufacturing 

factories, whereas the organisational work culture data was obtained through 

questionnaires. This data was finally correlated with one another to determine if 

there was any relationship between the amount of reported quality issues and the 

given factory’s work culture. 

1.3.2 Research design 

The study was conducted with a comparative design method, taking data from both 

organisations and mutually comparing the data between the different organisations 

for similarities or differences. 

The quantitative structured observations and historical production data was obtained 

at a single point in time in both cases, ensuring that the same data was collected for 

comparison purposes (Bryman & Bell, 2014:117). The study gathered historical 

production data from both organisations through their data bases, to ensure the 

validity of the information due to no external influences (Hancock, 2006:51-53; 

Simmons, 2017). 

The questionnaire took into account the differences between the two factories 

through cross-cultural research analysis, from where the comparison was 

determined between the two factories using a quantitative approach (Bryman & Bell, 

2014:117). The questionnaire data was obtained from both factories to determine the 

differences in perceptions and opinions. 

1.3.3 Literature study 

The literature review is based on theoretical research, theses on the given subjects 

discussed and case studies on certain organisations, matching the research 

objectives stated earlier in the document. These elements supply the reader with 

some theoretical background, as to the relationship the elements have with one 

another. These elements are based on organisational cultures within different 

organisations, the impact culture has on an organisation and the effect it has on its 

employees. The other elements that need to be addressed, are how a quality culture 

could influence the performance of an organisation, the correlation between quality 
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performance and the organisation's culture, as well as the impact leadership has on 

the employees’ culture and behaviour, within an organisation. 

1.3.3.1 Leadership 

An individual that motivates and influences other individuals to strive towards the 

achievement of common goals can be seen as a leader (Kolisang, 2011; Manda, 

2014). There are multiple types of leaders, some are more effective than others, 

depending on the circumstances, but a successful leader should be able to establish 

trust between them and their subordinates, they must also clarify the direction they 

have to pursue their work-based goals in, through communication and 

encouragement, ensuring that the team is motivated and confident to take calculated 

risks to obtain the work-based goals (Kolisang, 2011; Manda, 2014). Although 

people perceive leaders and managers as the same thing, they have different 

descriptions. A leader is a person who challenges the status quo, creates obtainable 

goals and inspires their team to chase those goals together (Kolisang, 2011; Manda, 

2014). A manager is more concerned with coordination, implementation and staffing 

the organisation, while trying to solve current issues (Kolisang, 2011; Manda, 2014). 

Thus, in today’s market, leaders are more important than managers, as things tend 

to change much quicker in the global era we are currently in. Therefore, future-driven 

goals are important for an organisation to keep growing (Kolisang, 2011). 

1.3.3.2 Leadership styles 

Transactional leadership is when the leader exchanges promises of incentives or 

benefits, in agreement that the subordinates achieve the goal set by the leader 

(Kolisang, 2011; Manda, 2014). This leadership style does not look into each 

employee’s needs or development, as the leader focuses only on rewarding 

employees with incentives if they meet the based performance (Kolisang, 2011; 

Manda, 2014). This style of leadership is in constant negotiation with employees, on 

the strategical supply of rewards in exchange for achieved goals (Kolisang, 2011; 

Manda, 2014). This makes it a leadership based on a rational exchange between the 

leader and his/her team, which could either promote quality or productivity, thus 

developing a work culture through this leadership style (Kolisang, 2011; Manda, 

2014). 
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Transformational leadership is used to broaden or elevate the employees' interests, 

through the acceptance and awareness of a group’s purpose and mission goals 

(Kolisang, 2011; Manda, 2014). This also pushes the employees to look further than 

their own self-interest, and rather focus on the interest of the group as a whole 

(Kolisang, 2011; Manda, 2014). It is also used to build employee commitment 

towards the organisational objectives, be it through intellectual stimulation, idealised 

influencing, individualised consideration or inspirational motivation, driving 

employees to strive towards a certain work culture that would benefit them the most 

(Kolisang, 2011; Manda, 2014). 

1.3.3.3 Organisational culture 

There are many different versions of what is seen as an organisational culture. 

However they all follow the same concept, stated as follows by E.H Schein (1984): “a 

pattern of basic assumptions that the group learned as it solved its problems of 

external adaptation and internal integration, that has worked well enough to be 

considered valid and, therefore, to be taught to new members as the correct way to 

perceive, think, and feel in relation to those problems” (Naqshbandi et al., 2015; 

Schein, 1984). This definition states that a shared perspective is the basis of a 

culture within an organisation (Huhtala et al., 2015), it gives employees a common 

mission to strive towards (Boyce et al., 2015; Körner et al., 2015), high levels of 

involvement within the organisation, reliability amongst each other and also the 

adaptability of the employees (Boyce et al., 2015). However, the culture is not 

determined by the employees, but as stated by Schein (1984), it is passed on to the 

employees from the leaders within the organisation, be it through their leadership 

style, their behaviour or through policies and procedures (Belias et al., 2015; Farmer, 

2010; Roberts, 2016). 

1.3.3.4 Quality-driven culture 

This culture was proposed, as it does not conform to one or two work-cultures, but 

rather to the group-, development-, rational- and hierarchical culture groups. As 

quality is a measurable aspect of any product, it has to be considered that there are 

multiple factors that can influence the quality of any given product. To ensure that 

every aspect is covered, all four work-culture groups will be discussed, as to their 

significance towards a quality-driven culture (Gambi et al., 2015). 
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The development culture has a strong tendency towards the performance indicators 

associated with product innovation, process innovation and product quality (Gambi et 

al., 2015). The group culture is seen to be able to predict the process quality and 

process innovation, compared to the hierarchical culture, that can only predict 

process quality (Gambi et al., 2015). Lastly, rational culture is mostly associated with 

the quality of the process and the products (Gambi et al., 2015). Quality 

management practices rely heavily on teamwork, respect for one another, a drive 

towards innovative ways of thinking and the overall outcome orientation. If compared 

to the descriptions of the four quadrants, it is clear to see that characteristics tie-up 

with the group, development and rational cultures (Gambi et al., 2015). If we look at 

the management methods, group cultures do not have a significant effect on the 

management practices, whereas the rational and hierarchical cultures tend to have a 

negative effect on the management practices (Gambi et al., 2015).  

1.3.3.5 Productivity 

To determine the productivity of an employee, a machine, a business or even a 

system, it will have to be measured how efficiently they can convert inputs into the 

required outputs, within a given space of time (Bänziger et al., 2016; Business 

Dictionary, 2018e; Grifell-Tatjé et al., 2018:16-18; Quinn, 2018; Uysal et al., 2016). 

Productivity is also used to determine the effectiveness of an organisation's 

operations through efficiency and effectiveness in their operation, how well they 

manage shrinkages, disruptions or any other form of disorder within the organisation 

(Bänziger et al., 2016; Quinn, 2018). 

1.3.3.6 Measuring productivity 

To ensure that a person, machine, section or even an organisation is productive, it 

has to be measured. To measure productivity is to evaluate the implication of 

productivity growth through the definition of productivity and then to quantify the 

measured results (Grifell-Tatjé et al., 2018:16-18). The quantification process in 

measuring productivity can be accomplished with two different methods, one being 

through calculations and the other being through estimations (Grifell-Tatjé et al., 

2018:16-18). 
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The connection between quality-driven culture and productivity 

From research it can be seen that an organisational culture determines how well 

certain procedures will function within the given organisation (Belias et al., 2015; 

Farmer, 2010; Roberts, 2016). From this, a quality-driven culture will mostly benefit 

production processes, like total quality management and the lean six sigma 

processes, as it focuses on the quality within the production process (Deithorn & 

Kovach, 2018:372-373). However, these management styles are used to monitor the 

productivity of the organisation, while improving efficiency, customer satisfaction and 

the overall quality of the product being produced (Deithorn & Kovach, 2018:372-

373), indicate a correlation between a quality-driven culture and the productivity of 

an organisation through a production process. 

1.3.3.7 Key terms 

The following key terms are used within this study, and are explained in the order in 

which they are introduced in the study: 

Leadership – “The act of inspiring subordinates to perform and engage in achieving 

a goal” (Business Dictionary, 2018a). 

Organisational culture – “The values and behaviours that contribute to the unique 

social and psychological environment of an organization” (Business Dictionary, 

2018b).  

Quality - "The totality of features and characteristics of a product or service that 

bears its ability to satisfy stated or implied needs" (Business Dictionary, 2018f).  

Quality-driven culture – “It is the required condition to implement any quality 

philosophy, methodology or approach towards a quality system, as success is wholly 

dependable on the integration levels of employees towards this aspect within an 

organization. It also requires the organization to change its culture to emphasize 

continuous improvement towards customer satisfaction, driving innovation and 

supporting an organization to overcome challenges and hurdles within their path 

during implementation and deployment phases” (Psychogios & Tsironis, 2012:406). 

Performance – “The accomplishment of a given task measured against pre-set 

known standards of accuracy, completeness, cost, and speed” (Business Dictionary, 

2018c).  
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Production – “The processes and methods used to transform tangible inputs and 

intangible inputs into goods or services” (Business Dictionary, 2018d).  

Productivity – “A measure of the efficiency of a person, machine, factory, system, 

etc., in converting inputs into useful outputs” (Business Dictionary, 2018e). 

1.3.4 Empirical study 

1.3.4.1 Research instrument 

Questionnaire 

The questionnaire was based on existing instruments and adapted to fit the 

environment where the study was conducted. The reason for selecting this method 

was to reduce time spent gathering information, limiting the employees’ time needed 

to complete the questionnaire (Brace, 2018:30-32; Bryman & Bell, 2014:192), thus 

not wasting their or the organisation’s time during the process. As it was a self-

completion questionnaire, there was no need for an interviewer to monitor the 

process (Brace, 2018:30-32; Bryman & Bell, 2014:191). The disadvantage of this 

method is that one is limited to certain questions, questions that can be perceived as 

important to the respondents (Brace, 2018:30-32; Bryman & Bell, 2014:192). 

Questions may be stated to the respondents in an open-ended or a complex 

manner, which may influence the validity of their answers (Brace, 2018:30-32; 

Bryman & Bell, 2014:192). To ensure that the respondent answering the 

questionnaire is the right person, the researcher and supervisor monitor the process 

(Brace, 2018:30-32; Bryman & Bell, 2014:192). The respondent's literacy level were 

also taken into consideration, as some employees may lack a full education, due to 

circumstances (Brace, 2018:30-32; Bryman & Bell, 2014:192). The most significant 

risk is that of a non-representative study, due to a low response rate, data missing, 

or fatigue due to lengthy questionnaires (Brace, 2018:30-32; Bryman & Bell, 

2014:192).  

The questionnaire was a self-developed questionnaire based on a previous 

questionnaire. It aimed to measure cultures, adapted to meet the requirements of the 

organisation, designed specifically for the organisation from which the data was 

required. The questionnaire had to gather the key information required for the 

research. A Likert scale was used to indicate if the respondents agreed or disagreed 

with the statements listed in the questionnaire (Brace, 2018:30-32; Bryman & Bell, 
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2014:195-199). Close-ended questions were used to ensure that the questionnaire 

was completed quickly and with ease, it made the data easy to process and to 

compare (Brace, 2018:30-32; Bryman & Bell, 2014:200-201). However, this can limit 

the information gathered due to the respondents’ miss-interpreting the questions, 

which may make it difficult for the individual to choose an answer that suites him/her, 

or it could be that the questions have no relevance to the respondents (Brace, 

2018:30-32; Bryman & Bell, 2014:200-201). 

The first section of the questionnaire covered the general demographic information 

of the respondents, requesting the location of the factory they are employed at, level 

of employment, their level of education and their age group. Section A determined 

the characteristics found within the workplace, Section B was on leadership, Section 

C looked at employee management within the organisation, Section D determined 

what keeps the organisation together (organisational glue), while Section E focused 

on the strategic emphasis within the organisation, related to work-culture. Section F 

focused on how the organisation defines a successful strategy implementation and 

Section G determined whether the current work-culture influences productivity within 

the organisation. 

Historical data 

The historical data was gathered from both organisations on their production output 

values. The data was obtained once from the managing directors of both 

organisations. The data consist of the production quantities and values, it also 

includes the number of quality issues and the value thereof for both organisations. 

The value and quantity of faulty equipment are listed per year. The data is grouped 

per year, for a total of three years.  

1.3.4.2 Population of study 

The study was based on two organisations within the same organisation. The 

organisations are located in different geographical areas; namely Cape Town and 

Johannesburg, thus different ethnic groups are employed in these two organisations 

(Bryman & Bell, 2014:116). Table 1 indicates the representation of the population 

from both organisations, within their different designations. It is important to note that 

the education level differs between the production employees, who have a minimum 

requirement of a high school diploma, and the engineers, who have a minimum 
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requirement of a degree in engineering. The sample population also only consists of 

male participants, thus there are no references made to gender-based production 

performance. An age group distribution was added to the questionnaires, as this 

information was not readily available at the given time. 

Table 1: Population of both organisations 

 
Org 1 Org 2 

Production employees 21 50 

Production managers 4 11 

Engineering 3 2 

Top management 1 1 

Total 29 64 

Within the organisations, the focus was on the production teams, as they produce 

the product however other departments with influence on the production process 

were also included in the unit of analysis. To determine their impact on the quality of 

the production line the study included employees from production, individuals 

managing the production process, employees in engineering driving the production 

process as well as top management. This is considered the first quantitative data 

section of the study (Bryman & Bell, 2014:117). 

The historical data was gathered on the total production of both organisations, 

compared to the targeted output for the given period, as product production may 

differ. The outcome of quality is, however, the main form of measurement, thus 

determining the amount of faulty equipment, as a percentage, will be the measuring 

point from where the comparison was done. The mentioned data was collected from 

both organisations’ historical data capturing systems for a sample period of 3 years. 

The data gathered was also homogeneous, as it was from two different 

organisations, even though they are part of the same organisation (Bryman & Bell, 

2014:177). 

1.3.4.3 Sample size 

In terms of the historical data, all the required data was used, thus the full data 

population was the sample. For the questionnaires, the general manager supplied 

the total active employees for both factories, from where the sample size was based 

on 90% of the population to ensure the sampling error is minimal. This was possible 
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due to the population size of both organisations being small enough to reach a large 

percentage of the employees as possible (Bryman & Bell, 2014:176; Maree, 

2007:178). The sample used in this study was a sampled representation of South 

African refrigeration equipment manufacturing organisations, however, the sample 

may not necessarily represent all these manufacturing organisations, due to certain 

limitations and different procedures used. 

A probability study was conducted with stratified random sampling. This method was 

selected to ensure that the different stratum was represented evenly during the 

collection of data. From here the sampling was done randomly to reduce the 

sampling error and thus permit inferential statistics (Bryman & Bell, 2014:171). If a 

sample average can be established from the data, it can be considered as 

representing the average of the population, within the organisation (Bryman & Bell, 

2014:175). Due to the fact that the population is fairly homogenous and the small, 

the sample size does not have to be significant. The decided upon sample size was 

still chosen as 80% of the population, due to the possibility of getting more accurate 

results (Bickman, 2008:235; Bryman & Bell, 2014:177). 

