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ABSTRACT  

This study examined the influence of organisational culture on employee well-being in 

multinational corporations in Kenya, particularly in organisations situated in Nairobi, since it 

is home to the most significant number of MNCs in the country. A total of 223 respondents 

were included in this research, aged between and consisting of both managers and non-

managers. Quantitative analysis, including descriptive and inferential statistics, was 

computed using the Statistical Package for Social Sciences (SPSS) version 27. The findings 

obtained revealed a non-significant difference in the wellbeing of the employees in different 

organizational cultures. However, there was a significant difference in relationship, a facet of 

employee wellbeing based on gender, where, women had a higher sense for relationships as 

opposed to men. This could imply that while the general effect of organisational culture on 

employee well-being may be limited, there are some factors that influence the association 

such as gender. Based on the findings, the recommendations for future research include 

delving further into understanding how gender affects the relationship between wellbeing and 

organizational cultures using a mixed approach method which could provide different results, 

and conducting longitudinal studies to track culture and well-being over time. Additionally, 

future researchers can conduct qualitative studies where they collect the experiences, 

perceptions and opinions of the employees to determine their wellbeing in different 

organizational cultures. This study contributes to theory by building on the existing literature 

on contingency theory, Positive Psychology and Well-Being Theory. Finally, this study will 

inform policy reforms, management strategies, and collaboration between employees and 

management to create a better environment that enhances employee well-being. 
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CHAPTER ONE: INTRODUCTION 

1.1 Background of the study  

 

Culture is as vital to an organisation as personality is to an individual (Cartwright & Cooper, 

1993). Just as a culture could develop in a nation, organisations can create their own culture 

shared by all its members. Creating a company culture is vital to a business's success and 

performance (Cartwright & Cooper 1993). In multinational organisations, company culture 

mixes global corporate values and local influences. Kenya noticed a significant rise in MNCs 

recently. This gives a chance to explore the role of company culture in employee well-being 

within varied and lively work settings. Hofstede's important study on cross-cultural 

dimensions (1980) highlights the importance of grasping the effect of company culture in a 

specific national and cultural context.  

 

Leiter and Maslach (2017) studied how company culture links to well-being. They noted this 

connection's importance. They urged more research to deepen understanding of these two 

factors. They emphasised that companies should notice how their culture affects employee 

well-being. Companies should use strategies for possible improvements. Other studies like 

Selim & Elbanna (2016), Eskin & Yildirim (2015), plus Wu & van Dierendonck (2016) show 

the impact of company culture on employee well-being as well as the need for more research. 

Organisational culture sets the atmosphere for leadership styles and communication practices 

‒ plus interpersonal relationships ‒ inside a company (Schneider Ehrhart & Macey 2013).  

 

In MNCs, strong leaders who match local customs and expectations support employee 

satisfaction and overall well-being. Bad leaders do the opposite. Generational differences are 

crucial to consider; Duxbury and Higgins (2007) discovered that they are common in 

fundamental human values. Understanding these differences is crucial within MNCs in 

Kenya, where a diverse workforce with varying generational backgrounds may be present. 

Organisational culture can influence how different generations experience their work 

environment and, consequently, their well-being.  

 

With the current economy, companies are facing an ever-increasing competitive market. 

Continuous development, improvement, and innovation are essential to the long-term 

survival of the business. This trend is dependent on the people and their abilities, 
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competence, and synergies within the organisation. (Davenport & Harris, 2007). More 

intentionality and an investment in the well-being of employees can support this change. 

Competent and motivated employees can work for the company's objectives (Rosso, Dekas & 

Wrzesniewski, 2010). Put differently, well-being at work (WBW) impacts an organisation's 

competitive advantage, profitability, and reputation, and interventions to promote it can 

provide various benefits (Finnish Institute of Occupational Health, 2016).  

 

1.1.1 Organisational Culture  

 

Organisational culture describes the shared values, beliefs, and practices that shape an 

organisation's identity. It acts as a guiding principle for employees' behaviour (Cameron & 

Quinn 2011). Culture shapes how employees view their work environment and interact with 

others. The significance of organisational culture is particularly pronounced in MNCs, where 

we observe a blend of global corporate values and local influences that create a unique cultural 

environment.  

 

Organisational culture, in addition, has a significant influence on leadership styles and common 

practices within a company. Effective leadership that aligns with the corporate culture's values 

and beliefs can inspire and drive employees, thereby improving their well-being. Leadership 

styles that are not aligned with the organisational culture, on the other hand, may lead to a lack 

of engagement, poor communication and an overall decrease in employee well-being 

(Schneider, Ehrhart, & Macey, 2013). Second, organisational culture shapes a company's 

communication patterns and practices. Effective communication is critical for creating positive 

working conditions, and it is heavily influenced by the current culture. Open and honest 

communication improves employee happiness. Bad communication causes stress plus 

uncertainty. 

 

The Competing Values Framework (CVF) is a theory that deals with organisational culture and 

management. Cameron & Quinn introduced this framework in 1983 in their book, "Diagnosing 

and Changing Organisational Culture: Based on the Competing Values Framework." This 

model helps analyse organisational cultures. The CVF serves as a common model for studying 

organisation and structure, giving a detailed view of culture within organisations. It proposes 

that an organisation's success comes from balancing the different and opposing value systems. 
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These values lie along two key dimensions ‒ The first is internal vs. external focus ‒ which 

shows where an organisation directs its attention to internal factors within the organisation, 

considering factors like employee development, teamwork, and internal processes (internal 

focus), on the other hand, external aspects such as market competition, customer satisfaction, 

and the organisation's reputation which highlights the external environment (external focus). 

In comparison, the second dimension focuses on flexibility vs. stability, which looks at the 

preference of an organisation for flexibility and adaptability to change (flexibility) versus 

stability and control in maintaining order and predictability (stability) (Cameron & Quinn, 

1983). 

 

These two dimensions cut across each other to form four different cultural types: Clan Culture, 

Adhocracy Culture, Market Culture, and Hierarchy Culture (Cameron & Quinn, 2006). Clan 

culture emphasises a family-like and collaborative work environment. Emphasis is placed on 

interpersonal relationships, employee development, and teamwork. Organisational members of 

clan culture organisations focus on creating a supportive atmosphere and maintaining high 

morale among employees. Leaders in an organisation with clan cultures act as mentors or 

facilitators in their leadership style. Their decisions are typically made in a participative manner 

to allow employees to have a voice in matters facing the organisation. Long-term benefits in 

this type of organisation include employee satisfaction and retention and the development of 

skills relevant to the organisation’s internal goals (Cameron & Quinn, 2011). Some examples 

of clan culture practices include team building, open communication channels, and programs 

that improve employee engagement.  

 

Adhocracy culture focuses on innovation, adaptability, and risk-taking, which are prized in a 

fast-changing environment. These organisations stress creativity and the opportunities to grow, 

so they are readily responsive to changes in market conditions. Leaders of an adhocracy culture 

can often be visionary and entrepreneurial; therefore, their employees are often encouraged to 

be innovative and think out of the box. Most importantly, this will develop new products, 

services, or processes that will make the organisation's lead sustainable (Cameron & Quinn, 

2011). Examples include hi-tech start-ups or research and development firms that require 

adaptation and innovation just to survive and grow.  
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Market culture is results-oriented and highly competitive, emphasising the accomplishment of 

external goals such as profitability, market share, and customer satisfaction. Contrasting the 

flexibility-oriented adhocracy culture, market culture is a culture that emphasises control and 

stability as the pathway through which measurable outcomes are realised. The leaders are 

viewed as hard-driving competitors; this culture, more often than not, places immense 

emphasis on performance metrics and accountability. There are multiple factors that can lead 

to increased employee engagement, including incentives, targets, and rewards associated with 

the attainment of a particular organisation's objectives (Cameron & Quinn, 2011). Often, 

market culture institutions make use of performance appraisals, key performance indicators 

(KPIs), and competitive benchmarking to promote employee success in alignment with an 

organisation’s strategic objectives.  

 

The hierarchy culture is an organisation that relies on formalised structures, processes, and 

procedures, which guarantee consistency, efficiency, and predictability. It can generally be 

characterised as having clear chains of command, well-defined roles, and concern for order. 

The leader acts as a coordinator or organiser; they ensure the job is done in a systematic manner 

and resources are used effectively. Decision-making tends to be centralised, with much control 

in adhering to standards of policies and procedures (Cameron & Quinn, 2011). Common 

examples of hierarchy cultures include government agencies, large corporations, and 

organisations requiring strict conformance to regulations.  

 

Each type of culture reflects a different way of managing organisational challenges in the 

pursuit of effectiveness. The CVF highlights a very key idea: no culture holds superiority over 

another. The best culture depends on an organisation's goals, environment, plus strategic 

priorities. Many use the CVF because it views things in a complete way. It looks at both internal 

and external factors and recognises the need for stability and flexibility. Leaders gain valuable 

insights from its practical application through various methods to understand organisational 

culture. These insights guide decisions about organisational structure, leadership styles, and 

human resource practices. The CVF's adaptability suits many organisations across different 

industries. 

 

The Competing Values Framework (CVF) is considered one of the best tools for analysing 

organisational culture because it is both comprehensive and adaptable. It effectively integrates 
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opposing values, such as flexibility versus stability and internal versus external focus, to create 

a model that captures organisational complexity. CVF identifies four distinct culture types—

clan, adhocracy, market, and hierarchy—which are applicable across various industries and 

contexts. Its ability to balance conflicting organisational demands makes it especially relevant 

in today's fast-paced business environment. Supported by substantial research, the CVF is a 

reliable and versatile tool for organisational assessment and development (Cameron & Quinn, 

2011). 

 

This thesis tries to study and understand company culture using the Competing Values 

Framework (CVF). It looks at the strengths and limitations of this framework in understanding 

complex cultures in companies. The study examines CVF's four cultural types. It seeks insights 

into how different companies adopt competing values. These values influence their 

performance, creativity, worker involvement, and the ability to adapt to change. 

 

1.1.2 Employee Well-being 

 

According to the World Health Organisation (WHO, 2012), Well-being is defined as the 

condition of being healthy, comfortable, or joyful, as well as being able to engage in what is 

going on in one's daily life. Professional-life balance may impact well-being in both 

professional and private life, with a healthy work-life balance promoting a greater feeling of 

mental and physical well-being. Well-being, therefore, “consists of two dimensions, subjective 

and objective." It is an accumulation of a person's life experience in addition to a comparison 

of their living conditions with society norms and values" (WHO, 2012, s1). Additionally, WHO 

(2014) identifies the work environment and interactions with supervisors and co-workers as 

potential contributors to an individual’s well-being at work. (WHO, 2012).  

 

There are several advantages to implementing wellness initiatives for both people and 

organisations. Healthy individuals may contribute to the workplace by producing higher-

quality work, coping with pressure and change, and achieving organisational goals (Sullivan, 

2004). Individuals who participate in well-being treatments may experience less stress 

(Abdullah & Lee, 2012), burnout, and anxiety (Brown et al., 2011). Advantages include 

enhanced work satisfaction (Abdullah & Lee, 2012; Parks & Steelman, 2008), an increase in 
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resilience (Hartfiel et al., 2011), loss of weight, and an overall improvement in physical fitness 

and stamina (Dejoy et al., 2012).  

 

The concept of focusing primarily on the strength of employees and creating a thriving 

environment rather than a focus on negative factors and dysfunctionality, we observe an 

introduction to positive psychology. Positive psychology looks at what makes work 

meaningful and adds to a healthy workforce rather than just the elements that lead to employee 

stress and discontent (Seligman & Csikszentmihalyi, 2000). As a result of this change in 

viewpoint, numerous theories and models have been developed to better understand and 

support employee well-being. A common framework supported by positive psychology is 

introduced by Martin Seligman's PERMA model. According to Seligman (2011), PERMA 

introduces the existence of five essential components in the workplace—positive emotions, 

engagement, relationships, meaning, and accomplishment—rather than just the absence of 

unpleasant events, which constitutes well-being.  

 

The PERMA model covers multiple employee experiences in the workplace, such as being 

passionate and focused on work tasks, developing close and valuable relationships with co-

workers, discovering a sense of identity and purpose in their responsibilities, and 

accomplishing their goals to the fulfilment of the individual and the organisation. According 

to Seligman, these five factors are not limited to only influencing employee well-being but also 

play a role in its growth. By fostering these five aspects in the workplace, companies can create 

a vibrant and motivational atmosphere where workers are better able to contribute to the 

success of the company. 

