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ABSTRACT

THE RELATIONSHIP BETWEEN ORGANIZATIONAL CULTURE AND
ORGANIZATIONAL COMMITMENT AT MANUFACTURING COMPANIES IN
KUCHING, SARAWAK

Cynthia Saint Jun Anak Judah

This study aims to investigate the relationship between organizational culture traits (involvement,
consistency, adaptability, mission) and organizational commitment in manufacturing companies
in Kuching, Sarawak. A quantitative method is applied in the study where the data are collected
by using an online questionnaire from 100 respondents of employees who are currently working
at manufacturing companies in Kuching. The data collected are analyzed using descriptive
statistics and inferential statistics through Statistical Package for Social Sciences (SPSS) version
26. Independent Samples T-Test, One-Way ANOVA, and Pearson Correlation are used to test the
research hypotheses and research questions. The findings of this study discovered that the
organizational culture traits namely involvement, consistency, adaptability, and mission have a
significant positive relationship with organizational commitment. In addition, the study also found
that the demographic factors (gender, age, ethnicity, education level, marital status, type of
organization, total number of employees, department, and length of service) and organizational
commitment have no significant difference. The findings from this study may contribute to the
knowledge and theory, methodology, human resource practitioners, and policy. Furthermore, there
are several recommendations proposed to the human resource practitioners, organizations, and
future researchers as well.

Keywords: organizational culture, involvement, consistency, adaptability, mission, demographic
factors, organizational commitment, manufacturing companies
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CHAPTER ONE
INTRODUCTION
1.0 Introduction
This study was conducted to determine the relationship between organizational
culture and organizational commitment among employees in manufacturing companies at
Kuching, Sarawak. The research objective was to investigate the organizational culture
according to the four culture traits by using the model of Denison (1990) towards
organizational commitment. The background of this study was elaborated in this chapter.
Other than that, the researcher explained the problem statement which referred to the reasons,
evidence, and gaps in this study. In addition, this chapter described the objectives for the
study which consisted of general objectives and specific objectives. The objective served as a
guide and excavation for the researcher to obtain the findings in this study. This study further
describes the research hypothesis which is to estimate the findings to be acquired. Conceptual
framework and definition of terms are also included in this chapter to provide a clear and indepth understanding of this study.
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1.1 Background of Study
Organizational culture is the most crucial element in enhancing employee
commitment in an organization. As stated, that culture is the power of an organization that
impacts on higher commitment in the organization. The cultural conception has been
clarified in diverse ways. Organizational culture referred to shared values, norms, attitudes,
and assumptions that influence how people act and how things are done. Culture has been
described by Dolan & Lingham (2012) as a collection of values and beliefs that decide what
behaviors are appropriate and expected for a given group. They also claimed that nations,
religious and ethnic groups have their own cultures, including organizations. Robin & Judge
(2013) endorsed the concept by defining culture as a mutual meaning system kept by the
members of the specific community that differentiates the organization from others. As
proclaimed by Meyer & Allen (1991), organizational culture is the precedent of
organizational commitment. This implied that culture is the foundation for enhancing the
commitment of the organization. Denison & Mishra (1989) developed an organizational
culture and effectiveness model based upon the four organizational culture traits. The
previous study on culture traits indicated that not all the traits have a significant relationship
with organizational commitment. Organizational commitment referred to the condition when
employees are fully contributed to the organization. As proclaimed by Mowday et al. (1979),
organizational commitment is the situation of vigorous employee relationship with the firm, a
relationship in which the individual is eager to do something for the organization's purpose.
According to Mitic et al. (2016), organizational culture has a positive impact on
organizational commitment. The upper manager should strive to increase the organizational
culture to maintain a higher employee commitment. As proclaimed by Tharikh, Ying, & Saad
(2016), when the employee and the organization are enthusiastic about maintaining the
employer-employee relationship, a higher organizational commitment is derived. Therefore,
this study focused to discover the relationship between organizational culture and
organizational commitment among employees in manufacturing companies at Kuching,
Sarawak.
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1.2 Statement of Problem
There are various perceptions on the past research findings that lead to the topic
of discussion among researchers. The past research by various researchers has shown there is
a significant relationship between organizational culture and organizational commitment.
Previous research conducted in Jordan by Aranki, Sufian & Sweis (2019) focused on the
types of organizational culture significantly correlated with organizational commitment. The
researchers suggested including the mediator variable which was job satisfaction for the
correlation between the two variables (Aranki, Sufian & Sweis, 2019). Another research by
Azizollah, Abolghasem & Amin (2015) in Zahedan University found a significant correlation
between the two variables which consisted of affective, continuance, and normative
commitment among the personnel of the university. There was similar research conducted by
Bizuneh (2016) which found organizational culture traits namely involvement, consistency,
adaptability, and mission on employee commitment in Ethiopia significantly correlated
except for consistency trait. This outlined that not all cultural traits have a significant
relationship with employee commitment. So, this needs further research on organizational
traits that impacts organizational commitment. The research in Malaysia by Rashid,
Sambasivan, and Johari (2003) analyzed corporate culture positively correlated with
organizational commitment. Yiing & Ahmad (2009) examined the impacts of role mediators
in organizational culture towards job satisfaction and organizational commitment indicated
only supportive culture has a positive influence. There is a lack of research in the targeted
industry as past research was conducted in health care centers (Hamidi et al. 2017), banks
(Khalili, 2014; Atfraw, 2019), and education organizations (Azadi et al. 2019). Besides that,
there is a lack of research on organizational culture traits that have been conducted in
Malaysia.
Therefore, there is still the need to expand on the organizational culture research
especially in manufacturing companies to measure its relationship with organizational
commitment in Malaysia.
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1.3 Research Objectives
1.3.1 General Objective
The purpose of this study was to investigate the relationship between
organizational culture and organizational commitment in manufacturing companies at
Kuching, Sarawak.