1.3.4.4 Data collection 

The questionnaires were delivered by hand to everyone at both organisations. The 

questionnaire collection process was monitored by the researcher, placing all the 

completed questionnaires in a sealed box to ensure the anonymity of the 

respondents.  

The historical data was obtained with the assistance of the organisation’s managing 

director. The data was obtained from their digital archives, from where it was placed 

into spreadsheets for quicker data manipulation. It was done in this manner to 

ensure that the data is authentic, thus no or limited manipulation could have been 

done (Günzel-Jensen & Holm, 2015; Hancock, 2006:51-53; Simmons, 2017). 

1.3.4.5 Statistical analysis 

Through the utilisation of the North-West University’s Statistical Department’s 

resources, reliability-, correlation-, frequency-, descriptive-, t-tests- and Spearman 

Rho’s correlation analyses were performed, based on the data obtained from the 

questionnaire. 
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1.4 Expected limitations and assumptions of the study 

During the design phase of the study, the following limitations were expected. The 

study was done in two different manufacturing factories. The factories are based in 

two cities, in different provinces within the South African border. The factories are 

associated with the same organisation. One factory focuses on a small range of 

high-value products, whereas the other factory focuses on a wider range of different 

products ranging in value, but it can also manufacture some of the units 

manufactured by the first factory.  

As the information is based on one organisation’s manufacturing factories, the odds 

that the research can be useful to different types of organisations may be limited. 

Different cultures would influence the study drastically, thus the results could be 

biased, as a result of the data was received from one organisation’s manufacturing 

factories. 

The study population also consisted of a higher volume of male participants, which 

could influence gender-based studies. The majority of the workers who partook in 

the study are not highly educated, having matric as a minimum requirement for their 

positions within the organisation. The study was quantitative, meaning that some 

information may not be relevant to other studies in the given field, as it was solely 

based on this specific organisation’s manufacturing factories. 

The main limitations were defiance towards the completion of the questionnaire, not 

getting sufficient responses to the questionnaire to estimate a general trend, and 

access to the participants, as it is a manufacturing environment that needs to keep 

producing. 

1.5 Ethical consideration 

The topic is technically of a non-sensitive nature. The questionnaires were handed 

out personally by the researcher and returned in a sealed box, ensuring that all the 

participants stay anonymous, also ensuring that no employee’s information was 

compromised. A consent form was supplied to the respondents to ensure that they 

understood that the process would be confidential. 
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1.6 The layout of the study 

The layout of the study is as follows: 

Chapter 1 – Introduction 

This section introduces the study to the reader, followed by the background of the 

study, the problem statement from the background, the objectives that need to be 

addressed within the study, the limitations affecting the study, as well as a summary. 

Chapter 2 – Literature study 

This section is a literature study based on the issues discussed in the first chapter. 

The issues are discussed through literature, to determine how they influence one 

another or build on one another. The chapter is concluded with a summary section. 

Chapter 3 – Analysis and results 

This section is dedicated to the analysis of the data received, both historical and 

questionnaire data, analysis of the data, the correlation between the variables and 

the overall results. The chapter is summarized with a summary section discussing 

the process. 

Chapter 4 – Discussion 

This section discusses the results obtained from the previous chapters, correlating 

the data with the literature study, determining if the results match the objectives 

stated and if the study can be confirmed or not. The chapter is concluded with a 

summary section, discussing the findings. 

Chapter 5 – Conclusion and recommendation 

This section concludes the study, discussing all the conclusions reached within the 

study, discussing any recommendations that may arise from the study and also 

deliver a verdict on the findings in the previous chapter. The chapter is summarized 

with a summary section of the study. 

1.7 Chapter summary 

As manufacturing is based on the productivity of its factory and the quality of the 

products delivered, it is important for the manufacturer to know what the best culture 
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is to promote its ideology within their processes. This chapter states the problem at 

hand, namely how the problem was addressed and what research methodology was 

used to obtain the required results, in order to determine what the best culture would 

be for a manufacturing environment focusing on refrigeration equipment. 
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Chapter 2:  Literature review 

This section is dedicated to the research done on similar issues, derived from the 

problem statement, as to determine if there are any correlations within the literature 

on the given issues discussed within this section. 

2.1 Introduction 

The literature review is based on theoretical research, theses on the given subjects 

discussed and case studies on certain organisations that match the research 

objectives stated earlier in the document. These elements supply the reader with 

some theoretical background, as to the relationship the elements have with one 

another. The elements would be based on organisational cultures within different 

organisations, the impact culture has on an organisation and the effect it has on its 

employees. The other elements that need to be addressed are how a quality culture 

could influence the performance of an organisation and the correlation between 

quality performance and the organisation's culture, as well as the impact leadership 

has on the employees’ culture and behaviour within an organisation. The literature 

study will start with how leadership impacts an organisation, how the culture is 

developed from leadership, how job satisfaction promotes productivity and how the 

work culture impacts quality and productivity within an organisation. 

2.2 The leadership of an organisation 

Within an organisation, individuals are needed that motivates and influences other 

individuals to strive towards the achievement of common goals. These individuals 

can be seen as a leader (Kolisang, 2011; Manda, 2014). There are multiple types of 

leaders. Some leaders are more effective than others, depending on the 

circumstances, but a successful leader should be able to establish trust between 

him/her and their subordinates, they must also clarify the direction they have to 

pursue their work-based goals in through communication and encouragement, 

ensuring that the team is motivated and confident to take calculated risks to obtain 

the work-based goals (Kolisang, 2011; Manda, 2014). Although people perceive 

leaders and managers as the same, they have different descriptions. A leader is a 

person who challenges the status quo, creates obtainable goals and inspires their 

team to chase those goals together (Kolisang, 2011; Manda, 2014). A manager is 

more concerned with coordination, implementation and staffing the organisation, 
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while trying to solve current issues (Kolisang, 2011; Manda, 2014). In today’s 

market, leaders are more important than managers, as things tend to change much 

quicker in the global era, we are currently in. Future driven goals are therefore 

important for an organisation to keep growing (Kolisang, 2011). 

It is also important to note that leadership has an effect on the performance of an 

organisation, which in return has an effect on the culture of the organisation 

(Kolisang, 2011). It is, therefore, safe to say that the leadership role has an effect on 

the job satisfaction of employees. It is therefore important to note that a leader can 

cause poor or excellent job satisfaction and influence overall organisational 

performance (Belias et al., 2015; Huhtala et al., 2015; Kolisang, 2011). 

2.2.1 Leadership styles 

As mentioned earlier, there are multiple leadership styles. These styles are 

discussed below, to indicate what they can be used for and what their positive and 

their negative attributes are. Three types of leadership styles will be investigated in 

this section. These styles being transactional leaderships, transformational 

leadership and empowering leadership. 

2.2.1.1 Transactional leadership 

Transactional, as the word implies, is the exchange of some form of incentive in 

exchange for services. Thus, transactional leadership is when the leader exchanges 

promises of incentives or benefits, in agreement that the subordinates achieve the 

goal set by the leader (Kolisang, 2011; Manda, 2014). This leadership style does not 

look into each employee’s needs or development, as it only focuses on rewarding 

them with incentives if they meet the based performance (Kolisang, 2011; Manda, 

2014). This style of leadership is in constant negotiation with employees, on the 

strategical supply of rewards in exchange for achieved goals (Kolisang, 2011; 

Manda, 2014). This makes it a leadership based on a rational exchange between the 

leader and their team (Kolisang, 2011; Manda, 2014). 

A transactional leader conveys the work that is required to be done, with the manner 

in which it should be done (Kolisang, 2011; Manda, 2014). This is then followed by 

the reward system, if the team is to complete everything to the specification supplied 

by the leader (Kolisang, 2011; Manda, 2014). The process starts with the leader 

recognising the reward required by the team in exchange for their services, followed 
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by an effective transaction of incentives for the efforts of the team, having met the 

target given, from where the leader responds to the team’s interests after everything 

is completed (Kolisang, 2011; Manda, 2014). This style of leadership is most 

commonly seen in political parties (Manda, 2014). 

This leadership style is better suited for businesses with little competition and in 

stable environments. This leadership style is also only feasible when the 

organisation's employees are driven by rewards and incentives. If not, the job 

satisfaction for the employees will be poor. This style also requires a strong-willed 

leader, as important decisions will have to be made with regard to the employees, as 

they only serve to meet the requirements given to them. The negative effect this has 

on employees is that it dampens their thought processes. They stop thinking outside 

the box, as they are told what to do and how to do it. It is also a stressful 

environment, as everything has a deadline or a set target to meet (Manda, 2014). 

2.2.1.2 Transformational leadership 

To transform is to change, to change is to adopt new ways and methods to complete 

certain tasks; this is the basis of transformational leadership (Kolisang, 2011; Manda, 

2014). Transformational leadership is used to broaden or elevate the employees' 

interests, through the acceptance and awareness of a group’s purpose and mission 

goals (Kolisang, 2011; Manda, 2014). This also pushes the employee to look further 

than their own self-interest, but rather to focus on the interest of the group as a 

whole (Kolisang, 2011; Manda, 2014). It is used to build employee commitment 

towards the organisational objectives, be it through intellectual stimulation, idealised 

influencing, individualised consideration or inspirational motivation (Kolisang, 2011; 

Manda, 2014). 

Transformational leaders lead their teams by inspiring and stimulating through 

motivation and highly captivating visions (Kolisang, 2011; Manda, 2014). These 

leaders rely heavily on their charisma and stimulating intellectual capabilities to 

promote performance beyond expectation from their teams (Kolisang, 2011; Manda, 

2014). They supply their team members with a sense of purpose, which goes further 

than any reward (Manda, 2014).  

Transformational leaders strive towards an optimised and sustainable organisation, 

through developing their subordinates to improve the overall operational 
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performance. This leadership style also strives to uplift their subordinates, by 

pushing them to aim towards a higher level of achievement, striving towards a higher 

level of moral as well as ethical standards. They also realise that goals are not 

always achievable, but that does not deter them from taking on the next challenge 

that comes their way. This style of leadership improves employees’ creative thinking, 

innovation towards simpler solutions for problems and better adaption capabilities to 

changing external environments (Manda, 2014). 

2.2.1.3 Empowering leadership 

Empowering leadership can be seen as the reverse version of the transformational 

leadership, as it highlights self-influence above the top-down leadership structures 

used regularly. The method behind this leadership style is that leaders believe that 

their subordinates are vast and influential sources of creativity, direction and wisdom. 

Empowering leaders state that their subordinates are all capable of self-

management, self-control or even self-leadership. The purpose of empowering 

leadership is to create effective self-leaders, who in turn will develop themselves, 

through patterns which will influence their own behaviour (Kim & Beehr, 2016; 

Kolisang, 2011). 

2.3 Organisational culture 

There are many different versions of what is seen as an organisational culture, 

however, they all hold the same concept, stated as follows by E.H Schein (1984): “a 

pattern of basic assumptions that the group learned as it solved its problems of 

external adaptation and internal integration, that has worked well enough to be 

considered valid and, therefore, to be taught to new members as the correct way to 

perceive, think, and feel in relation to those problems” (Naqshbandi et al., 2015; 

Schein, 1984). This definition states that a shared perspective is the basis of a 

culture within an organisation (Huhtala et al., 2015), a common mission to strive 

towards (Boyce et al., 2015; Körner et al., 2015), high levels of involvement within 

the organisation, reliability amongst each other and also the adaptability of the 

employees (Boyce et al., 2015). However, the culture is not determined by the 

employees, but as stated by Schein (1984), it is passed on to the employees from 

the leaders within the organisation, be it through their leadership style, their 
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behaviour or through policies and procedures (Belias et al., 2015; Farmer, 2010; 

Roberts, 2016). 

Another opinion of organisational culture can be seen as the view of a given 

organisation, the values that they have, and rituals and symbols associated with the 

organisation; all of which is shared by the employees and management alike, thus 

ensuring that things are done in a specific manner within the organisation (Belias et 

al., 2015; Bortolotti et al., 2015; Körner et al., 2015). This incorporates a concept of 

sharing one's views with others in the same group, making it a social construct 

through organisational and individual believes, location, the history connecting them, 

the direct environment of the organisation (whether it is work-related or nature-

related), and also events linked to the given organisation (Belias et al., 2015; 

Bortolotti et al., 2015; Körner et al., 2015; Naqshbandi et al., 2015). This states that 

an organisation needs to have a distinct understanding of its own culture, as it can 

have a direct impact on the organisation’s performance and its effectiveness 

(Farmer, 2010; Kolisang, 2011; Roberts, 2016). 

The final view depicts that organisational cultures exist on multiple levels. The levels 

are formed through common experience, similar items or even similar believes 

(Farmer, 2010; Kolisang, 2011; Roberts, 2016). The first level of identifying the 

organisational culture is through its objects. This level is the simplest method to 

determine the culture, as one only needs to determine how people within the 

organisation interact with one another (Farmer, 2010; Kolisang, 2011; Roberts, 

2016). The second level is through the organisation’s supported values. This level is 

usually based on the policies and procedures of the organisation, driven by personal 

descriptions of what is perceived as the values and principles, philosophies, goals or 

the strategies driving the organisation (Farmer, 2010; Kolisang, 2011; Roberts, 

2016). The final level is the shared anecdotal assumptions of an organisation. This 

level is driven by the history of the organisation, the culture that started the 

organisation and made it a success. This culture will be the driving force behind the 

current culture, as it is taken for granted to be the superior culture (Farmer, 2010; 

Kolisang, 2011; Roberts, 2016). If inconsistencies are observed between these 3 

levels, it is almost certain that the organisational behaviour is driven by an alternative 

culture (Farmer, 2010; Kolisang, 2011; Roberts, 2016). 
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2.3.1 Influence of culture in an organisation 

As stated in the section above, the culture of an organisation can influence its 

performance and effectiveness (Farmer, 2010; Kolisang, 2011; Roberts, 2016), but it 

can also influence the overall job satisfaction of the employees working for the 

organisation (Körner et al., 2015). 

2.3.1.1 Organisational performance and organisational culture models 

As stated above, organisational cultures have a powerful effect on the overall 

organisational performance, as well as the continued effectiveness of the given 

organisation (Valmohammadi & Roshanzamir, 2015). This is a popular point of 

discussion, as a measurement tool has been developed to measure the relationship 

between the organisation's culture, its competitiveness and effectiveness (Belias et 

al., 2015). The model used is called the Organisational Culture Assessment 

Instrument (OCAI), which is based on the four culture types found in different 

organisations. It has six dimensions which describe assumptions and cultural 

standards, based on the possible ways a given organisation will function (Belias et 

al., 2015; Roberts, 2016). The four cultures are illustrated in Figure 1 (Roberts, 

2016). Table 2 illustrates how the Organisational Culture Assessment Instrument is 

implemented in the four cultural groups (Roberts, 2016). 