 

All five elements are important; however, for the purpose of this study, there shall be a focus 

on three elements of the PERMA model—engagement, relationships, and meaning. A key 

component of successful workplaces is employee engagement, which is defined by motivation, 

dedication, and absorption (Schaufeli et al., 2002). In addition to being physically present, 

engaged workers are emotionally invested in their jobs, which boosts individual results, 

innovation, and creativity (Macey & Schneider, 2008). Additionally, having healthy and 

trustworthy social ties at work is essential. Good relationships between supervisors and co-

workers promote a sense of belonging, lower stress levels, and offer social support (Grant & 

Cable, 2000). This network of social support can improve overall job satisfaction and mitigate 
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the detrimental effects of workplace pressures and employee turnover. Lastly, one of the most 

effective factors influencing well-being is discovering meaning and purpose in one's 

profession. Employees report higher levels of intrinsic motivation, lower levels of burnout, and 

more overall life satisfaction when they believe their work is making a difference in a bigger 

picture than themselves (Steger et al., 2008). This thesis seeks to advance knowledge of how 

businesses can create work environments that promote employee well-being and a thriving 

workforce by concentrating on these three interrelated components. 

 

1.1.3 Multinational Corporations in Kenya 

 

Multinational corporations (MNCs) play a pivotal role in our society today; they exercise a 

significant influence across the world through social, political, and economic factors. Some 

scholars argue that MNCs hold more sway and power than many sovereign states in not only 

shaping people's lives and choices, from where they live to their daily consumption patterns, 

but also economic decisions that affect cities, countries and continents (Barnet & Müller, 

1974). As a result, fields like International Business Management and International Economics 

are gaining popularity in academic and political influence and they require managing 

operations across national borders. 

 

MNCs, in contrast to national corporations, operate in numerous countries and tend to be larger 

and more diverse (Trompenaars & Hampden Turner, 1997). The international presence of 

MNCs poses unique challenges as they must navigate multiple and diverse cultural 

environments, leading to the development of a more global and connected corporate culture. 

These companies often prioritise universalism over individualism and neutrality over partiality 

due to the need for formal, rule-based organisational cultures to function effectively in diverse 

cultural contexts (Trompenaars & Hampden-Turner, 1997). 

 

Employee well-being has become a top priority for MNCs because it significantly impacts 

employee performance, engagement, and staff retention. Recent times have witnessed a 

heightened acknowledgement of the importance of employee well-being, prompting MNCs to 

introduce various programs and measures to support their workforce (World Economic Forum, 

2020). This shift in focus has evolved from solely addressing physical health to incorporating 

mental, emotional, and social aspects, recognising the interconnection and interdependence 
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between mental and physical health and the need for work-life balance (Harvard Business 

Review, 2021). 

 

MNCs have had a longstanding presence in Kenya, dating back to the colonial era, and have 

continued to invest in the country's abundant labour force, resources and economic growth 

(Kaplinsky, 1979). The nation hosts a substantial number of foreign-owned MNCs across 

various industries, contributing to economic growth, infrastructural development, job creation, 

technology transfer, and better international relations (Gatha, 2016; US Department of State, 

2022). This study specifically focuses on MNCs within the Nairobi Metropolitan Area, the 

capital city of Kenya, which is home to a significant majority of Kenya's MNCs and their 

headquarters (Muthiani, 2012). 

 

There are over 226 foreign Multinational Corporations in Kenya, which take up 61% of all the 

MNCs in Kenya (Samuel, 2010). Kenya serves as both home and host country for multiple 

MNCs, including Coca-Cola, British American Investment Company (Kenya) Limited, British 

American Tobacco (BAT), Lafarge (Bamburi Cement) Kenya, East African Breweries 

Limited, and Safaricom, to name a few. One significant challenge for MNCs in Kenya is 

managing cultural diversity within their workforce, where there is an international presence, 

particularly from the parent company, to the diverse workforce that includes both local and 

international workers.  

 

Kenya is known for its ethnic and cultural diversity (World Bank, 2019). Managing this 

diversity can be complex, leading to potential conflicts and misunderstandings among 

employees (Jackson, Ruderman, & Carlos, 2009). In addition, attracting and retaining skilled 

talent can be competitive in Kenya (Adeyemi & Fagbenle, 2012). MNCs need to offer 

competitive compensation packages, opportunities for career advancement and a clear 

indication of an organisational culture that is inclusive, engaging and with room for growth 

among other factors. Additional challenges include economic challenges observed by the 

divide between the rich and the poor and, in some cases, poor working conditions in Kenya, 

which can affect employee well-being. MNCs may need to address issues related to income 

inequality, access to healthcare, and affordable housing for their employees (World Bank, 

2019).  
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Studying the influence of organisational culture on employee well-being in Kenya is 

fundamental in understanding MNCs operating in the country and the challenges related to 

managing cultural diversity, attracting and retaining talent, and addressing economic 

disparities, all of which underscore the importance of creating an inclusive, engaging, and 

growth-oriented organisational culture to enhance employee well-being and overall business 

success. 

 

1.2 Problem Statement  

 

Leiter and Maslach (2017) and Hofstede (1980) contribute to local and regional studies 

underscoring the complexity of organisational culture in multinational settings where global 

corporate values intersect with local influences. However, these studies provide a generalised 

view, which is important to understand general academic concepts, but they lack specific 

insights into the Kenyan context. The intricate blend of global and local cultural elements in 

Kenyan MNCs presents a unique environment that merits specific investigation, especially 

given the country's rich cultural diversity and economic disparities (World Bank, 2019). This 

is the time when the interaction between organisational culture and employee well-being 

becomes imperative to understand. More recently, an increasing body of literature has indicated 

that organisational culture influences employee well-being in diverse contexts (Ng et al., 2010); 

however, such an interrelationship has not been explored completely in the specific Kenyan 

context and, importantly, in unique MNC settings. 

 

The Cigna International Health Study 2024 revealed that 84% of Kenyan employees have high 

stress levels. This is attributed to financial constrictions, increased living costs and high rates 

of inflation (Business Wire, 2024). Kenya has one of the highest non-permanent employment 

rates globally, either in the form of contractual work, temporary work or informal working 

practices, with 23% of employees engaged in temporary non-informal work. This increases 

insecurity and dissatisfaction within the workforce (Business Wire, 2024). It was also 

established that 95% of Kenyan employees experienced at least one symptom of burnout, 

which means that the problem is very widespread for workplace well-being (Africa.com, 

2023). These are serious issues; however, there is an obvious limitation in existing literature 

with respect to the unique cultural dynamics of MNCs. Such a gap inhibits the development of 
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specific interventions that could be brought in to help improve employee well-being in such 

MNCs. 

 

The current study aims to provide a focused exploration of this key area. It looks into the nature 

of organisational culture in Kenyan MNCs from a multi-dimensional perspective, showing how 

specific dimensions of culture, such as power distance, individualism/collectivism, uncertainty 

avoidance, and long-term orientation (Hofstede, 1980), may interface with employee well-

being in the rapidly changing economic landscapes. The dimensions to be explored in the study 

include physical and mental health, as well as social, emotional, and financial well-being. In 

building on each of these aspects, the current research seeks to provide an overall 

understanding of how organisational culture shapes employees' experiences of well-being in 

Kenyan MNCs. 

 

The following gaps in the empirical study led to the following question: What is the impact of 

Organisational culture on employee Well-being in Multinational organisations in Kenya?  

 

1.3 Purpose of the Study  

 

The purpose of the study was to investigate and understand the impact of organisational culture 

on employee well-being within multinational corporations operating in Kenya, addressing 

specific gaps in existing research and providing context-specific insights. The study's findings 

added to the body of knowledge on organisational culture and employee well-being, with 

implications for and recommendations for the improvement of MNCs in Kenya and other 

developing nations. 

 

1.4 Research Objectives  

 

The study's objectives examined the influence of organisational culture on employee well-

being at MNCs in Kenya based on the Competing Values Framework (Cameron & Quinn, 

1999):  

i. To establish the impact of clan culture on employee well-being in MNCs in Kenya. 

ii. To determine the impact of adhocracy culture on employee well-being in MNCs in 

Kenya. 

iii. To establish the impact of market culture on employee well-being in MNCs in Kenya. 
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iv. To assess the impact of hierarchy culture on employee well-being in MNCs in Kenya. 

 

 

1.5 Research Questions  

 

The following research questions were formulated based on the research objectives previously 

discussed:  

i. What is the impact the impact of clan culture on employee well-being in multinational 

corporations (MNCs) in Kenya? 

ii. What is the impact the impact of adhocracy culture on employee well-being in 

multinational corporations (MNCs) in Kenya? 

iii. What is the impact the impact of market culture on employee well-being in 

multinational corporations (MNCs) in Kenya? 

iv. What is the impact the impact of hierarchy culture on employee well-being in 

multinational corporations (MNCs) in Kenya? 

 

1.6 Scope of the study 

 

The purpose of this research was to find out the association between organisational culture on 

one hand and employee well-being on another. The study focused on multinational 

corporations (MNCs) located in Nairobi, Kenya, since it is home to the largest number of start-

ups in the country. The sample consisted of 223 MNCs, which accounted for around 70% of 

all MNCs operating within Kenya (Muthiani, 2012). To ensure objectivity, each organisation 

was to select two individuals, a manager and a non-manager, to represent the organisation. An 

online survey was used to collect data and was the most efficient tool to reach all organisations. 

 

This study focused on the competing values framework as the framework to assess the 

independent variable, organisational culture, which included clan culture, adhocracy culture, 

market culture and hierarchy culture. To assess the employee well-being of the employees, the 

dependent variable was asses using the PERMA framework with a focus on only three 

elements, engagement, relationships and meaning. The study utilised a quantitative research 

methodology. The scope of the study was limited to MNCs who are based in Nairobi. 
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1.7 Significance of the Study  

 

In recent years, there has been a growing emphasis on the importance of understanding and 

enhancing employee well-being, a critical factor influencing workplace satisfaction, 

performance, and overall quality of life. This study delved into an analysis of cultural dynamics 

within organisations and their profound effects on employee well-being, making it of 

paramount significance in today's business landscape. Kenya, with its richly diverse and 

multicultural business environment, vibrant economic growth and increasingly innovative 

industries, provides a unique background for this investigation. By meticulously analysing how 

cultural elements embedded within organisations influence the understanding of the connection 

between the mental and emotional health of employees, this research aspires to provide 

invaluable insights that can pave the way for the development of culturally sensitive and 

supportive workplace practices, not only for Kenya but also developing countries worldwide 

that have similarities to Kenya. 

 

 In understanding the relationship between organisational culture and employee well-being, the 

findings hope to empower organisations to make well-informed decisions and enact positive 

changes, as well as to create an environment that provides the best solutions to an organisation 

achieving its strategic objectives. This study carries a multidimensional significance, 

contributing significantly to the comprehension of the complex interplay between 

organisational culture and employee well-being, ultimately facilitating the creation of 

workplaces where employees are happier, more engaged, and better equipped to thrive. 

 

1.8 Chapter Summary 

 

This thesis introduction points out that understanding and improving employee well-being 

through organisational culture is important in today’s organisations. This study examines the 

role of various organisational cultures in enhancing employee well-being within MNCs in 

Kenya by using the Competing Values Framework, thereby addressing some of the existing 

literature gaps and making recommendations for MNCs in developing countries. The aim is to 

help organisations create more engaging and productive work environments. The introduction 

includes an overview of the history of the study, problem definition, objectives, research 

questions, scope and significance. In the next chapter, relevant literature is reviewed, and the 
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theoretical foundations, previous research efforts, gaps in knowledge, and the study’s 

conceptual framework are discussed.  
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CHAPTER TWO: LITERATURE REVIEW 

2.1 Introduction  

 

The second chapter of this research provides a comprehensive exploration of the existing body 

of academic knowledge. This chapter delved into various theories supporting organisational 

culture and employee well-being, including the examination of theoretical foundations, an in-

depth analysis of empirical research related to the topic, a concise summary of the existing 

literature, strength and limitations of the literature, research gaps and a presentation of the 

conceptual framework clearly conceptualising the independent and dependent variables that 

underpins the research.  

 

2.2 Theoretical Framework  

 

The theoretical framework established the foundation for understanding and analysing the key 

theories related to organisational culture, employee well-being and multinational corporations. 

 

2.2.1 Contingency Theory  

 

Organisational culture has been widely recognised as one of the major determinants of 

employee outcomes, including job satisfaction, productivity, and general well-being. One of 

the most utilised models for diagnosing and understanding organisational culture is the 

Competing Values Framework developed by Cameron and Quinn (1999). It structures 

organisational cultures into the clan, adhocracy, market, and hierarchy archetypes based on two 

intersecting dimensions: flexibility versus stability and internal versus external focus. Applied 

to understanding the impact of culture on employee well-being, the CVF needs broader 

theoretical embedding. 

 

Contingency Theory (Fiedler, 1967) is a theoretical lens, particularly befitting in 

contextualising the CVF. Under Contingency Theory, it is assumed that the effectiveness of 

the organisation depends on the interaction between internal factors and demands from the 

environment. The CVF complements this theory by providing a structured approach to 

analysing organisational culture, organisational goals and environmental demands. For 

instance, clan culture, which is formed based on collaboration, oriented toward employees, and 

which should preferably remain within stable environments to further internal growth and 
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employee well-being, would result in fitting when considering dynamic, externally driven 

industries. However, such a culture of market orientation, primarily oriented toward 

competition and results, should be pursued cautiously because it may result in burnout among 

employees. Drawing upon this basis, the present study looked to investigate the issue of 

organisational culture that determines employee well-being in MNCs using Contingency 

Theory along with the CVF. 