1.3.2 Specific Objectives
i.

To determine the demographic attributes (gender, age, education level, marriage
status, type of organization, total number of employees, department, and length of
service) of the employees.

ii.

To determine if there is any significant difference between gender and
organizational commitment.

iii.

To determine if there is any significant difference between age and organizational
commitment.

iv.

To determine if there is any significant difference between ethnicity and
organizational commitment.

v.

To determine if there is any significant difference between education level and
organizational commitment.

vi.

To determine if there is any significant difference between marriage status and
organizational commitment.

vii.

To determine if there is any significant difference between type of organization and
organizational commitment.

viii.

To determine if there is any significant difference between total number of
employee and organizational commitment.

ix.

To determine if there is any significant difference between department and
organizational commitment.

x.

To determine if there is any significant difference between length of service and
organizational commitment.

xi.

To identify the relationship between involvement and organizational commitment.

xii.

To identify the relationship between consistency and organizational commitment.
4

xiii.

To identify the relationship between adaptability and organizational commitment.

xiv.

To identify the relationship between mission and organizational commitment.

1.3.3 Research Question
RQ1: What are the demographic attributes (gender, age, ethnicity, education level,
marriage status, type of organization, total number of employees, department, and length of
service) of the employees?

1.4 Research Hypotheses
The research hypotheses were to discover the difference between demographic
factors and organizational commitment. Next, to identify the relationship of four
organizational culture traits which consisted of involvement, consistency, adaptability,
mission, and organizational commitment.

Demographic Factors
H01: There is no significant difference between gender and organizational commitment.
H02: There is no significant difference between age and organizational commitment.
H03: There is no significant difference between ethnicity and organizational commitment.
H04: There is no significant difference between education level and organizational
commitment.
H05: There is no significant difference between marriage status and organizational
commitment.
H06: There is no significant difference between the type of organization and organizational
commitment.
5

H07: There is no significant difference between the total number of employees and
organizational commitment.
H08: There is no significant difference between the department and organizational
commitment. H09: There is no significant difference between the length of service and
organizational commitment.

Organizational Culture
H010: There is no significant relationship between involvement and organizational
commitment.
H011: There is no significant relationship between consistency and organizational
commitment.
H012: There is no significant relationship between adaptability and organizational
commitment.
H013: There is no significant relationship between mission and organizational commitment.