 

Source: (Roberts, 2016) 
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Figure 1: Competing Values Framework of Organisational Cultures 

It has been stated that organisational culture plays a more significant role in the 

performance of an organisation than the national culture of the workforce. It also 

indicates that certain organisational culture types are more favourable to 

organisational performance. This means that organisational performance is a 

multidimensional factor, indicating that the performance of an organisation can be 

linked to the culture of the given organisation (Bortolotti et al., 2015; Gambi et al., 

2015; Roberts, 2016; Valmohammadi & Roshanzamir, 2015). 

Table 2: Organisational Culture Assessment Instrument based on the four culture groups 

 

Source: (Roberts, 2016) 

As depicted in the image above, it is clear that there are four quadrants, divided by 

the two-dimensional axis; being the flexibility–control vertical axis, and the internal-

external horizontal axis. The axes divide the cultural groups into four quadrant 

groups, namely the group culture, development culture, rational culture and the 
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hierarchical culture. This is also known as the Competing Values Framework (CVF) 

(De Kock, 2010; Roberts, 2016; Valmohammadi & Roshanzamir, 2015). The 

flexibility–control axis represents the contrasts between the flexibility and spontaneity 

of an organisation, as opposed to stability and control (De Kock, 2010; Roberts, 

2016; Valmohammadi & Roshanzamir, 2015). The internal-external axis represents 

the contrast between being focused internally, towards maintenance and 

enhancement of the organisation, or focused externally, towards revising the 

organisation or interacting with external environments (Roberts, 2016; 

Valmohammadi & Roshanzamir, 2015). 

The four cultural groups all fall in a relevant quadrant, where it has both a tendency 

towards the horizontal axis as well as the vertical axis. The relevance of this 

statement is discussed below. 

2.3.1.2 Group culture  

Group culture, also known as a clan culture, has a strong drive towards being flexible 

but still focuses on being an internal organisation (Belias et al., 2015; De Kock, 2010; 

Roberts, 2016). This type of cultural drive encourages the development of human 

resources, promotes openness and cohesiveness, encourages employees and 

strives towards a commitment to membership; be it towards the organisation or the 

customers (Belias et al., 2015; De Kock, 2010; Roberts, 2016). The group culture 

places a high level of importance on group dynamics, as being part of a group is of 

great value to them (Belias et al., 2015; Roberts, 2016). What separates this culture 

is its cohesiveness, support amongst each other and their participatory decision-

making tactics (Belias et al., 2015; Roberts, 2016). This type of manager supports 

the stated values but also leverage these values through mentoring, empowerment 

and a supporting teamwork structure (Belias et al., 2015; Roberts, 2016). 

2.3.1.3 Development culture 

Development or adhocracy culture has a strong focus on being flexible, but also 

focuses on external environments for inspiration (Belias et al., 2015; De Kock, 2010; 

Roberts, 2016). This culture strives towards growth, innovation, continuous 

adjustment to external environments, resource procurements and creative stimuli 

(Belias et al., 2015; Roberts, 2016). The organisation's leaders invest into their 

employees to support entrepreneurial ventures, as it might just inspire them to be 
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creative, which could lead to the organisation acquiring new resources (Belias et al., 

2015; Roberts, 2016). 

2.3.1.4 Rational culture 

Rational culture, also known as a market culture, has a strong focus on externally-

focused control (Belias et al., 2015; De Kock, 2010; Roberts, 2016). This culture is 

goal-driven, as goals can be seen as a form of control over the employees’ deeds, 

while guiding their behaviour towards the external environment (Belias et al., 2015; 

De Kock, 2010; Roberts, 2016). This culture values competition towards fixed 

criteria, goal achievement within the organisation and productivity (Belias et al., 

2015; Roberts, 2016).  

2.3.1.5 Hierarchical culture 

Hierarchical culture has a strong drive towards having internally-focused control 

(Belias et al., 2015; De Kock, 2010; Roberts, 2016). As stated by the name, this 

culture is based on uniformity and synchronisation and is driven by internal efficiency 

(Belias et al., 2015; Roberts, 2016). Employee behaviour is regulated through strict 

rules and guidelines (Belias et al., 2015; Roberts, 2016). Employees have a form of 

job security within this culture due to the rigid environment they work in (Belias et al., 

2015; Roberts, 2016). Control and stability are created through the use of 

standardisation, rules and regulations (Belias et al., 2015; Roberts, 2016). 

Other cultures of relevance to organisational performance are discussed below. 

These cultures are a combination of two or more of the cultures described above. 

However, only cultures relevant to this study will be discussed, as there are multiple 

examples in the literature, depicting certain traits related to the namesake of the 

culture. Thus, the balanced and quality cultures will be discussed here, as it holds 

the most relevance to the study. 

2.3.1.6 Balanced culture 

As the name states, a balanced culture does not embody the values of just one 

quadrant, but rather all four quadrant values, placing it firmly in the middle of the 

Competing Values Framework. The main advantage of having a balanced culture 

within the organisation is the fact that environmental shifts can easily be managed. It 

exercises these values to ensure that the environment will not dictate how to 

respond, while it shifts between the quadrants to meet the demands of the ever-
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changing environment, with little disruption to the organisation (De Kock, 2010; 

Roberts, 2016). 

2.3.1.7 Quality culture 

This culture was proposed, as it does not conform to one or two quadrants, but 

rather to all four quadrants. As quality is a measurable aspect of any product, it has 

to be considered that there are multiple factors that can influence the quality of any 

given product. To ensure that every aspect is covered, all four quadrants are 

discussed, as to understand their significance towards this given culture (Gambi et 

al., 2015). 

The development culture tends to strongly lean towards the performance indicators 

associated with product innovation, process innovation and product quality (Gambi et 

al., 2015). The group culture is seen to be able to predict process quality and 

process innovation, compared to the hierarchical culture, that can only predict 

process quality (Gambi et al., 2015). Lastly, rational culture is mostly associated with 

the quality of the process and the products (Gambi et al., 2015). Quality 

management practices rely heavily on teamwork, respect for one another, a drive 

towards innovative ways of thinking and the overall outcome orientation. If compared 

to the descriptions of the four quadrants, it is clear to see that characteristics tie-up 

with the group, development and rational cultures (Gambi et al., 2015). If we look at 

the management methods, group cultures do not have a significant effect on 

management practices, whereas the rational and hierarchical cultures tend to have a 

negative effect on management practices (Gambi et al., 2015).  

Based on the productivity of quality production, an organisation needs to be flexible 

to meet the changing requirements of quality management, which matches the 

characteristics of the group and development cultures, as they are both flexible 

cultures that are driven either by internal or external environments (Gambi et al., 

2015). This means that a quality culture is based on all four quadrants, but the 

majority of its characteristics fall within the group and development cultures (Gambi 

et al., 2015). It is also important to notice that, as a quality product is to be made or 

delivered, the organisational performance plays a big part in the quality-driven 

culture of an organisation. Thus, if the performance is poor, it will reflect in the quality 

of the products delivered and the culture within the organisation (Gambi et al., 2015).  
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It is also important to note that organisations are not easily classified due to the 

complexity of their nature, thus admitting that it is difficult to capture the cultural 

essence with the Competing Values Framework. The values depicted in the model is 

based on idealistic circumstances and is only used as a guide to determine which 

quadrant an organisation leans towards, to help us understand and study the 

organisation. It is important to know that an organisation will rarely perfectly fit into 

one of the four quadrants, thus some organisational cultures will fall into two or more 

quadrants. It is essential to understand the fundamentals of organisational culture, in 

order to examine the culture of any given organisation. It is necessary to know what 

the driving culture of the organisation is to ensure that the best possible methods are 

used to manage or improve the organisation. Thus, tying in with what was mentioned 

above, through all these different cultures, it is clear to see that the organisational 

culture is a key driving factor of any given organisation’s performance. (Belias et al., 

2015; Bortolotti et al., 2015; De Kock, 2010; Roberts, 2016) 

2.3.2 Job satisfaction 

When employees have satisfactory work experience, their feelings towards the work 

are pleasing and positive (Belias et al., 2015; Kolisang, 2011; Körner et al., 2015). 

To reach this emotional state, the employees have to take into consideration their 

own feelings, believes and behaviours towards the work (Belias et al., 2015; 

Kolisang, 2011; Körner et al., 2015). Employees should find their work to be fulfilling 

and even rewarding, which in turn will automatically give them a positive feeling 

towards their work (Kolisang, 2011; Körner et al., 2015). 

Job satisfaction is regarded as an important factor to drive an organisation’s 

success, as satisfied employees will deliver better quality work (Belias et al., 2015; 

Kolisang, 2011). There are various factors that can influence the job satisfaction of 

employees. Some of the influences are the lack of supervisory support, humour 

(which can either be received positively or negatively), a lack of communication 

between employees, gender inequality and also the manner in which management 

treats their subordinates (Belias et al., 2015; Huhtala et al., 2015; Kolisang, 2011). 

The impact poor job satisfaction can have on an organisation could be a higher 

percentage of absenteeism, grievance articulation, higher tardiness levels, a below-

average morale, poor work quality, higher dissatisfaction and inevitably, higher 
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turnover rates (Belias et al., 2015; Huhtala et al., 2015; Kolisang, 2011; Körner et al., 

2015).  

As stated above, job satisfaction correlates with the organisation’s performance, as 

more satisfied workers will deliver better work, increasing the organisation's 

performance (Belias et al., 2015; Kolisang, 2011). It is thus fair to say that the 

organisational culture also has an impact on the overall satisfaction of the 

organisation (Belias et al., 2015; Kolisang, 2011). This places another element into 

the mix, as it is not just based on an individual’s perception of what makes their work 

satisfactory, it now takes the whole organisation into account. The organisation 

needs to take into account what is perceived by the employees as important, which 

in turn should also be perceived by the organisation as important, else they risk the 

possibility of having a miss match, which will influence the job satisfaction of the 

employees (Belias et al., 2015; Kolisang, 2011). It has been identified that 

employees who work in multiple organisational cultures may not have high job 

satisfaction, compared to those employees who only work in one organisational 

culture that matches their overall work culture (Belias et al., 2015). Organisations 

can, therefore, predict how their culture will influence their employees through their 

job satisfaction, thus building on the positive aspects of their culture and ensuring 

employee well-being and overall job satisfaction (Belias et al., 2015; Huhtala et al., 

2015; Kolisang, 2011). 

Although there are many frameworks for portraying organisational culture, all of 

which do not fall within the scope of this study, the OCAI model, adapted by Roberts, 

(2016) and further developed by other scholars, is used as the basis of the 

discussion of culture in this study. This is discussed in more detail below in Chapters 

3 and 4.  

2.4 Production 

In any working environment, one will be able to see production taking place. The 

term production can be defined as factors used as inputs to deliver a certain required 

output (Buetfering et al., 2016; Business Dictionary, 2019h; Hunter et al., 2018; 

Shepherd, 2015:3-4). A multitude of factors should be considered to achieve a given 

output. The factors mentioned can be goods or services, as they are both required to 

ensure production. Each factor has its own drawbacks, as goods can be seen as raw 
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material, processed material, machinery used to make or deliver the given output 

required and even capital. Services can be described as employees converting the 

goods into the required output, the time spent to deliver the output or the facilities 

required to maintain or improve the goods and services. Both functions have 

variables with influence over the output. Certain goods and services can also be 

substituted and both functions have their limitations. Production can be described as 

the best combination of using the inputs available to produce the best output 

available, within the shortest time span and of the best possible quality standard 

(Hunter et al., 2018; Shepherd, 2015:3-12). 

2.4.1 Production methods 

As stated above, production can be seen as goods and services combined to 

convert the input into an output. The conversion process requires a form of labour to 

accomplish the transformation of inputs into an output. Labour can be defined as a 

combination of mental and physical efforts to create services and goods (Business 

Dictionary, 2019a). Labour can also be deemed as a primary force in a production 

environment, as without labour, no conversion can take place to create any output 

(Business Dictionary, 2019a). 

This section discusses the labour methods used to convert the inputs into an output. 

There are two methods used to do this conversion, namely manual labour and 

machine labour. Some organisations tend to use a combination of both methods, 

namely mixed labour, to drive down production costs (Chandran, 2017; Ioteyko, 

2018:6-12; Reddy et al., 2015).  

2.4.1.1 Manual labour 

Manual labour is a common form of labour in many industries, as most organisations 

use it in some form or another. Manual labour can be defined as when a human 

operator controls a given tool or uses his own muscle strength to produce a service 

(Business Dictionary, 2019f; Ioteyko, 2018:1-5). It is also important to note that when 

the operator uses the tool, it is not driven or controlled by a machine but by a human 

operator (Business Dictionary, 2019f; Business Dictionary, 2019g; Hunter et al., 

2018).  

Mechanical labour is connected to manual labour, as humans use a machine to aid 

them in their labour, instead of relying on animals or natural energy to aid them 
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(Ioteyko, 2018:1-5). The machine was developed to aid humans, as a machine does 

not get fatigued or rely on sleep to replenish its energy, compared to people, oxen or 

horses, but instead receives its energy through a mechanical or chemical agent 

(Ioteyko, 2018:1-5). The purpose of the development of mechanical tools was to aid 

the human operators, thus reducing their fatigue factor while increasing their 

productivity (Ioteyko, 2018:42-52). 

It is also important to note, as time progresses, the improved techniques used to 

deliver a given output. Therefore the labour segment needs to adjust to change or 

run the risk of being replaced by a machine or a more skilled individual (Hunter et al., 

2018). 

2.4.1.2 Machine labour 

Machine labour is slowly becoming more common in certain industries. Machine 

labour can be defined as machines or robots performing similar tasks as that of a 

manual labourer, but without human intervention, where the same inputs always 

deliver the same outputs (Business Dictionary, 2019d; Shepherd, 2015:4-8). 

Machine labour is mostly used on repetitive or dangerous processes, thus protecting 

human operators from harm (Business Dictionary, 2019e; Ioteyko, 2018:8-52).  

As mentioned in the section above, as the production methods change, so does the 

labour requirements. In some cases manual labour cannot compete with machine 

labour, as machines do not get fatigued, can do repetitive actions without becoming 

bored and can perform dangerous tasks without injuring the operator, when used as 

designed (Hunter et al., 2018; Ioteyko, 2018:8-52; Reddy et al., 2015). The downside 

to the implementation of machine labour in the labour market, is the reduction of 

manual labour, as most manual labourers are not highly skilled, causing them to 

either “up-skill” themselves, look for similar work in another industry or become 

unemployed (Hunter et al., 2018). 

2.4.1.3 Mixed labour 

Areas where a process is repeated to create multiple entities is where manual labour 

and machine labour are combined to convert raw materials into the required 

products (Business Dictionary, 2019i). This process also increases the number of 

products being produced and promotes the development of new products or services 

(Hunter et al., 2018). The benefit gained from this labour method is reduced labour 
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costs and higher efficiency or productivity, which in turn could also reduce the overall 

price of the delivered product or service (Chandran, 2017; Hunter et al., 2018; Reddy 

et al., 2015). 