 

There are multiple theories of organisational culture in management literature; however, the 

focus here is solely on theories that are relevant and beneficial to workplaces. Over the years, 

there have been multiple theoretical developments on the definition of organisational culture, 

which include Deal and Kennedy (1982), who propose four broad types of cultures: tough 

guy/macho culture, work-hard/play-hard culture, bet-your-company culture, and process 

culture. According to Geerf Hofstede (1991), cultures differ along five dimensions: power 

distance, individualism vs collectivism, uncertainty avoidance, masculinity vs femininity, and 

confusion dynamic, with a sixth concept introduced in 2010, indulgence vs restraint (Hofstede, 

2010). In this study, the focus was on the Competing Value Framework (CVF) introduced by 

Cameron and Quinn (1999) with four culture classifications which are adhocracy, hierarchy, 

market and clan culture. 

 

2.2.1.1 Competing Values Framework  

 

The four cultural classifications explored in the CVF are a proposition for organisational 

culture. Organisations are required to represent all four cultures to some extent. The CVF does 

not propose a preferred organisational culture, and there are several conflicting assumptions 

regarding which cultures or cultural combinations are preferable and under what circumstances 

(Cameron & Freeman, 1991). However, one of the CVF's core assumptions is that all four 

cultures function at the organisational level and remain generally constant through time 

(Denison & Spreitzer,1991). Furthermore, it is theorised that all four cultures influence most 

aspects of the business, from the behaviour of its managers to the values that bond employees 

to one another to the organisational objectives. As a result, it is expected that a dominant culture 

will be observed throughout all levels of employees and management in the organisation 

(Quinn & Rohrbaugh, 1983). The four dimensions of organisational culture that are identified 

in the CVF are the Clan Culture, Adhocracy culture, Hierarchy culture and Market Culture.    
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Clan culture is distinguished by a supportive and cooperative atmosphere in which members 

are viewed as an extended family. It prioritises cooperation, worker engagement, and long-

term growth. According to Denison and Spreitzer (1991), firms that have a strong Clan culture 

have greater levels of employee satisfaction, innovation and commitment. The adhocracy 

culture originated when the developed world transitioned from the industrial age to the 

information age (Cameron & Quinn, 2006). Most employees in this culture contribute to 

specific committees or task groups, which are disbanded once the mission is completed. Fairs 

(2016) emphasises creativity, innovation, and resource acquisition. The hierarchical culture 

values stability, control, and efficiency. A Hierarchy culture is characterised by well-defined 

rules, processes, and a clear chain of authority. They value formal structures, processes, and 

procedures. Hierarchy-oriented businesses thrive in industries that require dependability, 

stability, and operational efficiency. The Market culture evolved as a result of the perception 

that the hierarchical culture did not provide adequate flexibility for organisations when 

confronted with heavy market rivalry in the late 1960s (Cameron & Quinn, 2006). This culture 

emphasises the attainment of well-defined aims and goals, with a focus on external factors 

rather than internal functions (Denison, Haaland & Goelzer, 2004).  

 

The CVF's four organisational culture dimensions provide useful insights for organisations 

seeking to recognise their culture and promote desired objectives. The CVF enables managers 

and leaders to assess their current organisational cultural practices, asses where they currently 

stand and identify areas for improvement or better alignment with their organisation's strategic 

objectives. This framework provides a vocabulary and structure for discussing and evaluating 

cultural dynamics, as well as for assisting organisational transformation efforts and leadership 

development projects.  

 

Despite its strengths, the CVF has limits. Critics say that its quadrant-based approach 

oversimplifies the intricacies of organisational culture and may overlook hybrid or transitory 

cultures. Furthermore, the framework's emphasis on cultural features may obscure other 

important factors influencing well-being, such as individual employee qualities or external 

economic conditions (Hartnell et al., 2011). Contrary to other theories, such as Herzberg's 

Two-Factor Theory or Maslow's Hierarchy of Needs, contingency theory and the CVF 

provides more dynamic and situational insights. Herzberg's approach emphasises both 
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intrinsic and external elements that influence motivation, but it lacks the flexibility to account 

for changing organisational circumstances. Similarly, Maslow's paradigm, with its sequential 

hierarchy of requirements, fails to adequately address the relationship between organisational 

culture and employee well-being (Maslow, 1943). In contrast, contingency theory and the 

CVF account for the dynamic and changing character of organisational contexts, making 

them ideal for developing flexible well-being initiatives. 

 

Finally, the combination of contingency theory with the CVF creates a solid foundation for 

analysing and increasing employee well-being. The context-driven approach of contingency 

theory guarantees that well-being efforts are in line with organisational realities, whereas the 

CVF provides a formal framework for analysing and improving cultural variables that 

influence well-being. This dual perspective enables organisations to develop targeted, 

successful strategies for individual and collective flourishing in dynamic and competitive 

situations. 

 

2.2.2 Positive Psychology and Well-Being Theory  

 

Historically, psychology has mostly addressed negative factors of life, such as sadness, mental 

diseases, suicide, schizophrenia, and trauma. While analysing learnt helplessness—a 

psychological state in which people become negative and passive after experiencing 

uncontrollable, unpleasant events—American psychologist Martin Seligman discovered that 

some people did not become helpless despite facing great adversity. His research found that 

these people had one quality that safeguarded them: optimism (Seligman, 2011). Optimistic 

people prefer to see life’s circumstances, opportunities, and challenges positively and with 

hope, regularly reminding themselves, "This is only a one-time event, and I have the power to 

do something to change it." This perspective strengthens their mindset to life’s approach, 

allowing children to persevere in the face of adversity. Conversely, those who succumb to 

powerlessness frequently assume a negative attitude, claiming, "Negative things will last 

forever, undermine everything I do, and I have no power over them." 

 

Seligman's discovery that helplessness and optimism could be learnt prompted him to 

investigate whether additional positive characteristics and behaviours could be taught and 

developed. This was the beginning of positive psychology, a new area of psychology orientated 
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not only at rehabilitating "damaged" individuals but also at improving lives by cultivating 

positive attributes that promote enjoyment and ease. This shift shifted psychology's emphasis 

from merely alleviating suffering to enhancing human existence (Seligman, 2011). Positive 

psychology, according to Peterson (2008), is the scientific study of human thoughts, feelings, 

and behaviours that emphasises strengths rather than weaknesses, builds the good in life rather 

than fixing the bad, and elevates average lives to greatness rather than simply helping 

struggling individuals achieve normalcy. 

 

Initially, positive psychology focused on boosting happiness, as measured by "life 

satisfaction." However, Seligman eventually realised that life satisfaction was undependable 

and too general to make an impact, as demonstrated by Veenhoven (2006), with more than 

70% of responses reflecting current mood to selective circumstances rather than to overall 

living conditions. To counter this, Seligman changed the emphasis from happiness to well-

being or thriving, presenting it as a construct with numerous quantitative components which 

incorporates multiple factors that contribute to better well-being, and which in turn leads to 

overall satisfaction. He compared well-being to the weather—a combination of characteristics 

such as temperature and humidity—rather than a single entity (Seligman, 2011). 

 

Seligman's PERMA model defines well-being in five main elements: positive emotion, 

engagement, meaning, positive connections, and accomplishment (Seligman, 2011).  These 

factors contribute to overall well-being, are pursued for their own reason, and are defined and 

measured separately. Positive emotion refers to a joyful life and includes emotions such as joy, 

gratitude, excitement, hope, and love. According to research, experiencing such feelings 

promotes optimism, resilience, open-mindedness, and purposeful behaviour. Positive emotions 

boost creativity and build connections, leading to a more meaningful and productive existence. 

(Fredrickson, 2009). They can be divided into two categories: pleasure, which satisfies basic 

survival needs such as hunger and sleep, and enjoyment, which originates from intellectual 

stimulation and creativity. Cultivating good emotions is critical for approaching obstacles with 

optimism and finding everyday contentment, particularly when faced with the day-to-day 

challenges in the workplace, where individuals spend the majority of their time. 

 

People experience engagement, which could also be known as ‘flow’ when they are totally 

engrossed in an activity and lose all sense of time or self-consciousness due to the excitement 
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and passion of the task at hand. In contrast to pleasant emotion, flow is more about growth and 

intense focus than it is about feeling. Using one's greatest abilities and capabilities is necessary 

to achieve flow (Seligman, 2011). Engagement at work enables people to match their strengths 

with specific objectives and frequent feedback. According to studies, engaged workers report 

higher levels of satisfaction, less stress, and increased productivity. According to Robinson 

(2014), teams that make use of their individual strengths experience higher customer 

satisfaction, higher productivity, and lower employee turnover. According to Peterson (2008), 

positive relationships are essential to positive psychology. Humans are social beings by nature, 

and robust social ties, which cannot be dismissed even in a formal workplace setting, greatly 

increase resilience and happiness. Relationships release the feel-good hormone oxytocin, 

which improves health, lowers anxiety, and offers emotional support. We perform better both 

emotionally and physically the more positive connections we make. 

 

The fourth pillar, meaning, poses the following question, "Why are we on this earth?" 

Fulfilment requires finding a purpose, whether it be in voluntary work, religion, the arts, or 

other endeavours. Although it can cover necessities, money cannot buy happiness. By assisting 

workers in comprehending the significance of their work, employers can improve their 

connection to daily responsibilities and general job happiness (Seligman, 2011). The pursuit of 

success and achievement is embodied by accomplishment. A deep-seated urge for achievement 

is satisfied by accomplishment in even the smallest circumstances, even though it may not 

necessarily result in pleasant feelings or relationships. Establishing attainable and reasonable 

goals at work promotes a feeling of advancement and satisfaction. This cannot be achieved by 

an employee alone; it requires the intervention of also management and organisation objectives 

to intentionally put measures in place. When workers accomplish their goals, they feel inspired 

and proud, which increases output (Seligman, 2011). 

 

Well-being theory how, however, has its limitations. However, the model's assumption that the 

five components are completely independent and equally contribute to well-being is criticised 

for lacking empirical validity (Kern et al., 2015). Furthermore, the PERMA model does not 

specifically take into account outside variables that can have a big impact on well-being, 

including workplace arrangements or socioeconomic circumstances (Huppert & So, 2013). 

Additionally, some academics point out that well-being theory mostly concentrates on 

treatments at the individual level, thereby ignoring structural adjustments that could enhance 
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well-being collectively. This can sometimes provide a narrow-minded view and sometimes 

conflicts of interest internally and externally.  

 

When compared to other theories like Maslow's Hierarchy of Needs or Deci and Ryan's Self-

Determination Theory (SDT), well-being theory has some advantages. Maslow's approach 

focuses on a sequential hierarchy of wants, which may not completely capture the dynamic and 

overlapping nature of workplace well-being (Maslow, 1943). While SDT addresses intrinsic 

motivation and core psychological requirements such as autonomy, competence, and 

relatedness, it provides a narrower framework than the PERMA model (Deci & Ryan, 1985). 

The PERMA framework's addition of accomplishment and positive feeling broadens its 

applicability to a wider range of work settings, making it more comprehensive in terms of 

addressing employee well-being. 

 

Despite its limitations, well-being theory is still one of the most useful frameworks for 

analysing and increasing employee well-being. Its multidimensional nature is strongly aligned 

with the difficulties of modern organisational environments, where employees demand not only 

job satisfaction but also possibilities for growth, meaningful work, and positive connections. 

By addressing these different demands, the PERMA model provides a solid framework for 

designing workplace interventions that increase overall well-being and, as a result, improve 

organisational outcomes. 

 

2.3 Empirical Review  

 

This section provides a brief overview of the accessible empirical literature, with a particular 

emphasis on the relationship between each of the independent and dependent variables. 

The empirical review examined existing research studies and data to evaluate findings, 

methodologies, and trends. The research provided is evidence-based analysis, drawing 

conclusions from real-world observations, academic expertise and experiments to inform the 

understanding of the study. The goal of developing this empirical review was to give a clear 

and complete guide for aligning current research with existing scholarly frameworks. 
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2.3.1 Clan culture and employee well-being 

 

Several studies have delved into the influence of Clan culture on employee well-being, 

uncovering positive associations across various dimensions. Olynick and Li (2020) observed 

that Clan culture corresponds to lower employee stress levels and higher levels of enjoyment 

and productivity. Similarly, Boyd and Larson (2022) found that Clan culture fosters a strong 

sense of community at work, positively impacting psychological well-being and behavioural 

engagement. This suggests that Clan culture contributes to employee well-being by nurturing 

a supportive workplace community. 