1.5 Conceptual Framework
The main objective of the research was to discover the relationship between
organizational culture and organizational commitment based on the framework of four
cultural traits developed by Denison (1990). Besides that, this research also investigated the
difference between the selected demographic factors and organizational commitment.
Therefore, the independent variables were the organizational culture and demographic factors
while the dependent variable was the organizational commitment. Denison's frameworks
provided a guide for the researcher to explain the corporate culture broadly. This framework
has been used by many researchers in diagnosing the problem related to culture in
organizations. For this study, the researcher adopted the modified version of Denison's model
by Bizuneh (2016). The modified framework is shown below:
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Independent Variables

Dependent Variables

Demographic Factors
•

Gender

•

Age

•

Ethnicity

•

Education Level

•

Marriage Status

•

Type of Organization

•

Total Number of

Organizational
Commitment

Employees
•

Department

•

Length of Service

Organizational Culture
Traits
•

Involvement

•

Consistency

•

Adaptability

•

Mission

Figure 1: The Conceptual Framework

1.6 Definition of Terms
This section explained on the variables that have been presented in the conceptual
framework. The definitions of terms described in the paragraph below.
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Table 1: Conceptual and Operational of Terms
Term

Conceptual Definition

Operational Definition

Organizational Culture

According to Denison (2011), In this study it refers to a
organizational culture refers

cluster of principles,

to the underlying values,

expectations and practices

beliefs and values that serve

that guide all the actions of

as the basis for the

all team members in an

management system of an

organization.

organization, as well as the
set of management practices
and behaviors that both
exemplify and reinforce those
fundamental principles.
Involvement

As stated by Denison (2011),

For this research, it refers to

involvement refer to the

the participation in activities

encouragement in developing

that contribute to the

human capability, enhance a

achievement of purpose and

sense of belonging and

objectives.

responsibility among
employees.
Consistency

As mentioned by Denison

In this research, it is the same

(2011), consistency refer to

quality of the performance.

provide essential source on
integration, coordination, and
control. Besides, it also refers
to builds strong culture
according to the shared
system of beliefs, symbols,
and values in the
organization.
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Adaptability

Adaptability refers to

For this study, it is the

capability to acquire and react willingness to change as
to the external setting, able to

planned and unplanned

respond to internal customers

changes.

and reorganized the behaviors
and process that encourage
adaptation in the
organization. (Denison, 2011)
Mission

Mission provides the meaning For this study, it refers to
and purpose by highlighting

strong thought, aim or call

the organization’s duty and

that needs to be

extrinsic goals. It gives a

accomplished.

clear regulation and goals and
allow the organization to
enhance current behavior by
envisioning the desired
futurisms. (Denison, 2011)
Organizational

Porter et al. (1974) mentioned In this study, it refers to a

Commitment

that organizational

view of the psychology of the

commitment is the degree of

member of an organization

the person’s identification

towards their attachment to

and attachment with the

the organization with which

organization.

they are currently working.

1.7 Summary
This chapter explained the background of the study, statement of problems that
referred to the reasons, evidence, and gaps in this study, described the objectives for the study
which consisted of general objectives and specific objectives. Other than that, this chapter
described on the hypotheses, conceptual framework and the definition of terms that were being
used in this research.
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CHAPTER TWO
LITERATURE REVIEW

2.0 Introduction
This chapter described on theory and model framework of the research and
discussion on the past related findings.

2.1 Theory / Model Framework of The Research
2.1.1 Denison’s Organizational Culture and Effectiveness Model (1989)
As eloquently stated by Meyer & Allen (1991), organizational culture is the
precedent for organizational commitment. This proved that the organization must
strengthen its culture to improve the commitment among the members of the organization.
Organizational commitment can be nurtured if the organization implements an effective
and relevant culture according to the environment and the current needs. Researchers and
authors have defined organizational culture in several ways. As indicated by Denison &
Neale (2011) organizational culture refers to the fundamental values, principles, and beliefs
that engage as the basis for the system of management in an organization, including the set
of administration practices that both embodied and strengthen those fundamental concepts.
Denison & Neale (2011) argued that cultures, strengthen by mutual values, the composition
of practices, and behaviors, with many close connections between deeply held supposition
and perceivable concrete practices, can grow extremely strong. This indicated that positive
consequences could be generated when a strong culture is implemented. Shoaib et al.
(2013) in their research showed that a distinctive corporate culture manages to decrease
uncertainties, develop social structure, create persistence, generate series of identification
and dedication, and simplify a future vision. Other researchers mentioned that the
organizational culture defines and shows the common perceptions of the staff of a company
and influences their behavior (Ahmady et al. 2016). According to Lau et al. (2020),
organizational culture is considered to be the essence of an organization, as it determines
the aspects of how an organization should have worked. This was supported by Manetje,
Ophillia Maphari & Martins (2021) who eloquently stated that organizational culture
10