2.4.2 Productivity 

To determine the productivity of an employee, a machine, a business or even a 

system, it has to be measured through how many efficiently inputs can be converted 

into the required outputs within a given space of time (Bänziger et al., 2016; 

Business Dictionary, 2018e; Grifell-Tatjé et al., 2018:16-18; Quinn, 2018; Uysal et 

al., 2016). Productivity is also used to determine the effectiveness of an 

organisation's operations through the efficiency and effectiveness of their operation 

and how well they manage shrinkages, disruptions or any other form of disorder 

within the organisation (Bänziger et al., 2016; Quinn, 2018). 

2.4.2.1 Labour productivity 

Within a production environment, labour needs to be productive to ensure that 

deadlines are met, thus we can define labour productivity as the production rate of 

each worker, or group of workers, within a given time frame, associated with a 

standard, which was established by management, or based against an expected 

amount of production (Bänziger et al., 2016; Business Dictionary, 2019b; Quinn, 

2018). The standard against which labour productivity is measured is done through 

labour standards, which are values that were computed, measured or estimated 

(Business Dictionary, 2019c). 

2.4.2.2 Measuring productivity 

To ensure that a person, machine, section or even an organisation is productive, it 

has to be measured. To measure productivity is to evaluate the implication of 

productivity growth through the definition of productivity, and then quantify the 

measured results (Grifell-Tatjé et al., 2018:16-18). The quantification process of 

measuring productivity can be accomplished through one of two different methods, 

namely calculations or estimations (Grifell-Tatjé et al., 2018:16-18). 

Before the two methods can be discussed, productivity measurement should first be 

technically defined. As stated above, productivity is a ratio of output to inputs or 

described in a mathematical equation, Y/X, where “Y” is the output and “X” is the 

inputs (Grifell-Tatjé et al., 2018:16-18). The first ratio can be driven by time, where 
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the output is represented by Yt+1/Yt and the inputs by Xt+1/Xt, where “t” is an indicator 

for time (Grifell-Tatjé et al., 2018:16-18). The other ratio is based on growth, where 

growth is stated as GY/X = GY – GX, where G represents the rate of growth (Grifell-

Tatjé et al., 2018:16-18). 

The input “X” must also be defined as an entity, as “X” alone does not state anything. 

“X” can thus be defined as X=X(L), which is used as a limited measurement for 

productivity, as “X(L)” is a scalar value for time spent on inputs, or it can be 

expanded by adding extra aggregated scalar-values, based on various labour 

characteristics, which is defined as X(K, L, E, M, S) (Grifell-Tatjé et al., 2018:16-18). 

Using multiple scalar values leads to a gross output with a multifactor productivity 

measurement, which can be stated as Y/X(K, L, E, M, S) (Grifell-Tatjé et al., 

2018:16-18). Multifactor productivity measurements are mostly used in areas using 

partial productivity measurements, but some cases can be an exception to the rule, 

the one being an area using labour as the only measurable input to the production, 

the other being when the focus is based on the dissimilarity of income distribution 

size, where labour productivity is the relevant indicator to measure productivity 

(Grifell-Tatjé et al., 2018:16-18). The growth within productivity accounts for a 

variable portion of economic growth within an organisation (Grifell-Tatjé et al., 

2018:19-22). 

 

2.4.2.3 Productivity calculations 

The first quantification process of measuring productivity is through the use of 

calculations. Calculations involve market pricing and proxies to weigh the changes of 

output and input quantities for an individual unit, based on the combined output and 

input indicators (Grifell-Tatjé et al., 2018:16-19). This method produces price-based 

pragmatic productivity indicators (Grifell-Tatjé et al., 2018:16-19). 

The properties to be satisfied through the pragmatic, or empirical, quantity and price 

indicators include monotonicity, non-negativity, invariances of units and similarity 

(Grifell-Tatjé et al., 2018:16-19). These properties are then used to decompose the 

changes that might occur in profitability, profitability of production growth accounting 

procedures, the ratio of revenue to cost, the production within a multifactor 

production index and a price recovery index (Grifell-Tatjé et al., 2018:16-19). This 

method is mostly used to translate the change of the productivity index into the 
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contribution towards an organisation's bottom line figure (Grifell-Tatjé et al., 2018:16-

19). 

2.4.2.4 Productivity estimations 

The other method used to determine productivity growth possibility is an estimation, 

which is based on the underlying relationship with technological use and the 

quantities and pricing, which are used to determine a theoretical indicator of 

productivity (Grifell-Tatjé et al., 2018:19-22). Estimations tend to rely greatly on 

economic theory developments, that lead to the suggestions of particular functions, 

which require to be estimated and then tested to determine validity. These are 

usually elements such as production curvatures, monotonicity and homogeneity 

(Grifell-Tatjé et al., 2018:19-22).  

Estimations can be either based on econometric techniques, used in economics, or 

in mathematical programming techniques, which is a popular technique in 

management science (Grifell-Tatjé et al., 2018:19-22). From these techniques, 

functional forms of production and dual-value functions, such as revenue, costs and 

profit functions, have been developed to estimate the theoretical indicators for inputs, 

outputs and productivity (Grifell-Tatjé et al., 2018:19-22). 

2.4.2.5 Dynamic productivity 

In standard productivity, the focus is on the process of converting inputs into outputs 

within a given time, where dynamic productivity focuses on the utilisation of 

resources (Grifell-Tatjé et al., 2018:16-18). Dynamic productivity reallocates 

resources throughout the production process, even if it means that production might 

be delayed on certain products, to ensure that all the available resources are being 

fully utilised (Grifell-Tatjé et al., 2018:16-18). It is also used to incorporate 

intermediate inputs, which will produce outputs that can be consumed at a later 

stage to finalise a given product (Grifell-Tatjé et al., 2018:16-18). Another feature of 

this process is the utilisation of time, as management can substitute time to manage 

production, which allows them to choose when to start and to stop production, how 

intensely they need to produce; ensuring that the most profit can be gained out of the 

whole system (Grifell-Tatjé et al., 2018:16-18). 
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2.4.2.6 Productivity dispersions 

Dispersions in productivity can start at an individual, a section in a firm, a factory or 

even a complete level within an organisation (Grifell-Tatjé et al., 2018:26-28). The 

cause of productivity dispersion is the disequilibria within an organisation, which is 

caused by the lack of satisfaction within the first-order conditions of optimisation 

(Grifell-Tatjé et al., 2018:26-28). Productivity dispersion is sometimes referred to as 

the “productivity gap” within an organisation, which can be expressed as a ratio 

between the best and worst-performing areas, individuals or sections within an 

organisation (Grifell-Tatjé et al., 2018:26-28).  

The results from productivity dispersion is a constraint on aggregated productivity 

(Grifell-Tatjé et al., 2018:26-28). By reducing the production gap ratio, productivity 

can be increased by 30% to 60%, depending on the ratio value (Grifell-Tatjé et al., 

2018:26-28). The method used to reduce productivity dispersion is to reallocate the 

resources to a section that is more productive, which will then improve the overall 

production gap within the organisation (Grifell-Tatjé et al., 2018:31-39). 

2.4.2.7 Productivity drivers 

As mentioned, productivity is not connected to one section only, it varies between 

firms, organisations and factories, but they all have the same definition on which they 

base their productivity calculations (Grifell-Tatjé et al., 2018:39-57). Consequently, to 

reduce productivity dispersions within an organisation, it is important to know the 

productivity drivers within the business, to ensure that dispersions are kept to a 

minimum to improve the overall productivity (Grifell-Tatjé et al., 2018:39-57). 

2.5 Other relevant studies 

Looking through different alternative studies, it is clear to see that this particular 

research has not yet been done, however other alternative studies in the same genre 

have been conducted, comparing the culture of a given organisation against their 

performance or strategy implementations. 

2.5.1 Study 1 

Determining the impact of organisational culture on a water utility supplier's 

strategy 
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The study was done in South Africa, where the author wanted to determine how the 

firm being investigated would react to an ever-changing environment, and if the 

firm’s culture would be able to adapt or fall apart as a result of that (Roberts, 2016). 

The author focused on the firm’s culture, as it was crucial for the culture to be 

aligned with the firm’s strategy, since it determines the effectiveness of the strategy 

and thus ensures a competitive advantage over other organisations (Roberts, 2016). 

The author used an empirical study to determine the culture of the firm through the 

adaptation of the Competitive Values Framework (Roberts, 2016). The identified 

culture was then assessed to determine if there is any alignment between the 

organisation’s culture and the organisation’s strategy (Roberts, 2016). 

The results obtained from the study was that the organisation would not be 

successful with the strategy implementation if the organisation’s culture does not 

support the said strategy (Roberts, 2016). It was also stated that the process helps 

to identify possible pitfalls and areas that could be improved, to ensure alignment 

with the suggested strategy, in order to work with the organisation’s culture (Roberts, 

2016). 

Where the study by Roberts correlates with the current study is that both studies 

focus on culture as a crucial point. The difference between the two studies, however, 

is that Roberts (2016) focused on getting cultural alignment with the organisation’s 

strategies, whereas this study focuses on how a work culture influences quality and 

productivity within a manufacturing environment. 

2.5.2 Study 2 

The relationship between organisational culture and quality techniques, and 

its impact on operational performance 

This study is somewhat similar to the first study, as it wants to determine the 

relationship between the organisation’s culture and the techniques used to deliver 

quality products, as well as how it all affects the operational performance of the given 

organisation (Gambi et al., 2015). The authors focus strongly on both aspects, 

namely the effect of organisational culture on quality techniques and as well as 

organisational culture and the effect it has on operational performance, determining 



36 
 

any correlation between the quality techniques and performance as a result of the 

culture (Gambi et al., 2015). 

The study was conducted on 250 organisations, using a structural equation model to 

investigate the organisations’ cultures and their use of quality techniques (Gambi et 

al., 2015). Four quality technique groups were created to measure the use of quality 

techniques within the organisations (Gambi et al., 2015). Four cultural profiles were 

adopted from the Competing Values Framework to determine the organisations’ 

cultures (Gambi et al., 2015). The last determining factor was key performance 

indicators, to identify the operational performance of the given organisations (Gambi 

et al., 2015). 

The results obtained from the study indicates that culture does not seem to be an 

explicit indicator of the use of quality techniques within an organisation (Gambi et al., 

2015). It is also stated that quality techniques contribute, -even if it is indirectly- to 

the total effect of operational performance (Gambi et al., 2015). The authors also 

notice that organisations with development cultures, group cultures and hierarchical 

cultures contribute indirectly to performance through quality techniques, whereas 

rational culture has no impact (Gambi et al., 2015). 

The correlation between these two studies is strong, as in both cases the main focus 

is on quality, work culture and performance. The difference is that the discussed 

study’s main focus is on quality techniques and how that influences the work culture, 

whereas the current study focuses on work cultures’ impact on productivity and the 

quality of products within a single organisation. 

2.6 Chapter summary 

Any organisation, big or small, has some form of organisational culture. The culture 

is born through the vision and mission of the given organisation, and will attract like-

minded individuals to enter that given organisation’s workforce. It is also established 

that organisational culture can be measured with the Organisational Culture 

Assessment Instrument and the Competing Values Framework, to determine what 

culture form has to be addressed within the given organisation. This result can then 

be used to estimate what will motivate the staff of the given organisation, as 

motivated personnel are productive, due to them having a satisfying job, within an 
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organisational culture, that adheres to their beliefs and ideals (De Kock, 2010; 

Roberts, 2016; Valmohammadi & Roshanzamir, 2015). 

Leadership is also a key factor in maintaining a good organisational culture, ensuring 

that job satisfaction is upheld and that the performance of the organisation keeps 

increasing. It is important to match the leadership style with the organisation's 

culture, as the wrong leadership style could cause devastating results, which could 

lead to high turnover rates, poor performance and overall organisational losses. 

Great leadership though, will attract more valued assets towards the organisation, 

growing the organisation and striving to reach higher goals for the organisation and 

its employees (Kolisang, 2011; Manda, 2014). 

It is also important to note that organisational culture could be spread over multiple 

cultural quadrants, which is why a quality culture is a unique culture. An 

organisation’s culture needs to be flexible enough to adapt to changes in the 

environment, which could result from an external or internal environment. The 

adaptability of this culture is what makes it a successful culture in a production-

based environment, where change is constant but quality products are the goal of 

the organisation and its workforce (Gambi et al., 2015). 
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Chapter 3:  Empirical study 

3.1 Introduction 

This chapter looks at the processes used to gather the required data for this study. 

As there are numerous methods for obtaining data, this section states which 

methods were used, as well as the tools utilised to gather the required data. It also 

indicates the methods used to analyse the data from where the results were 

obtained, and discusses it in the next chapter. The section starts with the research 

design and methods, followed by the determination of the population and its sample 

size. The strategy used to obtain the data from the sample group is analysed before 

finally discussing the risks, possible alternative options, the managerial impact and 

the ethical clearance for the study. This section also includes the method used to 

gather data and how to collect the data. 

3.2 Research design and method 

The following section is used to supply more information on the process and 

methods used to obtain the necessary data from the population, in order to obtain 

the required data for the study. The research method will discuss how the data will 

be gathered, while the research design will discuss how the research method will be 

applied to this study. 

3.2.1 Research method 

A quantitative method was implemented, using quantitative research to interpret the 

relationships between variables through multiple indicators (Bryman & Bell, 2014:31-

41). The quantitative approach the production totals were used, since it can be 

measured and tabulated. The number of procedures used and followed by the 

organisation as well as the number of products returned due to poor quality was also 

included. 

Quantitative research applies measured numerical data and uses it to compare the 

relationship between the literature and the theory, ensuring that the concept is viable 

(Bryman & Bell, 2014:31-41; Creswell & Creswell, 2017:203-208). Employees were 

evaluated through a questionnaire, utilising a Likert scale to determine if they have a 

quality culture or a production culture, and to determine their emotional connection to 

the organisation. 
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3.2.2 Research design 

The study was done with a comparative design, analysing two organisations and 

comparing the data observed. The quantitatively structured observations and 

historical production data, were obtained at a single point in time, ensuring that the 

same data was obtained to compare against one another (Bryman & Bell, 2014:117). 

The study gathered historical production data from both organisations through their 

databases to ensure the validity of the information by minimising external influences 

(Hancock, 2006:51-53; Simmons, 2017). 

3.3 Population and sampling 

As information is required from a group of people, it is essential to state what the 

size of the population is and what the sample size needs to be to represent the 

population. Thus, this section will discuss how this was done and with what strategy. 

3.3.1 Study population 

The study is based on two factories within the same organisation. The factories are 

based in different geographical areas -namely Cape Town and Johannesburg-, 

therefore different ethnic groups are employed in the two factories (Bryman & Bell, 

2014:116). Table 3 indicates the representation of the population from both factories 

within their different designations. It is important to note that the education level 

differs between the production employees, (who have a minimum requirement of a 

high school diploma), and the engineers (who have a minimum requirement of a 

degree in engineering). The sample population consisted out of males only, 

consequently excluding references to gender-based production performance. An age 

group distribution was added to the questionnaires. 