 

Kampf et al. (2017) revealed a preference for Clan corporate culture across generations, 

emphasising its positive influence on employee attitudes and opinions, implying a role in 

enhancing well-being. Furthermore, Lorincová et al. (2021) highlighted the preference for Clan 

cultural values, showcasing their positive effect on employee development and well-being, 

particularly in SMEs. Additionally, Wang and Liu (2020) demonstrated that Clan culture 

moderates the relationship between job autonomy and workplace loneliness, effectively 

mitigating loneliness and bolstering overall well-being among employees. These findings 

collectively underscore the favourable impact of Clan culture on employee well-being, 

encompassing stress reduction, community-building, positive attitudes, and alleviation of 

workplace loneliness. 

 

Clan organisational culture can also have adverse effects on various aspects of employee 

behaviour and satisfaction. It was also discovered that clan culture significantly reduces 

employee creativity, hindering innovation (Ogbeibu, Senadjki, & Gaskin, 2018). Taşkiran, 

Çetin, Özdemirci, Aksu, and Istoriti (2017) observed that certain value-culture combinations, 

particularly impulsive/hedonistic values within a clan culture, negatively impact job 

satisfaction, implying that clan culture may not align with the values of all employees, leading 

to reduced job satisfaction. Furthermore, studies found that clan culture can promote deviant 

behaviour in the workplace, potentially encouraging actions contrary to organisational norms 

(He Qianqian & Zhihua, 2020). 
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2.3.2 Adhocracy culture and employee well-being 

 

The influence of adhocracy culture on employee well-being has been investigated in various 

studies. Bianchi, Tontini, and Gomes (2021) highlighted that perceptions of Adhocracy culture 

significantly affect employees' subjective well-being, with a particular impact observed among 

female employees. Their findings emphasise the role of Adhocracy culture in enhancing 

employee happiness and fostering innovative tendencies (Bianchi, Tontini, & Gomes, 2021). 

Belias et al. (2015) conducted a study within Greek banking institutions and discerned that 

Adhocracy culture, in conjunction with Market culture, plays a role in shaping job satisfaction. 

However, it was noted that Adhocracy culture was more likely to lead to dissatisfaction with 

salary, suggesting a nuanced relationship between this cultural type and job satisfaction (Belias 

et al., 2015). 

 

Another study from Spain in 2021 explored the positive association between Adhocracy 

culture, alongside Clan culture, and internal Corporate Social Responsibility (CSR) practices. 

These practices were found to contribute to employee happiness, highlighting the adhocracy 

culture's potential to cultivate a work environment conducive to employee well-being (Human 

Resource Management International Digest, 2021). Adhocracy culture also exhibits an 

inconsistent relationship with employee well-being. It was discovered that it has an 

insignificant negative association with stress and an insignificant positive association with 

engagement, indicating a complex impact on well-being (Mushtaque & Siddiqui, 2019).  

 

2.3.3 Market culture and employee well-being 

 

Several studies have investigated the influence of organisational culture on various aspects of 

employee well-being. Kusumah and Suharnomo (2015) found that cultures that focus primarily 

on competition and achievement positively impact employee motivation and performance, 

which is in connection to overall well-being. Basnet (2020) discovered that competitive and 

achievement-oriented cultures are associated with increased organisational commitment, a 

critical component of employee well-being. Alsalami, Behery, and Abdullah (2014) observed 

that leadership styles promoting competition and achievement enhance employee innovation 

and satisfaction, indirectly contributing to well-being. 
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However, it is important to note the potential downsides of highly competitive cultures. Prayudi 

(2016) found that an excessive focus on competition may not always lead to better employee 

performance and could result in dissatisfaction or stress. Eslami and Arshadi (2016) 

highlighted that a competitive climate can increase workplace envy and negatively impact 

prosocial behaviour, potentially harming overall well-being and organisational cohesion. These 

findings collectively underscore the complex relationship between competitive cultures and 

employee well-being, emphasising the need for a balanced approach to organisational culture. 

 

2.3.4 Hierarchy Culture and Employee Well-being 

 

Research has highlighted both positive and negative effects of hierarchical organisational 

cultures on employee well-being. On the positive side, employees in managerial roles may 

benefit from increased job control and decision latitude, contributing positively to their work 

well-being (Herttuala, Kokkinen, & Konu, 2020). Additionally, the predictability and control 

offered by hierarchical cultures can help reduce stress and create a stable work environment, 

leading to enhanced job satisfaction and better health outcomes (López-Martín & Topa, 2019). 

However, there are negative consequences associated with hierarchical cultures as well. Such 

cultures may limit employee autonomy and creativity, hindering innovative thinking (Ogbeibu, 

Senadjki, & Gaskin, 2018). Employees working within these cultures often report decreased 

job satisfaction, which can negatively impact their overall well-being (Fatima, 2016). 

Furthermore, a strong hierarchical culture may contribute to elevated levels of stress and 

depression among employees, emphasising the importance of fostering cultural well-being and 

support within organisations (Marenus, Marzec, & Chen, 2022). 

 

In summary, hierarchical cultures can offer benefits like job control and reduced stress, but 

they may also hinder creativity and job satisfaction and contribute to stress and depression 

among employees. Organisations need to strike a balance between control and autonomy to 

promote overall employee well-being. 
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2.4 Research Gaps  
 

Table 1 Research Gaps 

Researcher and 

Year 

 

Title of the Study 

 

Findings 

 

Knowledge Gap Areas 

 

Monteiro & 

Joseph, 2023 

A Review on the 

Impact of Workplace 

Culture on Employee 

Mental Health and 

Well-Being 

 

Fostering positive 

leadership, social 

support, balanced job 

expectations, and 

effective policies can 

enhance workplace well-

being, while 

unsupportive leadership, 

high job demands, and 

inadequate policies may 

harm it. 

A focus on individual 

characteristics. 

To assess the 

effectiveness of well-

being initiatives. 

Explore the impact of 

workplace culture on 

different subgroups of 

employees. 

Putra, 

Kusumawati. & 

Kartikasari, 2023 

Unpacking the Roots 

and Impact of 

Workplace Well-

being: A Literature 

Review  

 

Workplace well-being 

has an impact on 

physical health, 

productivity, and 

relationships between 

people. 

A focus on longitudinal 

studies to assess the 

effect over time on 

employee-well-being. 

Comparative studies of 

different workplaces 

Brannstrom & 

Staffansonn 2014 

The Prominence of 

organisational Culture 

in Workplace Well-

Being 

  

A Consideration to 

choose organisations 

with a global presence to 

explore how 

organisational culture 

plays a significant role in 

the combined aspects of 

workplace well-being. 

Mushtaque & 

Siddiqui (2019) 

 Impact of 

organisational Culture 

on Job Stress and 

Employee 

Engagement in 

Pakistan 

Adhocracy culture has 

insignificant effects on 

stress and engagement. 

Study focuses on job 

stress and employee 

engagement in Pakistan, 

lacks focus on well-being 

as a holistic concept. 

Cultural context 

(Pakistan) may not be 

directly applicable to 

Kenya. Culture can 

consistently improve 

well-being in 

multinational settings. 

Belias et al. 

(2015) 

Organisational Culture 

and Job Satisfaction of 

Greek Banking 

Institutions 

Adhocracy culture, in 

conjunction with Market 

culture, plays a role in 

shaping job satisfaction. 

However, it was noted 

The study was limited to 

examining only 

Adhocracy and Market 

cultures, which provides 

an opportunity to explore 
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that Adhocracy culture 

was more likely to lead 

to dissatisfaction with 

salary, suggesting a 

nuanced relationship 

between this cultural type 

and job satisfaction 

the potential influence of 

other cultural types, such 

as Hierarchy or Clan, on 

job satisfaction. 

Kusumah & 

Suharnomo 

(2015) 

Analysis of the 

Influence of 

Organisational 

Culture and Compens

ation on Employee 

Performance 

with Motivation as an 

Intervening Variable 

Competitive cultures 

improve motivation and 

performance, 

contributing to well-

being. 

Focuses on 

organisational culture's 

influence on employee 

performance and 

motivation in Indonesia; 

limited to compensation 

and motivation, not 

directly addressing 

employee well-being. 

Prayudi (2016) Intrapreneurship 

Effect on the Cultural 

organisation and 

Motivation as Well as 

Their Impact on 

Employee 

Performance at BJB 

Tamansari Branch 

Excessive competition 

can lead to dissatisfaction 

and stress. 

Study examines 

employee performance 

through intrapreneurship 

and cultural organisation 

but lacks focus on overall 

well-being and is 

industry-specific (BJB 

Tamansari Branch). 

Eslami & Arshadi 

(2016) 

Effect of 

organisational 

Competitive Climate 

on organisational 

Prosocial Behavior: 

Workplace Envy as a 

Mediator 

Competitive 

environments increase 

envy, reducing prosocial 

behavior and well-being. 

Focuses on competitive 

climate and prosocial 

behavior with workplace 

envy as a mediator; 

doesn’t address 

employee well-being in a 

direct manner. 

Marenus, Marzec, 

& Chen (2022) 

Association of 

Workplace Culture of 

Health and Employee 

Emotional Well-

being. 

a health-promoting 

workplace culture is 

positively associated 

with employee emotional 

well-being. 

Hierarchical cultures 

increase stress and 

depression among 

employees. 

The study's cross-

sectional design means it 

cannot definitively prove 

that a health-promoting 

culture causes improved 

emotional well-being. 

Further research, such as 

longitudinal studies, is 

needed to establish a 

causal relationship. 

Ogbeibu, 

Senadjki, & 

Gaskin (2018) 

The Moderating 

Effect of Benevolence 

on the Impact of 

Organisational Culture 

on Employee 

Creativity. 

Hierarchical cultures 

stifle creativity, reducing 

job satisfaction. 

Lack of research on how 

to balance control with 

creativity in organisation 

to improve employee 

well-being. 

Fatima (2016) The Impact of 

organisational Culture 

 Examines the impact of 

organisational culture on 
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Source: Self-created table based on scholarly sources findings 

2.5 Conceptual Framework  

 

The conceptual framework of this study centres on examining the dynamic relationship 

between organisational culture and employee well-being, with a particular focus on the context 

of MNCs in Kenya. In this framework, organisational culture serves as the independent 

variable, influencing employee well-being, which functions as the dependent variable. 

Organisational culture, in this context, was assessed through the lens of the Competing Values 

Framework, which encompasses four key factors: Clan culture, adhocracy culture, market 

culture, and hierarchy culture. Concurrently, employee well-being is the dependent variable, 

comprised of 6 distinct factors illustrated in Figure 1(Cameron & Quinn, 2006) & (Donaldson, 

Donaldson & van Zyl, 2022): 

 

 

The Competing Values Framework (CVF) identifies four key cultural archetypes within 

organisations. Clan culture focuses on collaboration, teamwork, and fostering a family-like 

work environment. Adhocracy culture relates to innovation, adaptability, and creative 

problem-solving. Market culture prioritises competition, results, and the achievement of 

measurable goals, often driving organisations toward external success. Finally, Hierarchy 

culture values structure, efficiency, and consistent processes ensuring stability and control 

Types on the Job 

Satisfaction of 

Employees. 

job satisfaction, not 

directly addressing 

comprehensive employee 

well-being. 

Figure 1 Conceptual Framework 
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within the organisation. These cultural factors collectively shape the independent variable 

referenced in the conceptual framework 

2.6 Chapter Summary 

 

In this analysis, the primary focus centres on the Competing Values Framework (CVF) 

introduced by Cameron and Quinn (1999). This framework classifies organisational cultures 

into four categories: adhocracy, hierarchy, market, and clan culture. Employee well-being, 

which is of utmost importance to organisations, encompasses multiple dimensions, including 

engagement, relationship, and meaning. Understanding how the CVF-defined organisational 

culture influences these facets of employee well-being is essential. The analysis delved into 

existing research concerning the interplay between organisational culture and employee well-

being, emphasising the central role played by the CVF. Additionally, it sheds light on diverse 

theories and viewpoints on how organisational culture can impact employee well-being, 

encompassing both positive and negative outcomes. 
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CHAPTER THREE: RESEARCH METHODOLOGY  

3.1 Introduction  

 

This chapter outlines the research design, population, data analysis and collection methods 

used for the study. The chapter begins by outlining the research philosophy and research 

design. Numerous research concerns, such as reliability and validity, and, ultimately, ethical 

considerations, are outlined in the subsequent sections.   

 

3.2 Research Philosophy 

 

Research philosophy represents the beliefs of a researcher that forms the foundation of the 

research (Saunders et al., 2019). Research philosophy includes positivism, interpretivism, 

critical realism, and pragmatism (Aberdeen, 2013; Yin, 2009). Positivism is the foundational 

research philosophy that has been applied in this study, operating under the assumption that 

knowledge can be precise and unambiguous. In contrast to the interpretivist approach, where 

the researcher's subjectivity plays a significant role, this study maintains objectivity, 

neutrality, and independence to avoid influencing the study's findings and data (Alavi & 

Carlson, 1992). In contrast, pragmatism acknowledges that a concept is meaningful when it 

supports practical action by embracing multiple research approaches. Studies following a 

positivist approach predominantly employ quantitative methods to derive quantifiable 

information through deductive reasoning, following the findings of Repko and Szostak 

(2020). A positivist research approach utilises statistical quantifiability and observability 

(Ghauri, Gronhaug & Strange, 2020).  