Within the organisation, the focus was on the production teams, as they produce the 

product. However, other departments with an influence on the production process 

were also included in the unit of analysis. Subsequently, employees responsible for 

production, individuals managing the production process, employees in engineering, 

driving the production process, as well as top management were included, to 

determine their impact on the quality of the production line. The data received from 

these individuals will be considered as the quantitative data section of the study 

(Bryman & Bell, 2014:117). 
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Table 3: Population of both organisations 

 Factory 1 Factory 2 

Production Employees 20 40 

Production Managers 4 8 

Engineering 3 2 

Top Management 1 1 

Total 28 51 

 

The historical data, which is quantitative data, was gathered from the total production 

information for both factories and compared to the quantity and value of the quality 

issues reported for the given period, as product production may differ between the 

two factories. Quality is the main form of measure though, hence determining the 

amount of faulty equipment was the measuring point in percentage, from where the 

comparison was done. The mentioned data was gathered from both factories’ 

historical data capturing systems for a sample period of 3 years. The data gathered 

was homogeneous as it was from two different factories, even though they were part 

of the same organisation (Bryman & Bell, 2014:177). 

3.3.2 Sample size 

All the acquired data was used, so the full data population was the sample. For the 

questionnaires, the sample size was based on 90% of the population, to ensure a 

minimal sampling error. This was possible due to the population size of both 

organisations being small enough to reach the majority of the employees (Bryman & 

Bell, 2014:176; Maree, 2007:178).  

The sample size percentage is based on the simplified formula for proportion. The 

formula is used to determine the required sample size to meet the required 

confidence level for the study. The equation is stated as (Singh & Masuku, 2014:15): 

𝑛 =  
𝑁

1 + 𝑁(𝑒)2
 

In the equation, n represents the sample size, N represents the population size and 

e represents the level of precision required (Singh & Masuku, 2014:15). If the data 

from Table 1 is used, with a confidence level of 95%, stating that e is equal to 0.05, 

the sample size for organisation 1 is 26 participants, and organisation 2 is 45 
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participants. Thus, the total sample size is 71 participants between the two 

organisations, which represent 90% of the population. 

3.3.3 Sampling strategy 

A probability study was conducted through stratified random sampling. This strategy 

was selected to ensure that the different strata were represented evenly during the 

collection of data. From here the sampling was done at random to reduce the 

sampling error, thus permitting inferential statistics (Bryman & Bell, 2014:171). If a 

sample average could be established from the data, it should be considered as 

representing the average of the population within the organisation (Bryman & Bell, 

2014:175). Due to the fact that the population was fairly homogenous and small, the 

sample size did not have to be large. The sample size of 90% of the population was 

chosen to get more accurate results (Bickman, 2008:235; Bryman & Bell, 2014:177). 

3.3.4 Geographically unit of analysis 

The holding organisation of both factories is a private institution, making both 

factories private institutions. The holding organisation is based in Johannesburg, 

Gauteng Province in South Africa. The two manufacturing factories used in this study 

are situated in Johannesburg, Gauteng Province, and in Cape Town, Western Cape 

Province, both in South Africa. The people differ in ethnical groups in both factories, 

as both have black employees, but from different cultural backgrounds, white 

employees, one with English speaking whites and the other with both English and 

Afrikaans speaking whites. Only the Cape Town factory has mixed-race employees 

in its service. 

3.3.5 Accessibility of the unit of analysis 

To gain access to the unit of analysis, the managing director of the holding 

organisation had to grant permission for the study, in accordance with the policies 

and procedures of the organisation. After consent was given by the holding 

organisation’s managing director, the approval of each of the organisation’s 

managing directors had to be obtained. Together with the managing director’s 

consent, these managers had to give their consent to conduct the study on their 

employees. Before the research could be conducted on the employees, a consent 

form had to be obtained from each employee, supplying the researcher with the 

consent to conduct the study with them as participants.  
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Regarding the historical data, the same process had to be followed, except that it 

had to start with the managing directors and then passed on to the human resource 

department, to ensure that the data was collected anonymously and that no 

confidential information was published. After permission was granted by the above-

mentioned parties, the information was easily accessed with little expense, as the 

data was kept within the same holding organisation that had the same policies and 

procedures regarding production information. 

3.3.6 Suitability of the unit of analysis 

These factories were chosen, as there is such a vast difference between the two. 

The one indicates that it is driven by quality, where the workers strive to deliver 

quality products and they embrace a culture driven by quality. In contrast, the second 

one indicates that it is driven by the number of products leaving the production floor, 

quality issues are sorted out on-site or by someone else at a later stage, which leads 

to more procedures being required for quality purposes, causing production to slow 

down, until the employees ignore the procedures in order to reach month-end 

targets. 

The two factories are ideal for comparison. The results obtained from the study 

determined whether a culture driven by quality is more productive and efficient 

compared to a culture driven by production. The results can also be used by other 

manufacturing organisations as motivation to investigate their cultures. Using one 

organisation with two manufacturing factories, also simplified the process, as it was 

only necessary to obtain consent from one managing director to investigate both 

organisations. It also reduced the costs involved, as there was no need to travel 

extensively to different areas to conduct the research. The study was homogenous, 

as it used the same holding organisation, the same building, the same type of 

equipment, with little differences between the organisations’ production methods. 

3.4 Data collection 

This section discusses the process of data collection from the participants in the 

study. It explores the data collection process for the questionnaire and the historical 

data source. 



43 
 

3.4.1 Questionnaire data collection 

The questionnaire’s data was collected through a self-completion questionnaire. The 

reason for selecting this method was to reduce time spent gathering information, 

limiting the employees’ time completing the questionnaire (Brace, 2018:30-32; 

Bryman & Bell, 2014:192), thus not wasting their time or the organisation’s time 

during the process. As it was a self-completion questionnaire, there was no need for 

an interviewer to monitor the process (Brace, 2018:30-32; Bryman & Bell, 2014:191). 

The disadvantage of this method is that there is a limitation on certain questions; 

questions can, for instance, be perceived as unimportant to the respondents (Brace, 

2018:30-32; Bryman & Bell, 2014:192). Questions could be asked in an open-ended 

or in a complex manner, which may influence the validity of the respondents’ 

answers (Brace, 2018:30-32; Bryman & Bell, 2014:192). To ensure that the 

respondent answering the questionnaire was the correct person, the researcher or a 

supervisor had to monitor the process (Brace, 2018:30-32; Bryman & Bell, 

2014:192). The respondents' literacy also had to be taken into consideration, as 

some employees may lack a higher education than matric, due to circumstances 

(Brace, 2018:30-32; Bryman & Bell, 2014:192). The biggest risk was that of a non-

representative study, due to a low response rate, data missing or fatigue due to 

lengthy questionnaires (Brace, 2018:30-32; Bryman & Bell, 2014:192).  

The questionnaire was a self-developed questionnaire, adapted from a questionnaire 

developed by Cameron & Quin, to suit the requirements of the given study (Cameron 

et al., 2006; Roberts, 2016). The questionnaire was designed specifically for the 

organisation from which the data had to be collected, in order to gather the key 

information required for the research. An example of a questionnaire sample can be 

seen in appendix A. Much time was spent on the creation of a valid questionnaire 

that could capture the essence of this study. A Likert scale model was used to 

indicate whether the respondents agreed or disagreed with the statements listed in 

the questionnaire (Brace, 2018:30-32; Bryman & Bell, 2014:195-199). Close-ended 

questions were used to ensure that the questionnaire could be completed quickly 

and with ease. It also made it easy to process and compare the data (Brace, 

2018:30-32; Bryman & Bell, 2014:200-201). This could however limit the information 

gathered due to the respondents miss-interpreting the questions, respondents 

finding it difficult to choose an answer that suited them, or that the questions did not 
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reverberate with the respondents (Brace, 2018:30-32; Bryman & Bell, 2014:200-

201). 

3.4.2 Historical data collection 

The historical data was gathered from both factories, on their production output 

values. The data was obtained in one session from the managing director of the 

organisation. The data consisted of the production quantities and the value of the 

said production for each year, from both factories. The value and quantity of faulty 

equipment were listed per year as well. The data was supplied per year, for a total of 

three years. This ensured that the data showed some fluctuations, thus aiding in the 

determination of a better mean value (Creswell & Creswell, 2017:217-218). 

3.4.3 Process of data collection 

The questionnaires were delivered by hand to the selected individuals at both 

factories. It was done with the assistance of the organisation’s managing director. 

From here the process was monitored to ensure that only the relevant and correct 

individuals received questionnaires. The historical data was also obtained with the 

assistance of the organisation’s managing director. The data was acquired from their 

digital archives, from where it was placed into spreadsheets for quicker data 

manipulation. It was done in this manner to ensure that the data was authentic, 

therefore no, or limited manipulation could have been done (Günzel-Jensen & Holm, 

2015; Hancock, 2006:51-53; Simmons, 2017). 

3.5 Data analysis 

This section indicates how the data was obtained and how the data was analysed. 

The tools used to gather the data is discussed, as well as the variables used to 

gather the required data from the tools. 

3.5.1 Questionnaire 

The questionnaire, listed in Appendix A, uses different data analysis techniques, 

which are discussed later in this section, to interpret the data gathered. The 

questionnaire starts with a dichotomous variable, with which the location of the 

employee was determined. Interval variables are used to determine their level of 

employment and ordinal variables are used for the age groups (Bryman & Bell, 

2014:313). From here the questionnaire introduces a Likert scale as answering 



45 
 

medium, hence stating that the rest are ordinal variables (Bryman & Bell, 2014:313). 

The layout example is shown in Table 4 below. 

Table 4: Questionnaire layout with variable configurations 

Questionnaire Sections Type of variable Method 

Factory Location Dichotomous 2 Options 

Age range of employee Interval/Ratio 4 Options 

Years of service Interval/Ratio 6 Options 

Level of education Interval/Ratio 5 Options 

Section employed Dichotomous 2 Options 

Manager or labourer Dichotomous 2 Options 

Section A: Characteristics found within the workplace 

Question 1 - 4 Ordinal Likert Scale 

Section B: Leadership within the organisation 

Question 5 - 12 Ordinal Likert Scale 

Section C: Employee management within the organisation 

Question 13 - 20 Ordinal Likert Scale 

Section D: Organisational bonds 

Question 21 - 24 Ordinal Likert Scale 

Section E: Strategic emphases 

Question 25 - 34 Ordinal Likert Scale 

Section F: Criteria of successful strategy implementation 

Question 35 - 45 Ordinal Likert Scale 

Section G: Quality and productivity management 

Question 46 - 54 Ordinal Likert Scale 

 

A univariate analysis was conducted on each organisation’s questionnaires, to 

determine which factory was more inclined towards a quality-driven culture and 

which one is more inclined towards a production-driven culture. This was based on 

the employee perspectives received through the questionnaires (Bryman & Bell, 

2014:318). The Likert scale on the questionnaire was used to determine the 

consensus of the culture in the organisation, by measuring it against the value 

obtained from the answers. The values were also used to determine the average 
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value (Bryman & Bell, 2014:319). This helped to determine the dispersion rate in the 

data (Bryman & Bell, 2014:319-320).  

The results obtained were calculated and tabulated into frequency tables, to 

determine how the different sections in the factory and even the organisation as a 

whole reacted to the questionnaire (Bryman & Bell, 2014:318). This data could be 

displayed easily via a diagram for a visual representation of the data (Bryman & Bell, 

2014:318-319). The validity and reliability of the adapted questionnaire are 

discussed later in this section. 

3.5.2 Historical data 

The historical data was compiled using bivariate analysis, utilising ordinal variables 

(Bryman & Bell, 2014:320-322). The variables are the units produced in a given time 

frame; the total value of all the units produced in the given time frame and the total 

value spent on faulty or poor-quality equipment delivered to end-users. This is shown 

in Table 5. The data was then converted into a percentage value, to determine the 

correlation between quality issues and the value obtained from the manufactured 

goods, as indicated in Table 5 below.  

Table 5: Example of data correlation between units manufactured and quality issues 

 Value of 
production 

Total products 
produced 

Quality issues 
reported 

Value of quality 
issues 

Year 1 Rand value Units Units Rand value 

Year 2 Rand value Units Units Rand value 

Year 3 Rand value Units Units Rand value 

The above-mentioned data is also visually represented through comparison bar 

graphs and line diagrams, to help determine the correlation between the variables. 

To determine the correlation, the data was calculated with Spearman’s rho 

coefficient. The result obtained from this calculation determines if the variables have 

a negative or positive relationship with one another (Bryman & Bell, 2014:322-324). 

The results from both factories were compared internally before it was compared to 

one another in a multivariate analysis (Bryman & Bell, 2014:328-331). The 

production values were compared against the quality issue values for both 

organisations.  
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3.6 Assessing and demonstrating the quality and rigour of the 

proposed research design 

It is important to have well-conducted research with quality findings. This is why the 

rigour of the research is very important, as it ensures that quality information is 

supplied within the study (Heale & Twycross, 2015). 

3.6.1 Quantitative study 

3.6.1.1 Reliability 

The reliability of the study is concerned with the consistency of the measurements 

taken from the given concept (Bryman & Bell, 2014:36-39; Heale & Twycross, 2015). 

The reliability of a study is based on three elements, namely the stability of the study 

which determines if measurements are constant over a time period; internal reliability 

which determines if the results correlate with one another; and inter-observer 

consistency which determines if multiple observes are consistent with their recorded 

observations of the measurements (Bryman & Bell, 2014:36-39; Heale & Twycross, 

2015). 

The stability of the study is plausible as the historical data will always be consistent. 

This data has been recorded over multiple months, and cannot be altered within the 

server it is stored on. The internal reliability is acceptable, as the data measured will 

always correlate with the first data batch. The inter-observer consistency is not a 

problem, as only one person was used to analyse the data obtained from the 

historical records. 

The questionnaire data is reliable, as the possibility of replicating the study is sound. 

It will be possible to use the same people in the same organisation, to conduct 

multiple studies on. The inter-observer consistency is also acceptable, as the data 

was obtained by one person, with the assistance of the organisation’s director as an 

observer. 

3.6.1.2 Validity 

The validity of a study is based on the accuracy of the measured data for a given 

concept (Bryman & Bell, 2014:36-39; Heale & Twycross, 2015). The validity of this 

study was based on five elements namely, face validity as the process to determine 

if the data is valid by requesting the assistance of an experienced individual to 
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assess the data’s validity; concurrent validity to determine if a different criterion 

would be relevant to the concept in question; predictive validity to test the validity of 

the concept by implementing a future criterion instead of a contemporary criterion; 

construct validity to test the measuring of the supposed data being measured; 

convergent validity to gauge a measurement with a similar concept; and finally, 

discriminant validity to ensure that there are no strong correlations between the 

measurement procedures (Bryman & Bell, 2014:36-39; Heale & Twycross, 2015). 

The validity of the study was achieved, as the face validity could be confirmed by the 

directors of both factories; concurrent validity was achieved as the data was based 

on the same organisations; predictive validity was plausible, as the factories will 

continue making the same products; construct validity was achieved as the 

measuring criteria were similar for all the criteria measured; convergent validity was 

achieved as the data was similar with different concepts: and finally, the discriminant 

validity test was also achieved as the measured data did not have a high possibility 

of correlation with one another. 

3.7 Statistical data analysis 

For this section, all the statistical analyses and tests were completed by the 

Statistical Department of the North-West University of Potchefstroom. The following 

tests were conducted for this study, namely a T-test based on the location, 

correlation tests for the cultures at each factory as well as general reliability and 

validity tests. 

3.7.1 Validity tests 

Validity was established by using questions from an instrument that was already 

validated previously (Cameron et al., 2006; Roberts, 2016). Although realising that 

the sample was too small to draw significant conclusions, validity was also 

established by subjecting the data to the required analyses, from where validity was 

established through predictive validity, as the results obtained reflect the predicted 

outcome. It was, therefore, measuring what it was intended to measure. All the test 

results were validated by the managers, stating that there was no interference during 

the data collection period and that they approved the validity of the data collection 

process. 
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3.7.2 Reliability test  

To determine the reliability of the questionnaire, a reliability test was done to 

establish the Cronbach alpha value. The results obtained from this analysis are 

shown in Table 6 below. The test was done on how the organisation as a whole 

perceived the questionnaire as well as how each of the factories perceived it. The 

goal was to achieve a Cronbach alpha value greater than 0.6, as that is stated as the 

industry standard for an acceptable value (Taber, 2018). 

Table 6 - Cronbach's Alpha Based on Standardised Items 

 Organisation CPT JHB 

Questionnaire Reliability 0.925 0.901 0.950 

Group culture 0,931 0,9009 0,9498 

Development culture 0,862 0,5738 0,9258 

Rational culture 0,848 0,7620 0,8792 

Hierarchical culture 0,808 0,7632 0,8441 

 

From the results shown above, it can be inferred that the questionnaire as a whole 

can be deemed as reliable, having a Cronbach alpha value higher than 0.8 for all the 

cultural sections and a Cronbach alpha value higher than 0.9 for the questionnaire 

as a whole. Unfortunately, the only section that has a Cronbach alpha value lower 

than 0.6, was the developmental culture section from the Cape Town factory. As 

stated by Taber (2018), the variance between the two sections, for the development 

culture, is between 0.45 and 0.96, which still supplies the questionnaire with a 

sufficient result for the study. This states that the overall questionnaire is reliable and 

consistent.  

3.7.3 Correlation tests 

By utilising the Spearman Rho formula, correlations were done for the organisation 

as a whole and for each individual factory, in order to determine the correlation 

between the four cultural groups. The results obtained are shown in Table 7 below. 

Spearman’s Rho was used because the sample sizes for both the questionnaire and 

the historical data only enabled non-parametric data. 

From the results stated below, it can be affirmed that all the cultures have a positive 

correlation with one another. It is also shown that, for the Cape Town factory, the 
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highest correlation was between the development culture and the hierarchical 

culture, whereas the lowest correlation was between the group culture and the 

rational culture. For the Johannesburg factory, the highest correlation was between 

the development culture and the group culture, whereas the lowest correlation was 

between the development culture and the hierarchical culture. 

Table 7 – Questionnaire’s Spearman's Rho 

 Development Group Hierarchical Rational 

CPT 

Development 1,000 
   

Group .745** 1,000 
  

Hierarchical .790** .660** 1,000 
 

Rational .449* 0,371 .431* 1,000 

JHB 

Development 1,000 
   

Group .861** 1,000 
  

Hierarchical .637** .678** 1,000 
 

Rational .803** .799** .698** 1,000 

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

*. Correlation is significant at the 0.05 level (2-tailed). 

 
Table 8 - Historical data's Spearman's Rho 

Total products produced CPT JHB 

 CPT 1,000 
 

JHB 0.500 1,000 

Value of production CPT JHB 

 CPT 1,000 
 

JHB -0.500 1,000 

Quality issues reported CPT JHB 

 CPT 1,000 
 

JHB -1.000 1,000 

Value of quality issues CPT JHB 

 CPT 1,000 
 

JHB -0.500 1,000 

 

The historical data delivered the following results from Spearman’s Rho correlation 

analysis. The data is shown in Table 8 above. From the results in this table it can be 
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deduced that the general correlation between the two factories is negative. It should 

be noted that for this correlation test, only three data points were available, thus 

making the results more inclined to be rounded values. The only positive correlation 

was found for the total products produced by both factories. The quality issues 

reported had a perfect negative correlation within the three-year data period. It can 

be seen that the more products get produced, the less the value of the products 

become and the higher the quality issues become, indicating that the value of the 

quality issues will increase. 

3.7.4 T-tests 

A T-test was completed to determine the effect sizes between the two factories and 

the different cultures. Cohen (2013) developed a model to illustrate the significance 

of effect sizes, Pek and Flora (2018) utilised his model to display the effect 

significance as illustrated in Table 9 below: 

Table 9 - Effect size significance 

Effect size significance Effect value 

Small (hardly visible) >= 0.2 

Medium (visible) >=0.5 

Large (significant) >=0.8 

 

The effect sizes for each culture, between the two factories, measured within the 

questionnaire, are shown in Table 10. 

Table 10 - Effect sizes on the measured cultures 

Culture Effect value 

Group culture 0.02 

Rational culture 0.22 

Development culture 0.23 

Hierarchical culture 0.24 

 

From the table above, it can be concluded that there are no significant differences 

between the locations concerning the cultures measured. There were only small 

effects for rational-, development– and hierarchical cultures. The group culture had 

no visible effect. 
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3.8 Research ethics 

To ensure that a study is done in an ethical manner, it has to undergo ethical 

clearance from the NWU’s Research Ethical Committee, to ensure that it adheres to 

the academic ethical standards expected from researchers (NWU, 2016). This 

process is necessary to ensure that the participants in a study are protected from 

harm, supply the researcher with informed consent to partake in the study, ensure 

the participants that their data will be confidential and kept private,  and also promote 

honesty among professional colleagues (Corti et al., 2019). 

3.8.1 Participation of the study 

The participants are required to partake in the study voluntarily. The study relies on 

the willingness of the participants to partake in the study by supplying them with 

sufficient information on the study. Since each questionnaire was hand-delivered, 

each participant was given an informed consent letter explaining the study. This had 

to be signed by the participant as well as the researcher. 

3.8.2 Informed consent 

As the participants participated in the study voluntarily, it was important for them to 

know regarding what the study was. Each questionnaire was accompanied by an 

informed consent form which explained the study and its goals. This informed 

consent form is shown in Appendix A. 

3.8.3 Ethical clearance 

Ethical clearance was essential for the completion of the study. The form required to 

be completed by the Faculty of Commerce as well as the Administration 

Department’s Research Ethics Committee. The study received ethical clearance by 

the said committee and an ethical number (NWU-00721-19-A4) was allocated to the 

researcher. 

3.9 Chapter summary 

Taking into consideration that time within a factory is key, qualitative research 

methods could have been an issue, as interviews tend to take up valuable 

production time. This was relevant for both factories, as they had to be compared to 

one another. This is one of the reasons why a quantitative research method was 
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selected. The other reason is that quantitative research focuses more on the roles of 

social realities (Bryman & Bell, 2014:30-41).  

As stated, the sample size for the population was 90%. However, the response rate 

for the study was 71%, which was due to multiple factors, such as people abstaining 

from participation, people on annual leave, people who were sick or who had to 

assist customers on their projects. The response rate still exceeded the 70% margin, 

ensuring the validity of the data for use within the study, without skewing the data. 

The statistical analysis also showed positive results, stating that the validity and 

reliability of the study were positive. This states that the data positively represents 

the two factories, indicating that the data obtained was reliable for use within the 

study. The results obtained from the data are discussed in more detail within Chapter 

4.  
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Chapter 4:  Results and discussion 

4.1 Introduction 

As stated in the previous chapter, the data obtained from the historical data source 

and the questionnaire was deemed reliable and valid. This means that the data can 

be used to prove the research question and also determine what the given cultures 

are at both the factories. The historical data was used to determine which factory 

had the least amount of quality issues. This data, obtained with the questionnaire, 

was correlated against the culture of each factory. From the questionnaire data, it 

was also determined what the main focus of the given cultures were, be it production 

or quality. 

The data was processed and illustrated with tables and diagrams. The values 

obtained were observed and investigated to determine if it met the research question 

stated in Chapter 1. The process is discussed in this chapter, and the conclusions 

follow in the final chapter. 

4.2 Historical data 

The historical data for both the Cape Town and Johannesburg factories was 

obtained from the prospective managing directors.  The data available was only for a 

period of three years, as they recently amalgamated under the one managing 

director. Older data was therefore not available, as the new entity was only recently 

established. 

From the data received, the total amount of products produced within the listed time 

period, shown in Table 11, illustrates that the Johannesburg factory produces more 

products compared to the Cape Town factory. However, as shown in Table 12, the 

average value of products produced in Cape Town exceeds that of the products 

produced in Johannesburg.  

It is also important to note that the main products produced in Cape Town are 

complex refrigeration equipment, which comprises of multiple intricate products and 

expensive pieces of equipment, whereas the majority of products produced in 

Johannesburg comprises of less equipment with a lower value. 
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Table 11 – Produced product quantities from both factories 

 
JHB CPT 

2016 8462 379 

2017 8053 818 

2018 11422 870 

 
Table 12 – Average monetary values of products sold from both factories 

 
JHB CPT 

2016 R          11 140 R        174 897 

2017 R          10 105 R          81 603 

2018 R            7 456 R          78 619 

 

It is clear that the quantity of the products being produced has increased for both 

factories over the three-year period, with the Cape Town factory showing the biggest 

growth in production between the two factories. Taking this into account, the quality 

issues reported, as shown in Table 13, can be justified. It is, however, important to 

note that the quality issues reported for the Cape Town factory have declined from 

the initial 2016 value of 70 issues to only 35 issues in 2018. In the same time frame, 

the Johannesburg factory has increased from 52 quality issues in 2016 to 55 in 

2018, which is not a big increase but still contributes as an increased number of 

quality issues. 

Table 13 - Reported quality issues for both factories 

 
JHB CPT 

2016 52 70 

2017 53 62 

2018 55 35 

 
Table 14 - Average monetary value of reported quality issues for both factories 

 
JHB CPT 

2016 R            2 555 R               805 

2017 R            1 624 R            2 417 

2018 R            2 658 R            2 071 

 

As stated earlier, the value of the equipment used and manufactured in Cape Town 
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exceeds that of the products produced in Johannesburg. It is therefore important to 

note that the average value for quality issues from the Cape Town factory is very 

similar to that of the Johannesburg factory’s average quality issue values, as shown 

in Table 14. 

4.3 Questionnaire data 

It is mentioned in Chapter 3 that the population sample size of 90% was not 

achieved, at both factories, some of the employees were not available when the 

questionnaire was handed out. However, the 71% response rate is still suitable for 

the study, as a general consensus could be achieved from the data. It was stated 

that the data is reliable and valid. The full questionnaire is analysed within this 

section, indicating important factors and analysing the results for each factory. 

4.3.1 Demographic information 

This information section of the questionnaire consisted of the location of the factory 

where the employees worked, be it in Johannesburg or Cape Town. Next, they were 

asked to state their age range in which they fell, their years of service with the given 

factory, level of education, what sector they worked in, be it engineering or 

production, and if they were part of the management team. This section can be seen 

in Figure 2 below. 

 

Figure 2 - General information section of the questionnaire 

4.3.1.1 Factory location 

In this section, the only element that was answered completely was the factory 

location. According to this, 57.14% of the respondents hailed from the Johannesburg 

factory and 42.86% from the Cape Town factory. This is in line with what was stated 

in Chapter 3; namely that the Johannesburg factory had more employees compared 

to the Cape Town factory. 
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4.3.1.2 Age distribution 

The age distribution, illustrated in Figure 3, shows that the majority of employees 

from both factories were between 38 and 53 years of age, followed by the second 

biggest section, which relates to employees aged between 24 and 37. It is also 

important to note that not all the participants completed this section. Only 81% of the 

Johannesburg participants completed this section, compared to 83% of the Cape 

Town participants.  

  

Figure 3 - Age distribution between the two factories 

4.3.1.3 Years of service 

The years of service distribution, as illustrated in Figure 4, shows that for the 

Johannesburg factory, the majority of the employees had between 5 and 14 years of 

service with the factory, whereas the majority of employees had anything from less 

than 5 years to 19 years of service at the Cape Town factory. Within the 

Johannesburg factory, there were only 2 employees who had served the factory 

between 20 and 24 years. Cape Town had a single employee with more than 25 

years of service and one other with 20 to 24 years of service.  

Johannesburg age distribution 

16-23 24-37 38-53 54-72

Cape Town age distribution 

16-23 24-37 38-53 54-72
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Figure 4 - Years of service of employees from both factories 

It is also important to note that not all the participants completed this section. Only 

81% of the Johannesburg participants completed this section, compared to 83% of 

the Cape Town participants. 

4.3.1.4 Educational level 

The level of education distribution, as illustrated in Figure 5, shows that in the 

Johannesburg factory, the majority of the employees had a matric diploma, whereas 

the majority of employees had a diploma of some sort at the Cape Town factory. 

Within the Johannesburg factory, there were only two employees who had a post-

graduate degree. Cape Town had a single employee with a post-graduate degree 

and five employees with degrees. It is also important to note that not all the 

participants completed this section. Only 72% of the Johannesburg participants 

completed this section, compared to 71% of the Cape Town participants.  

Johannesburg employees' 
years of service distribution 
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Cape Town employees' years 
of service distribution 
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Figure 5 - Level of education distribution between the two factories 

4.3.1.5 Work section 

The section that enquires which section an employee works in did not deliver the 

results hoped for, as only 81% of the Johannesburg participants stated that they fell 

under the production section and none in the engineering section. Of the Cape Town 

employees, only 42% indicated the section they fell under, with 25% of the 

participants stating that they were part of the production section and 17% indicating 

the engineering section, while the remainder did not mark their section. 

4.3.1.6 Management 

The last section enquired if the employee was part of the management team or not. 

From the Johannesburg factory, 88% of the employees responded, with 9% stating 

that they were part of management and 79% stating that they were not part of 

management. From the Cape Town factory, 84% responded to this section, with 

21% stating that they were part of management and 63% stating that they were not. 