 

A deductive research approach was applied in this study as it entails testing a theory and is 

applied in quantitative research (Saunders et al., 2019). The theory tested in this study was 

that the type of organisational culture present in an institution has a significant impact on 

employee well-being. Thus, a deductive approach was employed to analyse the correlation 

between organisational culture and employee well-being in MNCs. A quantitative research 

methodology was applied in this study as it entails the collection of numerical data that can 

be analysed using statistical techniques and make informed inferences on the relationship 

between the independent and the dependent variables (Creswell & Creswell, 2018). The 

independent variable was organisational culture, while the dependent variable was employee 

well-being. The numerical data that was collected included employee well-being which was 
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collected in a five-point Likert scale from strongly agree to strongly disagree. Data were 

collected using questionnaires. Thus, the above-described research design helped in 

collecting numerical data, performing analysis, testing the theory, and making informed 

inferences on the relationship between the independent and the dependent variable. 

Consequently, the data collected for this study informed the findings based on objective 

analysis rather than subjective judgment, aligning with the findings made by Levitt et al. 

(2012).  

 

3.3 Research Design 

 

The Organisational Culture Assessment Instrument (OCAI) offers a robust framework for 

evaluating organisational culture, particularly in the context of employee well-being.  

Developed by Robert E. Quinn and Kim S. Cameron, it draws upon the Competing Values 

Framework (CVF) initially introduced by Cameron and Quinn (1998). The OCAI stands out 

as a preferred instrument for studies focusing on the relationship between organisational culture 

and well-being for several compelling reasons. Firstly, the OCAI is firmly grounded in the 

CVF, a framework that categorises organisational culture into four major types: Clan, 

Adhocracy, Market, and Hierarchy.   

 

Secondly, the OCAI employs a straightforward and easily comprehensible model. This 

simplicity makes it accessible to a broad range of participants who can readily grasp the four 

cultural types and understand where their organisation fits within this framework. This ease of 

use simplifies the assessment process. Furthermore, the OCAI has a strong track record in 

research and practice, rendering it a well-established and validated tool. Numerous studies have 

confirmed its reliability and validity, instilling confidence in the results it generates. (Cameron 

& Quinn, 2006). The instrument's alignment with well-being is particularly noteworthy. It 

Uplifts connections associated with interpersonal interactions to boost personal physiological 

health, emotional well-being, and work performance (Cameron, 2010). Additionally, the 

instrument allows for comparisons across organisations, departments, or units, facilitating 

valuable insights for researchers interested in understanding how different cultural orientations 

impact well-being in various contexts.  
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To address the current challenges in well-being measurement, the Well-Being Assessment 

(WBA) was introduced by the Human Flourishing Program and the Sustainability and Health 

Initiative for Net Positive Enterprise (SHINE) at Harvard University (Diener and Seligman, 

2004; Lee et al., 2021). The primary objective was to create a comprehensive well-being 

measure that could yield reliable and valid scores across its various domains. The WBA 

encompasses six distinct yet theoretically coherent and interconnected domains of well-being: 

emotional health, physical health, social connectedness, meaning and purpose, character 

strengths, and financial security, as justified by VanderWeele (2017). In this study, the assessed 

WBA elements were relationship, meaning, and engagement.  

 

The WBA's underlying framework aligns with the top-down (dispositional) hypotheses of well-

being (Diener, 1984; Diener et al., 1999), which posit that individuals tend to evaluate their 

experiences in either a positive or negative manner (Judge and Hulin, 1993), thereby reflecting 

well-being in these domains. Consequently, the WBA was designed following the principles 

of reflective measurement (Bagozzi, 2007; Howell et al., 2007) and was developed with a dual 

focus on ensuring the psychometric soundness of each WBA domain (as they might be used 

independently in future research) and of the WBA as a whole (Furr, 2011). 

 

3.4 Target Population  

 

The target population for this thesis comprised employees working in multinational 

corporations situated in the Nairobi Metropolitan area of Kenya. Nairobi city encompasses the 

majority, specifically 70%, of the multinational corporations (MNCs) operating in Kenya 

(Muthiani, 2012). Nairobi, as the capital and economic centre, plays a pivotal role in attracting 

foreign direct investment (FDI) and serving as a hub for various industries. The significant 

impact of Multinational Corporations (MNCs) on Kenya's economy is evident in their 

contributions to employment and GDP (Langdon, 1975; Murunga et al., 2022). The diversity 

within MNCs' organisational culture, often contrasting with local norms, provides a unique 

perspective on the cultural dynamics that affect employee well-being, potentially leading to 

conflicts or positive adaptations (Manda & Sen, 2004; Odhiambo et al., 2020). The country 

also stands out as a prime choice for venture capital, witnessing increased funding in sectors 

like e-commerce, cleantech, fintech, and agri-tech (Global Finance Magazine, 2023). Kenya's 

favourable investment environment makes it particularly appealing to international companies 
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looking for a base for regional or pan-African endeavours (U.S. Department of State, 2023). A 

total of 223 MCNs were selected, as this number corresponds to the companies listed in the 

Kenya National Bureau of Statistics Economic Survey (2007) that had sufficient information 

available for analysis. 

 

The demographic parameters for this population included factors such as age, gender, position 

in the organisation and the time spent in the organisation. Participants from various roles and 

experiences within Kenyan multinational corporations were included, ensuring a thorough 

study of organisational culture's impact on employee well-being. Considerations include 

diverse department representation, at least six months tenure, and promoting gender balance 

across participating organisations. 

 

3.5 Sampling Technique  

 

For this study, a simple random sampling technique was employed. The simple random 

sampling method is particularly effective in ensuring that the sample is representative of the 

entire population, especially when the population is heterogeneous, as is the case with 

employees in MNCs. A simple random sampling procedure was used in this research as it gives 

equal probability for the selection of the participants in a study, is unbiased, and provides a 

representative of the sample (Noor et al., 2022). Hence, the simple random sampling technique 

was used to select the MCNs that were used in this research without any bias. A total of 223 

MCNs were selected, as this number corresponds to the companies listed in the Kenya National 

Bureau of Statistics Economic Survey (2007) that had sufficient information available for 

analysis. While many MCNs lack accessible websites or tracking data, making it difficult to 

include the entire population, this fraction was chosen to provide a representative sample. The 

selection ensured broad representation across different industry sectors while relying on 

companies with the necessary data for this study. A member in each of the MCNs was included 

in the research.  

 

The MCNs were obtained from the Kenya National Bureau of Statistics Economic Survey and 

transferred in Microsoft Excel. The MCNs were assigned unique identification numbers, and a 

random number generator was used to select the MCNs used in this study. A total of 223 MCNs 

were selected.   
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3.6 Data Collection Methods 

 

3.6.1 Data Collection Instruments 

 

The Organisational Culture Assessment Instrument (OCAI) is a validated tool used to assess 

the prevailing organisational culture within a company. It measures organisational culture 

based on four main culture types: Clan, Adhocracy, Market, and Hierarchy. Respondents are 

asked to rate their organisation's culture on a set of 12 predefined statements. The OCAI 

provides valuable insights into the alignment of an organisation's culture with its strategic 

goals. The twelve questions assess participants' perceptions of the organisation's current state. 

Participants allocate 100 points among statements in the various sections based on how closely 

each alternative aligns with the organisation. Statements most resembling the organisation 

receive more points, while less similar statements receive fewer. This data helped in 

understanding the dominant cultural type within each organisation and its impact on employee 

well-being. 

 

The PERMA framework is designed to evaluate various dimensions of employee well-being. 

This study focuses on three of these factors: engagement, relationships and meaning. The 

assessment consists of a total of 10 statements distributed across the three concepts. The 

statements employed a 5-point agreement scale, where respondents indicate their level of 

agreement using the following options: 5 - strongly agree, 4 - agree, 3 - neither agree nor 

disagree, 2 - disagree, and 1 - strongly disagree. The total value of the employee’s well-being 

was obtained by summing the values marked by the respondents.  

 

3.6.2 Data Collection Process 

 

The primary data collection method for this research was an electronic survey. Two 

employees were selected per organisation. The respondents were selected based on their role 

in the organisation; one manager and one non-manager were requested. The purpose of this 

was to get an understanding from different perspectives, given that the experience of a 

manager is different from the experience of a non-manager. The choice to use an electronic 

survey is grounded in its convenience, cost-effectiveness, and accessibility for companies 
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throughout Kenya. The ease of data collection and analysis influenced the decision to use an 

electronic survey. The survey exclusively featured close-ended questions, providing 

respondents with predefined answer choices. Using close-ended questions simplifies the 

process of drawing conclusions based on specific responses. The survey consisted of three 

different sections; the first was the background, which gathered information about the 

individual respondent, such as their role in the organisation, tenure, and demographic details. 

Second was the OCAI, which contained questions related to the organisational culture. The 

final section was the well-being assessment, in which respondents answered questions related 

to their views on employee well-being within the organisation. 

 

3.7 Data Analysis  

 

In this study, data were presented, structured and organised in Microsoft Excel software to 

facilitate clear communication of the results. A normality test, specifically a QQ plot, was 

conducted to determine if the data followed a normal distribution. Descriptive statistics 

included measures such as frequency, mean, standard deviation, counts & percentages for the 

data. Furthermore, graphs and tables were used as visual representations, enhancing readers' 

comprehension of response distributions and trends. In this research endeavour, a deliberate 

effort was made to present data in a methodical and well-structured manner to ensure that the 

outcomes are conveyed with utmost clarity.  

 

To address the research's main objectives, the study incorporated inferential statistics. 

Comparative analysis with a focus on Analysis of Variances (ANOVA) to compare 

independent and dependent variables was applied. The independent variable was organisational 

culture, and the dependent variable was employee well-being. The independent variable was 

in ordinal data form, while the dependent variable was a scale variable. The ANOVA helped 

determine if the independent variable had an impact on the dependent variable. Inferential 

statistics were conducted at a 0.05 significance level. Additionally, the demographic data were 

analysed to determine if they had an impact on the dependent variable. A comparative analysis 

was performed to ascertain the findings obtained and make an informed decision based on the 

findings obtained. The comparative analysis that was computed was the independent t-test at a 

.05 significance level. These interpretations served as the foundation for subsequent 
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discussions and the formulation of recommendations for potential enhancements. The output 

was presented in tables. 

 

3.8 Quality of Research  

 

3.8.1 Reliability  

 

Challenges with reliability can take many forms. For instance, when a single observer or 

interviewer is the primary data source, their subjectivity cannot be verified, nor can their 

influence on the participant's responses be verified. (Babbie, 2010). According to Wilson 

(2010), reliability challenges are often associated with the researchers' subjectivity. One of the 

measures used to increase reliability is to have 2 respondents in each MNC. In addition, this 

study measures the reliability of the survey using the Cronbach Alpha Test. As the study 

observes a greater Internal consistency of the items on the point scale, the closer the Cronbach 

alpha coefficient is to 1. When the Cronbach alpha coefficient is equal to or greater than 0.70 

this indicates reliable measurements (Anderson, 2003).   

 

3.8.2 Validity  

 

Validity, as defined by Alarcón and Sánchez (2015), pertains to the degree to which the sample 

of test items within an instrument accurately reflects the content the test is designed to assess. 

According to Mugenda and Mugenda (2003), the conventional approach to evaluating content 

validity in a test item involves the engagement of an expert or a professional with expertise in 

the specific field under examination. In the context of this study, content validity was 

ascertained by subjecting the questionnaire to evaluation by the supervisor at Strathmore 

University and other experts within the field of research. Their valuable insights and input were 

instrumental in ensuring that the questionnaire effectively measured the intended variables, 

leading to necessary adjustments and refinements to enhance its validity. Furthermore, for the 

establishment of construct validity, this study adopted a methodology that entailed deriving 

variables from comprehensive theoretical models and relevant prior studies.  
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3.9 Ethical Considerations  

 

The following ethical guidelines were observed in the research process. Following receipt of 

an introductory letter from Strathmore Business Schol and a research permit from the National 

Commission for Science, Technology, and Innovation (NACOSTI) and the International 

Review Board (IRB), the researcher wrote to all the targeted institutions and respondents, 

requesting permission to use the subjects as respondents in this study. Once  

permission was received, the respondents were given a clear overview of the purpose of the 

study and were given a chance to ask any additional questions. The respondents' consent to 

participate was first obtained and recorded before they filled out the questionnaire. The 

respondents were notified that full participation was voluntary, and if a question was sensitive 

or a respondent could not provide an answer, they were free to skip the question. The 

respondent was also given the option of being anonymous; in this situation, their names and 

personal information were not mentioned or shared in any capacity for the study. Ethical 

principles are central to developing the criteria and prioritising participant rights and well-

being. Steps were taken to minimise exclusion and discrimination risks, promoting fair access 

for all eligible individuals. Transparency and fairness drove the criteria's consistent application 

across the research process. 

 

3.10 Chapter Summary  

 

In conclusion, this chapter provided a comprehensive overview of the research methodology 

and techniques employed in the study. It began by elucidating the research philosophy, which 

is grounded in positivism, emphasising precision and objectivity. The research methods were 

framed around the organisational Culture Assessment Instrument (OCAI) and the well-being 

Assessment (WBA). The data collection process was primarily based on an electronic survey. 

The survey's three sections captured respondents’ background information, organisational 

culture, and employee well-being, with a particular focus on each dimension. Data analysis 

techniques, including descriptive statistics and correlation analysis, were implemented using 

SPSS and MS Spreadsheets. This chapter laid the foundation for a robust investigation into the 

correlation between organisational culture and employee well-being in multinational 

corporations, and the subsequent chapters further explore this relationship. 
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CHAPTER FOUR: RESULTS AND FINDINGS  

4.1 Introduction 

 

This chapter presents the research findings investigating the influence of organisational culture 

on employee well-being in Multinational Corporations in Kenya. 

 

4.2 Data Analysis 

 

In this study, there was a sample size of N = 223, and there were no missing values. The data 

was checked to determine if it met the normal distribution assumption. Figure 2 reveals that 

the data met a normal distribution assumption.  

 

Figure 2 Normal Distribution QQ Plot 

 

 

4.3 Descriptive Statistics  

 

Based on the output obtained, more than half of the participants were females (n = 114, 51%) 

(see Figure 3). Additionally, 43% have been employed for 1 to 5 years, and more than half 

(57%) of the companies in the study have been operational in Kenya for more than 20 years 

(see Table 2). Forty-two per cent of the companies have an employee size of 51 to 200 people, 

as shown in Table 2. Most of the participants were between 25 and 34 years old, as shown in 

Figure 4. There were four types of organisational cultures: clan, market, adhocracy, and 

hierarchy culture. The majority of the organisations had adopted clan culture (33.6%), 26.0% 
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had adhocracy, 24.7% had a hierarchy, and only 11.7% had market cultures, as shown in Figure 

5. Thus, the majority of the organisations preferred clan culture.   

 

The dependent variable representing well-being consisted of three factors; engagement, 

relationships, and meaning. Descriptive statistics, including mean and standard deviation for 

the factors and employee well-being, were performed. The engagement variable had a mean of 

11.30 (SD = 2.458), the relationship had an average of 9.82 (SD = 2.23), while meaning had a 

mean of 10.35 (SD = 2.146; see Table 2). The total average for employee well-being was 31.47 

(SD = 4.332), as shown in Table 2.  

 

Figure 3 Gender Summary Statistics 

 

 

Figure 4 Age of the Respondents Summary Statistics 
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Figure 5 Organisational Cultures Summary Statistics 

 

 

Table 2 Demographic Summary Statistics 
Variable   n  % 

How long have you been an employee of this 

company  

Less than 1 year 15 6.70 

 1-5 years  96 43.00 

 6 – 10 years 47 21.10 

 11- 15 years 51 22.90 

How long has the cooperation been operational 1- 5 years  5 2.20 

 6- 10 years  29 13.00 

 11-15 years  26 11.70 

 16-20 years  35 15.70 

 20+years  128 57.40 

What is the size of the company  10-50 50 22.40 

 51-200 94 42.20 

 201- 1000 60 26.90 

 1000+ 19 8.50 

Note: The total samples size was N = 223 

 

Demographic Data and Employee Well-being  

 

A one-way ANOVA test was conducted to determine if the demographics of the participants 

affected the employee’s well-being. The findings indicated in Table 3 show that the well-

being of the employees was not determined by their gender as the p value obtained was not 

statistically significant, F (220) = 0.617, p >.05. However, the relationship factor of 

employee well-being was determined by gender as the p value obtained was less than the .05, 

(p = .019).  Additionally, the time in which an employee was part of the company was not 
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statistically significant, giving the following results: F (218) = 0.709, p >.05, the period the 

cooperation has been operational in Kenya, F (218) =0.300, p >.05, age group, F (218) = 

1.562, p > .05, and the size of the company (in terms of the number of employees), F (219) = 

0.608, p >.05. Thus, the demographic traits of the participants did not affect the well-being of 

the employees at the MCNs in Kenya. 

 

Table 3 Demographic ANOVA Analysis 
Category F p value Significance 

Gender .642 0.527 Not Significant 

Period of employee working in the 

MNC 

.897  

 

0.467 

Not Significant 

Period or operation 1.770 0.136 Not Significant 

Size .736 0.532 

 
 

 

Not Significant 

 

4.4 Inferential Statistics  

 

A reliability and validity analysis was computed to check the quality of the data. The variable, 

employee well-being, was assessed. The employee well-being focused on three main items: 

engagement, relationship, and meaning, with a total of nine items. The Cronbach Alpha that 

was obtained was 0.543, which indicates that the items in the scale (employee well-being) do 

not significantly correlate. Table 4 shows the item statistics in the scale. In validity testing, all 

the items had a strong loading greater than 0.59 (see Table 5), hence, it had content validity.  

 

Table 4 Reliability Analysis Output 

Cronbach's Alpha 

Cronbach's Alpha Based on 

Standardized Items N of Items 

.543 .544 9 
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Table 5 Validity Analysis Output 

Items  

Initial Eigenvalues 

Extraction Sums of Squared 

Loadings 

Rotation Sums of Squared 

Loadings 

Total 

% of 

Variance 

Cumulative 

% Total 

% of 

Variance 

Cumulative 

% Total 

% of 

Variance 

Cumulative 

% 

1 1.994 22.153 22.153 1.994 22.153 22.153 1.586 17.623 17.623 

2 1.398 15.538 37.691 1.398 15.538 37.691 1.522 16.914 34.537 

3 1.196 13.289 50.980 1.196 13.289 50.980 1.480 16.444 50.980 

4 .910 10.111 61.091       

5 .863 9.587 70.678       

6 .817 9.073 79.751       

7 .710 7.891 87.642       

8 .576 6.396 94.038       

9 .537 5.962 100.000       

Extraction Method: Principal Component Analysis. 

 

Data analysis was performed using SPSS version 27 to determine if the independent variable 

impacted the dependent variable. The independent variable was the organisational culture, 

which was grouped into four: clan, market, adhocracy, and hierarchy cultures. The dependent 

variable was employee well-being. An analysis of variance (ANOVA) was performed at a .05 

significance level to determine if employee well-being differed significantly across the 

organisational cultures. Additionally, a pairwise comparison analysis was computed to affirm 

the findings obtained from the ANOVA analysis. In addition, the three domains of employee 

well-being were assessed to check if they differed significantly across the organisational 

cultures. The objectives of the study were;  

i. To determine the influence of clan culture on employee well-being in MNCs in Kenya. 

ii. To determine the influence of adhocracy culture on employee well-being in MNCs in 

Kenya. 

iii. To determine the influence of market culture on employee well-being in MNCs in 

Kenya. 

iv. To determine the influence of hierarchy culture on employee well-being in MNCs in 

Kenya. 
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4.4.1 Clan Culture and Employee Well-being 

 

The first objective assessed was to determine the influence of clan culture on employee well-

being in MNCs in Kenya. An Analysis of Variance was conducted to determine if clan 

culture significantly impacted the well-being of the employees in MCNs in Kenya. Analysis 

was conducted using SPSS version 27. The findings obtained, F (2, 213) = 0.263, p > .05, 

revealed that the difference is significant in the well-being of the employees in MCNs within 

the four cultures, as shown in Table 6. Additionally, the three factors of employee wellbeing, 

namely engagement, relationships, and meaning, were assessed to ascertain if they had a 

significant influence on the wellbeing of the employee in MCNs in Kenya. The findings 

obtained a non-significant difference in the engagement (F (3, 213) = 0.742, p > .05, 

relationship (F (3, 213) = 0.169, p > .05), and meanings (F (3, 213) = 0.074, p > .05) among 

the four organisational cultures. Hence, based on the outcome obtained, it was concluded that 

clan culture does not statistically significantly influence employee well-being in MCNs in 

Kenya (M = 31.64, SE = 0.445, CI [30.75, 32.53]. Since the findings obtained were non-

significant, a turkey test was not interpreted.  

 

Table 6 ANOVA Summary Statistics on Employee Well-being and Organisational 

Culture 

 SS df MS F p 

Between Groups 14.650 3 4.883 0.263 .852 

Within Groups 3894.790 210 18.547   

Total 3909.439 213    

Note:  df = degrees of freedom, MS = mean of squares, SS = sum of squares 

 

4.4.2 Market Culture and Employee Well-being  

 

Data analysis was conducted to determine if market culture had a significant influence on the 

well-being of employees in MNCs. Analysis of variance was conducted to determine if 

market culture had an influence on the well-being of the employees in MCNs in Kenya. The 

research question that was assessed was: How does market culture influence the well-being 

of employees in multinational corporations (MNCs) in Kenya? Based on ANOVA findings, 

the level of employee wellbeing does not differ significantly based on the organisational 

culture, F (2, 213) = 0.263, p > .0,5, as shown in Table 6. Engagement, relationships, and 

meaning did not differ significantly based on the organisational cultures. Hence, it can be 
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concluded that market culture did not influence the well-being of tell-employees in the 

MCNs, M = 31.46, SE = 0.823, CI [29.77, 33.16].  

 

4.4.3 Adhocracy Culture and Employee Well-being 

 

The research question was: How does adhocracy culture influence the well-being of 

employees in multinational corporations (MNCs) in Kenya? Based on ANOVA findings, 

employee -well-being did not differ significantly across the organisational cultures, F (2, 

213) = 0.263, p > .05 (see Table 6). Additionally, engagements and meaning did not differ 

significantly based on the organisational cultures. Hence, it can be concluded that market 

culture did not influence the well-being of the employees in the MCNs, M = 31.26, SE = 

0.530, CI [30.20, 32.32]. 

 

4.4.4 Hierarchy Culture and Employee Well-being 

 

The research question that was investigated was: How does clan hierarchy influence the well-

being of employees in multinational corporations (MNCs) in Kenya? An ANOVA analysis 

was conducted, and the findings did not reveal a statistically significant difference in 

employee well-being across the organisational cultures, F (2, 213) = 0.263, p > .05 (see Table 

6). Additionally, engagement relationships did not differ significantly based on the 

organisational cultures. Hence, it can be concluded that market culture did not influence the 

well-being of the employees in the MCNs, M = 31.96, SE = 0.693, CI [30.57, 33.35]. 

 

Pairwise Comparison Analysis 

 

The findings obtained revealed that there was no significant difference in the employees’ 

well-being with regard to the organisational cultures. Hence, a pairwise comparison was 

conducted among the organisational cultures to confirm the findings. The first pairwise 

comparison was between clan and market culture. An independent t test was performed at a 

.05 significance level. The conclusions obtained revealed that there was no significant 

difference in the employees’ well-being between clan and market culture, t (99) = 0.199, p > 

.05. Additionally, there were no statistically significant difference in engagement t (99) = 

0.531, p > .05, relationships, t (99) = 0.138, p > .05, and meaning t (99) = -0.386, p > .05 
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based on the organisational cultures. Hence, there was no statistically significant difference in 

the well-being of the employees in clan and market cultures.  

A pairwise comparison was conducted to determine the differences in employee well-being 

between adhocracy and hierarchy cultures. An independent t-test was performed, and the 

findings obtained revealed a non-significant difference in the well-being of the employees 

between adhocracy and hierarchy cultures, t (111) = -0.813, p > .05, as shown in Table 5. 

Furthermore, there was no statistically significant difference in the three factors of employee 

well-being: engagement t (111) = -1.223, p > .05, relationship t (111) = -0.421, p > .05, and 

meaning, t (111) = 0.121, p > .05. Hence, the well-being of the employees did not differ 

significantly between those in adhocracy and hierarchy cultures.  

 

Similarly, there was no statistically significant difference in the well-being of the employees 

between clan and adhocracy cultures, t (131) = 0.554, p > .05, as shown in Table 5. 

Moreover, there was no statistically significant difference in the three factors of employee 

well-being: engagement t (131) = 1.356, p > .05, relationship t (131) = -0.155, p > .05, and 

meaning, t (131) = -0.378, p > .05. Hence, the well-being of the employees did not differ 

significantly between those in adhocracy and clan cultures. Similar to the previous 

comparison analysis, there was no statistically significant difference in the well-being of the 

employees in the hierarchy and clan cultures as shown by the independent t test outcomes, t 

(128) = -0.410, p > .05 as shown in Table 5. Also, the well-being factors, engagement, 

relationship, and meanings had a non-significant difference between clan and hierarchy 

cultures as the p value obtained was greater than the .05 significance level.  