4.3.2 The organisational culture assessment section 

The drive behind this section in the questionnaire was to determine the overall 

cultural drive within the organisation. This was achieved by testing the six key 

dimensions within any organisation, namely the general characteristics among 

employees and managers; how leadership is perceived in the work environment; 

how managers manage their subordinates; what keeps the organisation working in 

harmony; how driven is the organisation to follow the strategies set in place to drive 

Johannesburg level of 
education distribution 
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distribution 
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it; and finally, how well the organisation implements its strategies. These dimensions 

are tested in the following sections, from where the overall culture can be 

determined. The results discussed in the following sections are the average values 

obtained from the results of the questionnaire for both factories. 

4.3.2.1 Workplace characteristics 

As the name suggests, this dimension determines the overall characteristics that are 

portrayed by the employees of the organisation. This indicates whether the 

organisation is inclined to take risks to achieve goals or to put in place formalised 

structures to drive their subordinates to reach goals (Roberts, 2016). The results 

from this section are shown in Figure 6. 

From Figure 6 below, it can be seen that all the cultures are represented rather 

evenly within this section, indicating that it is a relatively balanced culture with the 

rational culture leading the overall culture. The Johannesburg factory showed that it 

had a stronger group culture than the Cape Town factory, indicating that they felt 

more like a family, but not by much, as the difference between the two was minimal. 

The same was noted for the development culture, as Johannesburg had a higher 

representation of this culture, which states that they felt more like a dynamic 

organisation. However, this difference is also minimal. Cape Town has a slightly 

higher representation of the rational culture, suggesting that they are more product 

and task orientated as a whole, but as with the other, only slightly. For the 

hierarchical culture, the difference between the two factories was negligible, showing 

that they had the same drive towards formalised structures, and was driven by 

procedures. 
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Figure 6 - Cultural representation of workplace characteristics 

It can, therefore, be affirmed that the three cultures driving the characteristics of both 

factories were the development, rational and hierarchical cultures. The only marginal 

difference is that the Johannesburg factory’s employees had a higher group culture, 

showing that they felt more like a family, compared to the Cape Town factory’s 

employees. 

4.3.2.2 Leadership 

Within all aspects of life, leadership plays a key role, as it helps to give guidance to 

others in different facets of life. This is the same for an organisation, as leaders have 

the ability to drive the workforce, in a good or a bad manner. It is also important to 

note that a leader has the capability to grow a work-culture within an organisation, 

thus this section indicates what the perceived culture is that is taught at the factories 

(Roberts, 2016). The results can be seen in Figure 7 below. 

From the illustrated results below, it was perceived that the majority of values were 

similar for both factories, with the exception of the hierarchical culture. The 

hierarchical culture was the most dominant culture for the Johannesburg factory, 

whereas the hierarchical and rational cultures shared the same weight in the Cape 

Town factory. The rational culture was ranked second highest at the Johannesburg 

factory. What this entails is that, in a hierarchical culture, the focus of the leaders is 

to coordinate and organise processes, making them more efficient, whereas the 
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rational culture creates drivers of production, as well as promoting competition 

amongst themselves. 

 

Figure 7 - Cultural representation of organisational leadership 

The group culture is ranked lowest by both factories, with the Cape Town factory 

scoring higher than the Johannesburg factory on this section. The development 

culture was listed as the third-highest for both factories, with the Johannesburg 

factory scoring higher than the Cape Town factory on this section. What the group 

culture entails is that the leaders serve more as mentors and facilitators, whereas the 

development culture is more driven towards innovation. 

4.3.2.3 Employee management 

This dimension falls in the same realm as the previous section, as it has to do with 

how the employees are treated by the managers and their overall perception of this 

process. It also indicates what style the managers prefer to use to manage their 

subordinates, thus building a certain culture in this process (Roberts, 2016). The 

results can be seen in Figure 8 below.  

From the results shown below, it was clear to see that this section showed a bigger 

difference between the two factories within all four cultures. Both the Cape Town and 

the Johannesburg factories rated the rational culture highest, followed by the group 

culture, then the hierarchical culture and ending with the development culture. The 

Johannesburg factory had a higher rating for the rational, hierarchical and group 
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cultures, while the Cape Town factory had a higher rating for the development 

culture.  

 

Figure 8 - Cultural representation of employee management 

This indicated that the Johannesburg factory is managed in a goal-directed manner, 

driven toward achieving targets, whilst promoting teamwork and participation, while 

monitoring the progress of the employees, ensuring predictability. For the Cape 

Town factory, innovative techniques, flexibility in working capabilities, and 

uniqueness were encouraged, whilst promoting teamwork and competitiveness 

amongst colleagues.  

4.3.2.4 Organisational bonds 

Bonds are powerful tools used by organisations to promote loyalty amongst their 

employees, towards the organisation as well as its products and services. The 

stronger the bond, the greater the loyalty towards the organisation is. This also has 

the opposite effect when there is a weak bond. Thus, this dimension determines the 

quality of the bond between the employees and their organisation (Roberts, 2016). 

The results are shown in Figure 9. 

From the results shown below, it was clear to see that this section revealed a 

difference between the two factories within all four cultures. The Cape Town factory 

rated the group culture highest, followed by the development culture, then the 

hierarchical culture, ending with the rational culture. For the Johannesburg factory, 
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the highest-rated culture was the hierarchical culture, followed by the group culture, 

then the rational culture, ending with the development culture. 

 

Figure 9 - Cultural representation of organisational bonds 

The Cape Town factory’s cultural representation rated higher for the group, the 

development and the rational cultures, whereas the Johannesburg factory rated 

higher on the hierarchical culture. This indicated that the Cape Town factory was 

more inclined to trust their fellow employees and had a higher form of loyalty towards 

the factory and its products. They had the freedom to think innovatively about 

development within their roles, whilst being driven towards production and goal 

accomplishments. The Johannesburg factory was bonded through policies, 

procedures and rules that were enforced. 

4.3.2.5 Strategic emphasis 

Within organisations, various strategies and approaches are defined and examined. 

From these strategies and approaches, it is determined what the best approach or 

strategy will be to use for a given scenario. The strategic emphasis of an 

organisation, therefore, indicates the general nature of the given organisation and 

the general direction the organisation is moving in. Thus, this dimension determines 

which general emphasis on strategies the factories have (Roberts, 2016). The 

results are shown in Figure 10. 
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From the results shown below, it was clear to see that this section differed in some 

cultures, whereas the other cultural group results were closer together. The Cape 

Town factory rated the rational culture the highest, followed by the development 

culture, then the hierarchical culture, ending with the group culture. For the 

Johannesburg factory, the highest-rated culture was the hierarchical culture, followed 

by the rational culture, then the development culture, ending with the group culture. 

 

Figure 10 - Cultural representation on strategic emphasis 

As the group culture values for both organisations were the lowest and the same 

value, it could be concluded that both organisations had little trust and openness 

amongst themselves. They also lack in the participation of human development. Both 

factories listed development as the second-lowest culture, stating that they do try to 

meet challenges with new resources, although reluctantly. For the Cape Town 

factory, the rational culture was rated the highest, thus showing that they were more 

driven through their achievements and competitive actions. The hierarchical culture 

was rated the highest by the Johannesburg factory, indicating that they focused 

more on stability within the factory than permanence. 

4.3.2.6 Successful strategy implementation 

In conjunction with the previous dimension, the strategy implementation process 

applies the chosen approaches and strategies and implements it within the 

organisation. This dimension determines how the culture within the organisation 
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uses this process to successfully implement a strategy within the organisation 

(Roberts, 2016). The general result for this section is shown in Figure 11. 

 

Figure 11 - Cultural representation on successful strategy implementation 

From the results shown above, it was clear to see that this section also differed in 

some cultures, since the other cultural group’s results were rated closer to each 

other. The Cape Town factory rated the rational culture the highest, followed by the 

development culture, then the hierarchical culture, ending with the group culture. For 

the Johannesburg factory, the highest-rated culture was the rational culture, followed 

by the development culture, then the group culture, ending with the hierarchical 

culture. 

As the rational culture values for both organisations were rated the highest, it could 

be deduced that both organisations had a high drive towards their market share and 

penetration capabilities within their market segment. For the Cape Town factory, the 

development culture was rated the second-highest, stating that they pride 

themselves on the utilisation of their innovativeness within the factory, supplying 

unique products and applying strategies successfully. The Johannesburg factory 

rated the development and group culture evenly, indicating that they follow a unique 

process in strategy implementation, but that they also focus on completing it as a 

team, utilising the development of their members in the process, which is listed as 

the lowest priority within the Cape Town factory. The hierarchical culture was rated 
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the lowest for the Johannesburg factory and second-lowest for the Cape Town 

factory, indicating that they did not focus on an efficient method to implement 

strategies. This showed that both factories focus more on implementing unique 

strategies and promoting market share growth. 

4.3.3 Productivity and quality management 

This section of the questionnaire checked whether the factories deemed productivity 

or quality more important. As shown in Figure 12, it can be inferred that both 

organisations deemed productivity to be more important, with the Johannesburg 

factory rating it the highest. The most significant difference is that the Cape Town 

factory rated that quality was also important, as the difference in rated values was 

less than 5%. This indicated that they were more conscious of their quality during 

their production, compared to the Johannesburg factory. 

 

Figure 12 - Productivity and quality measurements for both factories from the questionnaire 

4.4 Organisational culture 

From the questionnaire data, as discussed in the previous section, the results could 

be tabulated together for each culture. The process starts by adding all the group 

culture values together for all six sections. This result was divided by six to get the 

overall cultural value for the given culture. This process was repeated for the other 

three cultures as well. The result of this process indicated the resulting culture of the 

given factory. As there were four cultural groups, the results were displayed within a 

quadrant format, which indicated the cultural spread of each factory. 
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The Cape Town factory’s general culture was determined first, as shown in Figure 

13. The resulting values indicate that they had a strong rational culture within the 

factory. The factory had the same drive towards a development culture as it had 

towards a hierarchical culture. The lowest rated culture within the organisation is the 

group culture. This showed that they were a task-driven factory, striving towards an 

efficient workspace with clear goals. They were also given some form of flexibility to 

grow and be innovative, but all within a controlled and predictable environment. The 

group culture was rated the lowest, which indicates that the culture cared the least 

about teamwork. Participation was not seen as a priority, neither was the 

empowerment of team members nor their ideas. In general, the factory’s work 

culture was driven by both internal and external factors controlled by procedures. 

 

Figure 13 - Cape Town factory’s work culture 

The Johannesburg factory’s general culture was determined next, as shown in 

Figure 14. The resulting values stated that they had a strong hierarchical culture 

within the factory as well as a rational culture. They had a similar drive towards a 

development culture as they had towards a group culture. This indicated that they 

were a centralised, managed factory, driven by predictable outcomes, control and 

stability. This was done through task focusing, clearly stating targeted results. The 

factory aimed to be efficiency driven while being performance-driven. Flexible 

teamwork was not a big drive within the factory, and creativity, idea generation and 

innovation were not key focus areas for them. In general, the factory’s work culture 

was driven by internal factors controlled by procedures. 
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Figure 14 - Johannesburg factory’s work culture 

If the two factories’ cultures were put together, as shown in Figure 15, it could be 

seen that the Johannesburg factory was far more hierarchical culture driven than the 

Cape Town factory. The Cape Town factory, on the other hand, was more 

development culture driven than the Johannesburg factory. This showed that the 

Johannesburg factory’s culture was more inclined to be internally focused, whereas 

the Cape Town factory’s culture was more externally focused. Looking at the group 

culture and the rational culture, both factories rated them similarly. The 

Johannesburg factory rated their group culture slightly higher while the Cape Town 

factory rated their rational culture higher. However, as both factories rated their 

rational culture higher than the group culture, it could be deduced that their work 

cultures were based more on procedures and control than on flexibility and 

innovation. 

As stated in Chapter 2, a quality-driven culture is an organisation that has a strong 

group culture, a strong development culture, and a strong rational culture, yet it 

should still have the presence of a hierarchical culture. From the two factories above, 

the factory representing this statement the best, was the Cape Town factory, as it 

was dominant in the three cultural groups requiring a strong presence, even though it 

had the smallest presence of the two factories within the hierarchical culture. From 

this, it could be inferred that the Cape Town factory had the most significant 

tendency towards a quality-driven culture. 
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Figure 15 - Work culture comparison 

4.5 Quality-driven culture impact 

This segment combines the results from both the historical data and the 

questionnaire to determine possible correlations and conclusions that can be 

created. The general conclusions from this section are discussed in Chapter 5. 

4.5.1 Reported quality issues compared to the factory culture 

Taking the statement made above into consideration, a quality-driven culture might 

not be the most productive culture, but should have a lower number of reported 

quality issues. Looking at the data obtained from the historical records on quality 

issues, listed in Tables 13 and 14, it could be seen that the number of reported 

quality issues declined for the Cape Town factory, whereas the Johannesburg 

factory’s numbers increased, although minimally. The average costs incurred on 

products also favoured the Cape Town factory, as the value of the products 

outweighed that of the Johannesburg factory, whilst their average costs on quality 

issues were listed within the same value range. 

This then indicated that the Cape Town factory had fewer reported quality issues, as 

well as a lower capital layout for the quality issues that get reported in general. This 

showed that the factory with a higher tendency towards a quality-driven culture was 

driven to reduce quality issues whilst ensuring that the overall costs for quality issues 

were kept as low as possible. 
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4.5.2 Factory drive towards productivity or quality 

As mentioned above, a quality-driven culture might not be the most productive 

culture, but its aim is to reduce quality issues in general. This was illustrated in 

Figure 12, where both factories indicated their biggest drivers, be it productivity or 

quality. The results stated that the Cape Town factory rated productivity higher, but 

they rated quality higher than the Johannesburg factory. It is also important to note 

that even though the Cape Town factory rated productivity higher, the difference 

between the productivity rating and the quality rating is only 4% compared to the 

15.5% difference of the Johannesburg factory. 

4.6 Chapter summary 

Taking the gathered data from both the historical data and the questionnaire data 

into consideration it was concluded that the Cape Town factory had the highest 

tendency for a quality-driven culture. The Cape Town factory had a strong 

representation in the rational and development culture quadrants and a small 

representation in the hierarchical quadrant. The only section that was lacking was in 

the group culture quadrant, as it was important to have teamwork within an 

organisation. Teamwork helps to promote the quality-driven culture through the 

empowerment of team members. 

It was also indicated by the historical data that the Cape Town factory had less 

reported quality issues, and lower quality-issue cost implications for higher valued 

products. It was also shown that even though the production requirement increased 

for the Cape Town factory, the overall quality issues reported, decreased. 
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Chapter 5:  Conclusion and recommendations 

5.1 Introduction 

Time is money, and quality issues tend to cost customers time and money. Thus, the 

reason why people are considering quality as an important factor when choosing a 

given product, is becoming more prominent (Esa & Yusof, 2017:400; Sreedharan et 

al., 2017:361-362). Following this train of thought, it can also be deduced that if an 

organisation does not deliver quality products, it will cost them time and money to 

rectify quality issues or suffer reputational damages within the market. The benefits 

from utilising a good quality structure within an organisation tends to promote quality 

work, job satisfaction, and good morale (Kafetzopoulos et al., 2015:393-394; 

Prístavka et al., 2016; Sreedharan et al., 2017:361-362). From this, a quality-driven 

culture will start to grow, one that promotes and strives to achieve quality (Gambi et 

al., 2015:1477).  