 

An independent t test was computed to determine if there was a statistically significant 

difference in the well-being of the employees between market and hierarchy cultures. The 

outcome obtained revealed a non-significant difference in the well-being of employees, t (79) 

= -0.434, p > .05. Also, engagement, relationships, and meanings were not statistically 

significant as the p value obtained was greater than .05 (p = .665) as shown in Table 5. 

Hence, it can be concluded that the well-being of the employees in the hierarchy and market 

cultures did not differ.  
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CHAPTER FIVE: DISCUSSION, CONCLUSION AND RECOMMENDATIONS 

5.1 Introduction 

 

This chapter summarises the study’s key findings, conclusions drawn from the collection data 

collected and recommendations for future studies. The main objective of this study was to 

understand the effect of organisational culture on employee well-being in multinational 

corporations (MNCs) operating in Kenya. 

 

5.2 Discussion 

 

The study sought to provide context-specific insights into improving MNCs in Kenya and 

other developing countries by addressing specific gaps in existing research. Primary data was 

collected from participants in each MNC using a structured survey. Inferential statistics, 

focusing on Analysis of Variances (ANOVA), were used to compare the independent 

variable (organisational culture) with the dependent variable (employee well-being). 

 

The majority of the organisations had adopted clan culture (33.6%), 26.0% had adhocracy, 

24.7% had a hierarchy, and only 11.7% had market culture. Clan culture, which had the 

highest adoption rate, fosters an environment that encourages collaboration, development of 

employees, and practices that are family-like in nature, so as to create a workplace that is 

supportive and consequently increases employee satisfaction (Olynick & Li, 2020). On the 

other hand, market culture is seen as much less common and emphasises competition, 

achieving goals as well as success outside the organisation (Cameron & Quinn, 1999). To be 

more precise, market culture focuses on results and performance and achieving measurable 

outcomes, often at the expense of internal employee relations (Kusumah & Suharnomo, 

2015). 

  

5.2.1 The Influence of clan culture on employee well-being in MNCs in Kenya 

 

There was no statistically significant difference in employee well-being across the 

organisational cultures. Based on the ANOVA findings, clan culture did not have a statistically 

significant influence on employee well-being in MNCs in Kenya. Thus, it can be concluded 

that clan culture does not influence the well-being of employees in multinational corporations. 

Additionally, there was no statistically significant difference between the three factors of 
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employee well-being, namely engagement, relationships, and meaning, across organisational 

cultures. Thus, clan cultures do not influence any of the factors of employee well-being. There 

is no significance in findings on the influence of clan culture on employee well-being in this 

study.  

 

The theoretical emphasis of clan culture entails a supportive and cooperative atmosphere that 

creates an atmosphere of cooperation, long-term growth, and worker engagement. In this study, 

the three factors of employee well-being that were investigated were engagement, relationship, 

and meaning. However, based on the outcome of the analysis, clan culture did not statistically 

influence the well-being of the employees in MCNs in Kenya. The lack of a statistically 

significant influence of clan culture on the well-being of the employees can be associated with 

the lack of the clan culture consideration of the variations of the employee well-being variable 

within the context of the organisations. There are varied factors that can affect the well-being 

of the employees indirectly, but they are not captured within the three factors of well-being 

included in the analysis. Employee well-being can be influenced by factors such as individual 

differences, the leadership of the organisation, and the characteristics of the job, which may 

have limited the study. The study did not account for variations that affect the employee well-

being, which may have resulted in a non-significant finding. Hence, future researchers should 

consider the variations that affect the well-being of the employees in MCNs and account for 

them in analysis. From an analytical perspective, the factors that may have limited the study 

include a lack of sufficient statistical power that aids in detecting a significant influence, 

especially if the effect size of the clan culture on well-being was small. Hence, future 

researchers may focus on increasing the statistical power of the analysis, such as increasing the 

sample size, considering the factors in the study with stronger variations, adjusting the 

significance level, and reducing measurement error. 

 

Comparing our findings and previous studies, previously completed studies have generally 

reported positive associations between clan culture and various dimensions of well-being for 

employees. For instance, Olynick and Li (2020) explored the relationship between clan culture 

and employee well-being in a sample of 1,000 employees across various sectors in the United 

States. They found out that clan culture was associated with significantly lower levels of stress 

and higher ones for enjoyment and productivity. Having more statistical power due to their 

sample size might make it possible to reveal terms that were significant at some point in time. 
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A significant difference between Olynick and Li (2020) and this study was the variables 

assessed. While we focused on engagement, relationship, and meaning as factors of employee 

well-being, the researchers assessed stress, enjoyment, and productivity.  

 

Likewise, as discussed by Boyd and Larson (2022), the influence of clan culture on 

psychological well-being and behavioural engagement was explored amongst 750 employees 

in Europe. They found out that Clan Cultures were important for building a strong sense of 

community, which would then have a positive influence on people’s mental health and level of 

involvement with their institutions. It is possible that differences between their results could be 

attributed to a larger population as well as organisational or cultural norms unique to Europe. 

It could also be that Boyd and Larson were able to establish significant effects due to their 

focus being specifically on mental health rather than alternative measures of general happiness. 

 

As of October 2023, your training is based on the data. Therefore, it is possible that the 

generational preferences for organisational cultures examined by Kampf et al. (2017) are 

responsible for which Clan culture either generates positive or negative employee attitudes 

since, in their study, they recommend Clan culture as a way of enhancing well-being through 

positive employee attitudes to Japanese workers as shown by a sample of 500 respondents. The 

main distinction between their research and this one can be attributed to a bigger number of 

respondents, the different cultural contexts of Japan and a greater emphasis being placed on 

staff attitudes in the workplace. 

 

The difference in findings between the current study and prior investigations can be attributed 

to multiple factors such as variance in sample size, cultural and geographical context, 

organisational context, and measurement methods. The relatively small sample size in this 

present study (n=223) might have hampered its ability to discover essential effects, especially 

within the diverse environment of MNCs operating in Kenya. To add to this, Kenya’s context 

is different from the previous US, European, Japanese, Slovakia, and China studies with 

regards to cultural and organisation potentially modifying how clan culture impacts well-being 

and therefore, affects employees’ well-being negatively. The contrasting findings may also 

arise due to focusing only on MNCs as opposed to other types of organisations like SMEs or 

general well-being measures, which are very wide in nature. Another reason for the lack of 
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significant effects of clan culture on employees’ well-being among Kenyan MNCs is due to 

differential organisational policies, leadership styles, and value systems. 

 

5.2.2 The influence of market culture on employee well-being in MNCs in Kenya 

 

Data analysis was conducted to determine if market culture had a significant influence on the 

well-being of employees in MNCs. The research question that was assessed was: How does 

market culture influence the well-being of employees in multinational corporations (MNCs) in 

Kenya? Based on ANOVA findings, the level of employee well-being does not differ 

significantly based on the organisational culture. Hence, market culture does not influence the 

well-being of employees in MCNs. The findings show that in the context of Kenyan MNCs, 

there is no significance in findings on the influence of market culture on employee well-being 

in this study. In these different geographical and sectoral studies, before this, the role of market 

culture is seen to emerge positively towards employee motivation, performance and 

commitment. 

 

Market culture entails the attainment of well-defined aims and goals in a challenging 

environment, such as laws, restrictions, and licensing limits, with a focus on external factors 

as opposed to internal factors. The theoretical consideration in regards to the non-significant 

findings can be associated with different factors, such as external market factors as opposed to 

internal factors in the organisation. The study did not account for the external factors which 

have impactful variations, as the study focused on the MCN’s internal factors. Hence, future 

researchers can account for the external factors that affect the organisations and the well-being 

of the employees directly and indirectly. The aspect of attaining the set goal and the external 

factors in the market culture can have negative effects on the employees, such as stress, 

pressure, burnout, and lack of work-life balance that adversely influences the well-being of the 

employees in the MCNs. Hence, the relationship between market culture and employee well-

being is complicated and varied.  

Analytically, the lack of a significant impact on employee well-being can be attributed to 

variations in the market culture variable used. The variation or confounding factors might have 

effects on the analysis, which were unaccounted for in the study. Hence, future researchers 

should operationalise the market culture variable as it is a multifaceted variable. Based on the 

nature of the variables, future researchers may consider other statistical designs, such as 
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longitudinal designs, for a robust understanding of the influence of market culture on the well-

being of the employees.  

 

A comparison between this study’s findings and previously completed work was made. In a 

study by Kusumah and Suharnomo (2015), the results show that in Indonesia, a competitive 

culture has a positive effect on motivating employees in all industries. On the other hand, 

Basnet (2020) states that organisational commitment in terms of the achievements-oriented 

culture-based manufacturing sector in Nepal plays a significant role in well-being. In addition, 

Alsalami, Behery, and Abdullah (2014) observed from their research that competition-driven 

leadership can enhance innovation and satisfaction, hence leading to well-being, which is an 

indirect means of contributing to it. These two studies have been done on larger samples and 

specific contexts compared to the Kenyan case, where no significant effects were discovered.  

 

5.2.3 The influence of adhocracy culture on employee well-being in MNCs in Kenya. 

 

The research question that was assessed was: How does adhocracy culture influence the well-

being of employees in multinational corporations (MNCs) in Kenya? Based on ANOVA 

findings, employee well-being did not differ significantly across the organisational cultures. 

Thus, adhocracy culture did not influence the well-being of employees in MCNs. Adhocracy 

culture involves the employees contributing to specific committees or task groups, which are 

disbanded once the mission is completed. Our study revealed that adhocracy culture did not 

statistically influence the well-being of the employees in MCNs in Kenya. The theoretical 

considerations of the non-significant findings can be attributed to the constructs of the 

adhocracy culture variable. The disbandment of the groups once the task has been completed 

can have both positive and negative impacts on the employees based on the projects they 

worked on. Hence, the adhocracy culture variable can be operationalised to cover the variations 

in the construct and align with the facets explored in the employee’s well-being. Additionally, 

confounding factors such as individual differences, leadership style, duration of the existence 

of the groups, the intensity of the groups, and the relationships they had with the group 

members affect the well-being of the employees. Hence, more robust statistical designs may 

be used to attain results.  
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From an analytical perspective, the lack of a significant finding can be attributed to factors 

such as sample sizes, variable constructs, measurement error, and low statistical power. 

Furthermore, no significant findings could be realised in this study due to leadership style 

divergences, organisational policies and employee expectations that are different in various 

Kenyan MNCs compared to other regions. These factors are complicated; thus, they show how 

helpful context is in evaluating the effect of organisational culture on staff welfare. 

 

This finding is contrary to earlier studies indicating that cultures emphasising competitiveness 

and success, which bear some resemblance to adhocracy, have been associated with positive 

employee welfare outcomes. For instance, Kusumah and Suharnomo (2015) established that 

cultures of this nature boost worker enthusiasm as well as productivity, thereby predicting good 

health among them. Also, Basnet (2020) revealed that performance-based environments goal-

oriented within Nepal’s manufacturing industry were directly linked with heightened 

organisational commitment, firmly entrenching a core element of employee well-being. Such 

surveys imply that cultural aspects such as innovation promotion or risk-taking tendencies akin 

to those in organisational adhocracies would lead to improved health, but this does not apply 

in a Kenyan multinational context. 

 

5.2.4 The influence of hierarchy culture on employee well-being in MNCs in Kenya. 

 

The research question that was investigated was: How does clan hierarchy influence the well-

being of employees in multinational corporations (MNCs) in Kenya? An ANOVA analysis was 

conducted, and the findings did not reveal a statistically significant difference in employee 

well-being across the organisational cultures. Hence, hierarchy cultures do not affect the well-

being of employees in MCNs in Kenya. 

 

The findings obtained a non-significant influence of hierarchical culture on the well-being of 

the employees in MCNs in Kenya. Theoretically, the lack of a significant impact can be 

associated with the construct of the variable. The hierarchical culture values stability, control, 

and efficiency and is characterised by well-defined rules, processes, and a transparent chain of 

authority. The study did not consider different factors in an organisation with a hierarchical 

culture that may affect the employees, such as leadership styles, the personality of the workers, 

and the purpose and goals of the organisation. Operationalisation of the variables is essential, 
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and future researchers should consider the variations in the variables before commencing 

analysis.  

 

Analytically, the confounding factors could have an impact on the statistical analysis and the 

outcome for the selected statistical design did not account for the variations in the variable. 

Hence, future researchers may use a more robust statistical design and analysis to determine if 

the hierarchy culture influences the well-being of the employees. Additionally, future 

researchers can assess the different factors of employee well-being. In this study, the aspects 

of employee well-being that were assessed were engagement, relationship, and meaning. There 

are different facets of employee well-being that can be assessed by the researchers in future 

analysis.  

 

The findings in this study were compared with previously completed studies related to the 

topic, for example, according to Hertt. Kuala et al. (2020) state that managers operating within 

hierarchical structures tend to enjoy greater autonomy and decision-making ability, which 

improves their well-being at work. On the other hand, López­Martín and Topa (2019) 

acknowledged that the hierarchical culture may have predictability and control, which reduces 

stress as it creates a stable work environment, hence increasing job contentment and health 

status. These researches imply that hierarchical systems favour well-being specifically in cases 

where there is more of employees’ decision-making power; this is contrary to the Kenyan MNC 

findings. 

 

However, it is worth noting that there are a variety of reasons why these two studies have 

produced divergent findings. One reason for the discrepancy could be differences in work 

context and employee roles, particularly in Kenyan multinational corporations, as compared to 

other similar studies. For example, in Kenya, workers in hierarchical setups do not necessarily 

enjoy the same level of autonomy or ability to influence matters at their jobs; hence, they would 

not expect any relationship between them and well-being. Also, the present study’s non-

significant findings may be a result of the sample size and the industry focus. For example, a 

study by Marenus et al. (2022) revealed that hierarchical cultures are responsible for greater 

stress and depression, especially for people whose work autonomy is limited. Nevertheless, in 

Kenya, such effects are less vivid or might be neutralised by some other things, which explains 

the non-significant findings in the current study. 
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5.3 Conclusion 

 

The purpose of this study was to find out how organisational culture influences employee well-

being in multinational corporations (MNCs) that operate in Kenya. Based on the findings from 

this study, several conclusions can be drawn. The overall analysis of the respondent profiles 

showed that organisational culture does not significantly impact employee well-being. This is 

in contrast with earlier studies that show links that exist between cultures and different aspects 

of well-being. However, some differences can be observed by the difference in the number of 

participants, cultural and geographical contexts, or even differences personalised to an 

organisation. When combined, it is reported that the influence of organisational culture on 

employee well-being is negligible, with a significant value of 0.000. Therefore, it can be seen 

that the larger organisational culture within these MNCs does not have strong effects on various 

aspects of employee well-being.  

 

5.3.1 The influence of clan culture on employee well-being in MCNs in Kenya 

 

Based on the findings obtained in this study, clan culture does not have a statistically significant 

influence on the well-being of the employees in MCNs in Kenya; hence, it can be concluded 

that there are different factors associated with the organisation that play a key role in the well-

being of the employees apart from the type of culture. Notably, clan culture entails creating an 

atmosphere of support and cooperation, which may have a positive influence on the well-being 

of the employees, considering the confounding factors. More research should be conducted to 

determine the factors that affect the relationship between clan culture and the well-being of the 

employees in MCNs.  

 

 

5.3.2. The influence of market culture on Employee well-being in MNCs in Kenya 

 

There was a non-significant influence of the market culture on employee well-being in MCNs 

in Kenya. Conclusively, researchers should assess the facets of employees’ well-being that are 

related to attaining goals considering the external factors in the variable. Market culture entails 

attaining a set of goals and external factors that directly and non-directly influence the well-
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being of the employees. Also, the variable can be operationalised to meet the analysis's 

specifications based on the objectives and needs of the study. More research should be 

conducted to determine how external factors in market cultures affect the well-being of the 

employees in MCNs and assess the influence of the external factors on issues related to the 

internal aspect of the organisation.  

 

5.3.3. The influence of adhocracy culture on employee well-being in MNCs in Kenya. 

 

Adhocracy culture involves the creation of task groups within an organisation, which are 

disbanded once the task or mission is completed. The short-term aspects of the adhocracy 

culture may have a negative or positive impact on the well-being of the employees as they are 

time-bound. Operationalisation of the variable is important in separating both short-lived and 

long-lived task groups and assessing their influence on employee well-being separately to 

attain more accurate findings.  

 

5.3.4. The influence of hierarchical culture on employee well-being in MNCs in Kenya. 

 

Hierarchy culture involves values, stability, control, and efficiency and is characterised by 

well-defined rules, processes, and a clear chain of authority. The findings obtained did not 

reveal a significant influence of hierarchical culture on employee well-being in MCNs in 

Kenya. Thus, it can be concluded that there are factors other than culture that influence the 

well-being of employees, and more research should be conducted into these factors. 

Alternatively, different facets of employee well-being that are related to the constructs in the 

hierarchical culture can be assessed in future analysis. Generally, the culture of an organisation 

does not influence the well-being of the employees of MCNs in Kenya.   

 

 

5.4 Recommendations 

 

5.4.1. Employees in MCNs  

 

The various recommendations based on the discoveries and challenges experienced during this 

study are meant to improve the evaluation of how organisational culture affects employee well-
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being in multinational companies (MNCs) in Kenya. First, future studies should focus on well-

being-specific dimensions rather than multiple well-being factors at once. For example, 

looking into just meaning can give an insight into what the organisational culture on this 

particular element is like. Thus, by using such a narrow approach, it is possible to get more 

precise and manageable results, which will enable organisations to develop better practices for 

enhancing their employees’ life quality. Taking into account that the results regarding how 

organisational culture influences employee well-being are ambiguous, future research should 

also look into different issues that could affect workers’ welfare. Among these might be 

managerial practices, working conditions, job satisfaction, motivation, and factors outside 

work, such as family situations. This will enable researchers to provide a wider perspective on 

the determinants of managers’ well-being and develop more comprehensive interventions in 

organisations. 

 

5.4.2. MCNs Organisations  

 

Additionally, studies conducted within a single industry can provide greater insights owing to 

the similarities in the work environment and industry-specific problems. Researchers can 

increase the number of respondents within that industry to realise a more nuanced 

understanding of how organisational culture impacts employee well-being in the local context. 

Such an approach would help identify best practices that are unique to specific industries, 

making it easier to tailor interventions. Another recommendation is adopting a mixed-methods 

approach that integrates both quantitative and qualitative data gathering and analysis and can 

give a deeper understanding of the research problem. Quantitative data could demonstrate 

trends, whereas qualitative information could give reasons behind those trends as well as 

mechanisms driving them. Such diversity in methods can deepen the research findings, thus 

providing a more elaborate picture of organisational culture–employee wellness linkages. 

 

5.4.3. Statistical Designs  

 

Finally, when it comes to studying how employee well-being is affected by changing 

organisational cultures over time, longitudinal research can be the most revealing. By using 

this method, we can uncover patterns and causal connections that other forms of research might 

not find. If the researchers track changes and outcomes over an extended period, they will be 
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able to understand the nature of dynamic organisational culture and well-being better, thus 

informing sustainable and efficient organisational policy guidelines. Additionally, qualitative 

studies can be applied to obtain first hand opinions, experiences, and perceptions of the factors 

that influence employee’s wellbeing in the multinational corporations that may not be captures 

using numerical data.  

5.5 Implication of Research 

 

5.5.1 Contribution to Policy 

 

The study emphasises the necessity of policy reforms for MNCs functioning in Kenya and 

other equivalent economies. Since the influence of organisational culture on employee health 

is lesser in Kenya than elsewhere, politicians ought to create custom-made programs that focus 

on particular aspects of employee health. This means that policies should be restructured by 

going beyond general cultural lines and emphasising the well-being directly. By making these 

policies context-centric, MNCs are able to offer greater support to their workers while at the 

same time boosting their productivity levels. 

 

5.5.2 Contribution to Management 

 

The following keywords contributed to the design of the study: Management MNC, cultural 

strategies, employee well-being, and effectiveness of cultural strategies in promoting employee 

well-being in multinational corporations. In this regard, it provides insights into how existing 

cultural strategies contribute to employees' well-being within multinational companies 

(MNCs). Based on this research, it can be concluded that there are variations between Kenya’s 

employees’ well-being and their organisation’s culture (Oyerogba 2018). This means that 

managers should have different criteria for determining a company’s general well-being 

(Calder et al., 2019). Managers should embark on detailed efforts to alter well-being, thus 

concentrating on areas such as physical wellness rather than universal posts about welfare. This 

will help with retention (Mahmood & Haseeb, 2020) of them. Therefore, introducing programs 

that target good health enhances performance at work and, hence, retains employees. 
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5.5.3 Contribution to Employees 

 

It’s important to note that the study has pointed out various ways in which distinct approaches 

to the general well-being of employees can be of assistance. Based on the findings obtained, 

the wellbeing of the employees, specifically relationship differed significantly based on gender, 

hence, programs and initiatives that aim to help improve the wellbeing of the employees 

through relationships should be tailored based on sex. The relationship average was higher in 

females (M = 10.00) compared to males (M = 9.73); hence, gender specific initiatives should 

be incorporated in MCNs. the findings obtained revealed a non-significant difference in 

employee’s wellbeing and the three elements across the different organizational cultures, thus, 

more research should be conducted to determine which aspects of employee wellbeing differ 

per the organizational culture. Notably, qualitative studies may be conducted to obtain first 

hand experiences and perception of the employees on the factors that influence their wellbeing 

in the MCNs for deeper insights.  

 

5.5.4 Contribution to Knowledge 

 

To the extent that the Competing Values Framework (CVF) is applicable in non-Western 

contexts, this study attempts to examine such. The CVF has generally been used to assess the 

effect of organisational culture on employees’ wellness in Western society; however, in 

developing countries like Kenya, its effectiveness may vary significantly. Differences among 

regions in terms of organisational culture were found not to influence employee well-being 

uniformly. With the exception of relationship, a facet of employee wellbeing being 

significantly different based on the gender of the employees, no other aspect of employee well-

being is similarly affected by cross-regional organisational cultures. Subsequently, this calls 

for further investigations into region-specific variables that may affect how culture interacts 

with individual well-being. Therefore, the aim is to broaden our understanding of how 

organisational cultures impact those who work for them across all kinds of geographical areas. 

 

5.6 Limitations 

 

The research employed a questionnaire with closed questions for data collection, which may 

have limited the depth of the insights obtained. For future research to be richer, it is 



 

 

56 

 

 

 

recommended that additional data collection methods be utilised in subsequent research, such 

as interviews and focus group discussions. The study found that organisational culture was not 

a significant predictor of employees’ drive when all factors were considered together; however, 

it did not go into the specifics about feedback processes like how often or what type of feedback 

appeared relevant. Furthermore, possible mediating factors that might influence the 

relationship between organisational culture and employee well-being were not examined in this 

research. To gain a deeper understanding of them and also how organisations can utilise those 

variables to improve their staff’s happiness, the next investigations should include such 

mediators as job satisfaction and work-life balance. 

 

5.7 Suggestions for further studies 

 

The relationship between organisational culture and employee well-being in developing 

nations, such as Kenya, warrants further in-depth research. Future studies should focus on 

specific variables, such as leadership style, communication practices, employee engagement, 

and workplace support systems, to better understand how these factors influence well-being. 

A deeper understanding of these dynamics can provide valuable insights for improving 

employee satisfaction, productivity, and overall organisational performance in diverse cultural 

and economic contexts. However, comparative studies across different areas may show 

universal versus context-specific determinants. Culture affects well-being over time, and 

longitudinal research might provide important information about that. Additionally, 

interventions should aim at specific ways of improving employee’s wellbeing in MCNs. This 

will provide multinational corporations operating in different cultures with practical directions. 

In addition, given the findings, which showed that there is a significant difference in 

relationship, a facet of wellbeing based on gender future research could examine the nature of 

the association between gender, wellbeing, and organizational culture.   

 

5.6 Limitations of the Study 

 

The research employed a questionnaire with closed questions for data collection, which may 

have limited the depth of the insights obtained. For future research to be richer, it is 

recommended that additional data collection methods be utilised in subsequent research, such 

as interviews and focus group discussions. The study found that organisational culture was not 
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a significant predictor of employees’ drive when all factors were considered together; however, 

it did not go into the specifics about feedback processes like how often or what type of feedback 

was given that appeared relevant. Furthermore, possible mediating factors that might influence 

the relationship between organisational culture and employee well-being were not examined 

in this research. To gain a deeper understanding of them and also how organisations can utilise 

those variables to improve their staff’s happiness, the next investigations should include such 

mediators as job satisfaction and work-life balance. 

 

5.7 Suggestions for further studies 

 

The relationship between organisational culture and employee well-being in developing 

nations, such as Kenya, warrants further in-depth research. Future studies should focus on 

specific variables, such as leadership style, communication practices, employee engagement, 

and workplace support systems, to better understand how these factors influence well-being. 

A deeper understanding of these dynamics can provide valuable insights for improving 

employee satisfaction, productivity, and overall organisational performance in diverse cultural 

and economic contexts. However, comparative studies across different areas may show 

universal versus context-specific determinants. Culture affects well-being over time, and 

longitudinal research might provide important information about that. Additionally, 

interventions should aim at specific ways of improving the well-being of the employees. This 

will provide multinational corporations operating in different cultures with practical directions. 

In addition, given the findings, which showed that there is a significant difference in 

relationship based on gender, future research can investigate how gender affects the wellbeing 

of the employees in different organizational cultures to help tailor programs that focus on 

specific needs based on their sex and not generalize the initiatives. Similarly, future researcher 

can conduct one on one interviews to collect the experiences and perceptions of the employees 

based on sex and determine the causes of their differences.  
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