The main focus of the study was to determine if a quality-driven work culture actually 

had a better financial impact on an organisation, even if it meant a lower productivity 

ratio, compared to other work cultures. A comprehensive literature study was 

conducted on this problem statement, to determine if it was worth the while to 

investigate the given statement. The literature study conducted in Chapter 2 

prompted interesting findings that indicated that it would be valid to investigate the 

given claim, as multiple work cultures deliver varying results. A more thorough 

investigation was done on the literature dedicated to work productivity, in correlation 

with the organisation’s work culture, and how it affects it production-wise and 

financially. These results were used to drive the design of the questionnaire, to 

check the overall work culture within the organisation, and how it impacted the 

production and quality within the organisation. 

Once the literature proved that the study could be viable, an empirical study was 

done, to determine the methods that should be utilised to get the best results from 

the study, in order to indicate how the population should be selected and which 

instruments were required to gather and process the data. Chapter 3 was dedicated 

to this process, taking into account the ethical and managerial implications as well as 

the validity and reliability tests of the instruments used to gather the required data. 

The instruments selected were of a quantitative nature, analysing the organisation's 
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historical records for both factories and a questionnaire utilising a five-point Likert 

scale.  

The data obtained from the instruments indicated in Chapter 3 was processed and 

discussed in Chapter 4. This section took the data from the historical records and 

presented it in an illustrative and table format. It also took the data obtained from the 

questionnaire and illustrated the results from each section on a graph. The overall 

results were discussed where relevant. 

This leaves the conclusions and possible recommendations for future studies, which 

are discussed in this chapter. The results obtained are measured against the study 

objective, as stated in Chapter 1. It will determine if the study yielded the expected 

results or if it came to another conclusion altogether. 

5.2 Evaluation of the study 

It was indicated in the literature study, that organisational cultures play a big role in 

the overall performance of any organisation, as well as determining the overall 

effectiveness of the organisation (Valmohammadi & Roshanzamir, 2015). This 

proved how the need to understand organisations’ work cultures had pushed 

researchers to develop an organisational work-culture tool to determine the cultures 

within different organisations (Belias et al., 2015). This tool was also utilised within 

this study to determine the general work-cultures within both factories.  

5.2.1 Historical data 

The historical data was obtained from the managing director of each factory. The 

data was obtained from their historical archive, which indicated the number of 

products that were produced by each factory, the combined value of all the projects 

delivered, the number of quality issues reported and the total value of the quality 

issues reported. The accumulated data for three years was supplied, as it was the 

only viable data that was captured within their historical data system after the 

amalgamation of the two factories. From the data it could be seen that the Cape 

Town factory experienced a huge growth rate over the past 3 years, increasing from 

379 to 870 product units. The Johannesburg factory also showed a fluctuation, as it 

declined from 8 462 product units to 8053, and then increased to 11 422 product 

units. This was all due to a shift within the organisation, as some product 
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manufacturing moved to one factory, which caused the decline at the other. The 

other shift that happened was an increased demand for products, due to the addition 

of a new buyer into the market. 

It was stated in Chapter 4 that the average product value between the two factories 

differs vastly. This is due to the type of product that is manufactured at each factory. 

The Cape Town factory manufactures predominantly complex refrigeration 

equipment, which requires expensive apparatus and skilled individuals to assemble 

the products. The Johannesburg factory manufactures heat exchangers for 

refrigeration equipment as well as a small range of refrigeration articles, which also 

requires high-value equipment but not at the scale of the Cape Town factory. 

The data also showed that the reported quality issues decreased every year for the 

Cape Town factory, whereas it stayed stagnant for the Johannesburg factory. This 

indicates that the Cape Town factory invested in reducing quality issues, whereas 

the Johannesburg factory tried to manage it. The results collected from the 

questionnaires and reported in this study sought to explain the above discussion. 

5.2.2 Questionnaire results 

The questionnaire was developed from an existing questionnaire, which is used to 

determine organisational work-cultures. This questionnaire was adapted to better 

suit the study within a production environment, as both factories investigated for this 

study were manufacturing factories for refrigeration equipment. The original 

questionnaire (Roberts, 2016), consists of six dimensions, used to determine the 

overall work-culture of the factory. An additional section was included in the 

questionnaire for this study to determine what the factories deemed more important, 

quality or production. 

The questionnaire data was subjected to reliability and validity tests to ensure that 

the data received could be successfully implemented within the study. The general 

reliability of the questionnaire was acceptable. The reliability test was also done on 

each culture, and the overall consensus was that the study as a whole generated 

reliable data. 

From the results, it was determined that the Cape Town factory had the best 

tendency to become a quality-driven culture, as they had a strong presence within 
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the development culture and the rational culture. They also had a smaller presence 

in the hierarchical culture section. The only section that kept them from being a 

complete quality-driven culture was the small representation of their group culture. 

This is a requirement for a quality-driven culture (Gambi et al., 2015). They should 

therefore have a strong group culture in the organisation, as the culture can predict 

the process quality and process innovation required by the organisation, thus stating 

that the team needs to be flexible.  

The Johannesburg factory showed a strong tendency towards the rational and 

hierarchical cultures, indicating that they felt that they were driven by rules, 

regulations and uniformity. As a result of the hierarchical culture, they were also 

goal-orientated, which they perceived as an additional form of control. This came 

from the rational culture side. Taking into consideration the description of productivity 

it could be deemed that according to the work-culture demonstrated by them, the 

Johannesburg factory could be seen as having a production-driven culture (Bänziger 

et al., 2016; Business Dictionary, 2019b; Quinn, 2018). 

This concludes the premise of this study, which was to determine which work-culture 

would be the most beneficial for the organisation as a whole. The last section of the 

questionnaire also helped to prove this statement. The results illustrated that even 

though both factories rated productivity higher than their concern for quality, the 

Cape Town factory’s result was higher than that of the Johannesburg factory. It was 

also noted that the difference between the productivity rating and the quality rating, 

for the Cape Town factory, was minimal, stating that even though they were 

production-driven they were almost equally quality-driven. 

5.2.3 Combined results 

By taking the data from the historical records as well as the questionnaire into 

account, it could be concluded that the Cape Town factory, which is more inclined 

towards a quality-driven culture, promoted quality work in their production, as they 

had a reduction of 27 quality issue reports whilst producing an additional 52 

products, compared to 2017’s data. The Johannesburg factory also managed their 

quality issues, if one takes into account that their production requirements increased. 

They had an increase of two additional reports compared to the previous year, with 

an overall production increase of 3 369 product units, compared to 2017’s data. 
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To determine the productivity for the two factories, the increase in production was 

taken for each year, and the average was then calculated, as shown in Table 15 

below. As shown, the factory with the highest productivity growth is the Cape Town 

factory, which indicates that they did not just decrease their reported quality issues 

but also improved their overall productivity. 

Table 15 - Average productivity growth of both factories 

 2016 2017 2018 

Johannesburg factory 

Production 8462 8053 11422 

Productivity growth Y/Y 
 

-5% 42% 

Average growth 
  

19% 

Cape Town factory 

Production 379 818 870 

Productivity growth Y/Y 
 

116% 6% 

Average growth 
  

61% 

 

It could be concluded from the data analysed, that the quality-driven work culture 

was more productive than the production-driven culture. However, it would be biased 

to state that this was a fact for all manufacturing factories, as this conclusion was 

only based on three years’ worth of data. Thus, the results lack some reliability, as 

more data could deliver greater clarity on this statement. 

5.3 Conclusions 

Now that all the data has been concluded and discussed, it is important to determine 

if the primary objective of the study was reached. Taking all the data into account, 

one can say that within this study, a quality-driven culture is more productive and 

also more financially viable within a production environment. Therefore, it can be 

concluded that the research objective was met in this study. 

The secondary objectives stated for this study were also met, as Chapter 2 

presented an extensive literature study, dedicated to listing the different work 

cultures within an organisation, their characteristics as well as what influenced them. 

It was also indicated what work culture could be identified as a quality-driven culture. 

From these studies, it was concluded what the effect such a work culture could have 
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on an organisation. The last objective was also determined through the literature 

study in Chapter 2, the questionnaire indicated in Chapter 3 and the results from the 

questionnaire, which was discussed in Chapter 4. The results indicated the overall 

culture of both factories, which was referenced to the literature in Chapter 2, from 

where the conclusion was created. 

Therefore, it can be inferred that the research question for this given study has been 

answered. It is also important to note that these results only reflect the outcome of 

the investigated organisation, and that results could differ for other manufacturing 

organisations. 

5.4 Limitations of the study 

The following limitations, which were predicted in Chapter 1, were realised 

throughout the course of the study: 

 The information gathered from both the questionnaire and the historical data 

might not be applicable to other manufacturing organisations, as all 

manufacturing organisations have different work cultures. 

 All the questionnaires were completed by male participants therefore no female 

perspective was available within this study. 

 Within both factories, there were participants who did not complete the 

questionnaire in full but only partially. 

 A higher response rate was expected from both factories, which could have led to 

a better representation of the population. 

 Which was not anticipated was not being able to get all the employees together 

to discuss the purpose of the questionnaire was also deemed as a limitation. 

5.5 Recommendations 

This study was conducted on a small organisation, stating that very limited data was 

available to determine the overall success of this study. Due to the small sample 

size, a less intricate statistical evaluation had to be done, as the data points from the 

questionnaire were too few to do a full factor analysis on the data received. It was 

also indicated that the historical data for the study was only based on three years, 

due to the available information. Thus, the following recommendations were made 

for potential future studies: 
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 Ensure that more people partake in the study to acquire more data to conduct 

more statistical evaluations. 

 A longer period will be required for the historical data. Ideally more than five 

years’ worth of data should be available to draw a better conclusion from the 

data. 

 Supply the questionnaire to the factories twice a year to determine if the overall 

work culture indicated stays the same over a period of time. 

 Ensure that the respondents partaking in the questionnaire understand the full 

purpose of the study, thus supply them with a proper introduction into the study. 

5.6 Managerial implications 

The management of the organisation will benefit from this study, as they will be able 

to determine what the general culture is within the given manufacturing factory and if 

different cultures have different influences on production. They will be able to act 

upon that given culture, either by changing it to the culture required to enhance their 

employees or to promote the given culture and possibly increase production. This 

will aid management to adopt a new style of leadership, which could promote the 

required culture within the organisation. 

It will help management to determine factors that could improve the work 

environment and work satisfaction of their employees, ensuring a more harmonious 

working environment, which has the ability to adapt to changes whilst still keeping 

the employees loyal to the organisation. 

5.7 Suggestions for future research 

Going through the study takes one on a journey of different work cultures, learning 

what makes them unique, what drives them, and what benefits they deliver to an 

organisation. An organisation is a living and breathing organism, made out of its 

employees, equipment and products. To ensure that the organism grows and 

performs optimally, the best work culture needs to be implemented. Therefore, it is 

crucial to first investigate what the current work culture of an organisation is, as 

trying to implement a different culture could be met with hostility. If the general work 

culture is known, strategies could be developed to persuade the organisation 
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towards the required culture. This will be possible with the right leadership roles and 

support from the organisation’s subordinates. 

As this study was conducted on a single organisation, it could be concluded that the 

following suggestions should be looked into for future studies: 

 Investigate different manufacturing facilities to determine if a given work culture 

has similar results in different work environments. 

 A possibility to develop a work culture tool that is specifically designed for South 

African industries. 

 Determine how a quality-driven culture impacts a service-driven organisation 

compared to that of a manufacturing organisation. 

As time progresses, more suggestions will be made available for future researchers 

to consider. It is important to note that work-cultures are difficult to determine, as it 

tends to be a unique living organism, thus results will vary as time goes on. 

Therefore, it is important to ensure that the tools used to determine the work culture 

is up to date and free from biases. 

5.8 Chapter summary 

All studies start with a research question, this is what drives a researcher to 

investigate the question and determine its feasibility. This study was conducted in 

the same manner. It started with the general research question, from where the 

possible research methodology was chosen. An investigation was done on similar 

aspects to build upon the need to investigate the given research question. This led to 

the application of the research tools to gather critical information to help prove or 

disprove the research question. This was followed by the gathering and processing 

of the data and establishing its validity and reliability. After the processing was 

completed, results and conclusions could be made, from where it was determined if 

the research question could be proven or not. 

It is clear from this study, that the research question and its objectives were all met 

with a positive outcome, as it proved to be true. However, it needs to be noted that 

additional information is important for the study, to ensure that more data points are 

used to draw a comprehensive conclusion for the given organisation. 
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Thus, the section was concluded with recommendations to improve future studies in 

this particular field and the particular organisation. Other possible future studies were 

also suggested for future researchers to investigate, if they saw fit, the quality-driven 

cultures in different organisations. 
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Ethics Informed Consent Form 

North West University – South Africa 

Master in Business Administration 

Title of study: The effect a quality culture has on product quality in a 

production environment 

Field of Study: Operational Management   Researcher: N du 

Plessis 

Email: duplessis.nw@gmail.com     Cell: 082 221 1315 

Dear participant 

This informed consent form is to supply you with some background information on 

the given project, giving you the choice to determine if you would like to partake in 

the research or not. The data supplied by yourself will be of great value towards the 

study, as you hold the expertise within a production environment, which can be used 

to determine the nature of your daily experiences within the work environment.  

The information supplied by you within this study will be used in a mini-dissertation to 

complete my MBA degree. The information supplied by you through the given 

questionnaire will be kept confidential and anonymous. The data from all the 

questionnaires will be analysed and used to prove or disprove the problems stated in 

the research. 

The questionnaire will be done several times, as to determine the correlation 

between the quantitative results and the qualitative results within the research. The 

questionnaire will start with your demographic information (level of employment, age, 

location). The next sections will have questions that will need to be ranked by 

yourself as to what you strongly agree, agree, disagree or strongly disagree with.  

As stated above, the questionnaire is voluntary, thus no remuneration will be 

supplied to any participants of the study. By signing this document, you give consent 

to partake in the research study. 

Thank you for assisting in this process, as your input is greatly valued. 

 

Signature       Date 

 

Researcher Signature      Supervisor Signature 

mailto:duplessis.nw@gmail.com
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46 1 2 3 4 5

47 1 2 3 4 5

48 1 2 3 4 5

49 1 2 3 4 5

50 1 2 3 4 5

51 1 2 3 4 5

52 1 2 3 4 5

53 1 2 3 4 5

54 1 2 3 4 5

Section G: Quality and Productivity Managment

Good communication makes me work more productive

When health and safety procedures are followed it makes me more productive

Delivering quality work makes me less productive

I will meet my deadlines even if I have to work with poor quality products

I would rather meet quality standards then production targets

Procedures make me more productive

I feel less productive when I have to first inspect other sections work quality

Receiving a product of good quality makes me feel more productive

I am less productive if I am pushed to meet deadlines
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