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ABSTRACT 

This study examined the effects of cultural clash between indigenous African values and 

Western management practices on employee commitment within multinational companies 

operating in Ghana. Using a quantitative cross-sectional design, data were collected from 380 

employees across six MNCs in the financial services, telecommunications, and 

manufacturing sectors. Cultural clash was measured using a Cultural Value Conflict Scale, 

indigenous value orientation was assessed using an African Values in Organizations Scale, 

and employee commitment was measured using the Three-Component Model. Descriptive 

statistics, Pearson's correlation, hierarchical regression, and moderation analyses were 

conducted. Results revealed significant negative correlations between cultural clash and 

employee commitment (r = -0.54, p < .001). Indigenous value orientation moderated this 

relationship such that employees with stronger indigenous value orientations experienced 

greater negative effects of cultural clash on commitment. The findings underscore that when 

Western management practices conflict with indigenous values such as Ubuntu, communal 

obligations, and relational dignity, employee commitment is significantly undermined. 

Implications for culturally sensitive human resource management, hybrid practice design, and 

employee retention strategies in African MNCs are discussed. 
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INTRODUCTION 

The expansion of multinational companies into Africa has brought significant economic 

opportunities, technological advancement, and employment growth. However, the transfer of 

Western management practices to African contexts has created tensions between imported 

organizational systems and deeply rooted indigenous cultural values. These tensions, often 

manifesting as cultural clash, have profound implications for employee commitment, 

engagement, and organizational effectiveness. In Ghana, as in many African nations, 

employees navigate workplaces shaped by Western human resource management frameworks 

while maintaining cultural identities rooted in communal values, relational obligations, and 

respect for hierarchy and dignity. 

 

Indigenous African values, including Ubuntu (humanness), communal solidarity, respect for 

elders and authority, and relational dignity, constitute foundational elements of African social 

and organizational life. Ubuntu, broadly understood as "humanness that produces well-being 

through relationships and interaction with others," emphasizes interconnectedness, mutual 

care, and collective responsibility. These values shape expectations regarding leadership, 

workplace relationships, grievance handling, and the balance between organizational 

demands and family or community obligations. When Western management practices, 

characterized by individualism, formal contractual relationships, merit-based competition, 

and separation of work from personal life, conflict with these indigenous values, employees 

experience cultural dissonance that can undermine their commitment and engagement. 

 

The cultural clash between indigenous values and Western practices is particularly 

pronounced in MNCs operating in Africa, where ethnocentric transfer of home-country 

management practices often occurs. Historical patterns of colonial administration denigrated 

local institutions and management practices, imposing foreign systems that were assumed to 

be superior. This legacy persists in contemporary MNCs, where Western human resource 

practices are often standardized across global operations with limited adaptation to local 

cultural contexts. The assumption that Western frameworks, premised on autonomous 

individuals and formal institutions, are universally applicable has been increasingly 

challenged by scholars advocating for African-centered human resource management 

thinking. 
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Employee commitment, encompassing affective attachment, continuance commitment, and 

normative obligation to the organization, is a critical outcome of the employment 

relationship. Committed employees demonstrate higher engagement, lower turnover 

intentions, and greater discretionary effort. However, cultural clash can erode commitment by 

creating psychological dissonance, undermining trust, and signaling that employees' cultural 

identities and values are not respected by the organization. When employees perceive those 

Western practices conflict with their indigenous values, they may experience reduced 

emotional attachment to the organization and decreased willingness to invest discretionary 

effort. 

 

In the Ghanaian context, research has highlighted the applicability of Ubuntu as an innovative 

human resource practice for improving employee retention and commitment. However, many 

organizations continue to follow Western approaches that ignore African values, creating a 

gap between organizational practices and employee cultural expectations. This gap is 

particularly significant in MNCs, where Western expatriate managers may lack 

understanding of local cultural norms, and employees may feel caught between competing 

value systems. 

 

Despite growing recognition of the importance of cultural sensitivity in human resource 

management, limited empirical research has examined the effects of cultural clash between 

indigenous African values and Western management practices on employee commitment in 

Ghanaian MNCs. While studies have explored the transfer of Western practices to Africa and 

the application of Ubuntu in specific organizational settings, the mechanisms through which 

cultural clash undermines commitment remain underexplored. Furthermore, the moderating 

role of indigenous value orientation in the cultural clash-commitment relationship has 

received limited attention. This gap is significant because understanding these dynamics is 

essential for designing culturally sensitive human resource practices that enhance employee 

commitment and organizational effectiveness in African MNCs. 

 

Statement of the Problem 

Cultural clash between indigenous African values and Western management practices is a 

significant challenge for MNCs operating in Africa, with potentially detrimental effects on 

employee commitment, engagement, and retention. When Western human resource 

frameworks, characterized by individualism, formalization, and separation of work from 

personal life, conflict with indigenous values such as Ubuntu, communal obligations, and 



Copyright@    Page 4 

International Journal Research Publication Analysis 

 

 

 

relational dignity, employees experience cultural dissonance that undermines their 

commitment to the organization. However, the extent to which cultural clash affects 

employee commitment in Ghanaian MNCs, and the role of indigenous value orientation in 

moderating this relationship, remains insufficiently understood. While studies have examined 

cultural differences in MNC operations, limited empirical research has investigated the 

psychological and organizational consequences of cultural clash for employee commitment in 

the Ghanaian context. This knowledge gap hinders the development of culturally sensitive 

human resource practices that can mitigate cultural conflict and enhance employee 

commitment in MNCs operating in Ghana. 

 

Purpose of the Study 

The purpose of this study is to examine the effects of cultural clash between indigenous 

African values and Western management practices on employee commitment within MNCs 

operating in Ghana. Specifically, the study aims to determine the relationships among cultural 

clash, indigenous value orientation, and employee commitment, and to assess the moderating 

role of indigenous value orientation in the cultural clash-commitment relationship. 

 

Research Objectives 

1. To examine the relationship between cultural clash and employee commitment among 

employees of MNCs in Ghana. 

2. To assess the relationship between indigenous value orientation and employee 

commitment. 

3. To determine the moderating effect of indigenous value orientation on the relationship 

between cultural clash and employee commitment. 

4. To identify strategies for managing cultural clash and enhancing employee commitment in 

African MNCs. 

 

Literature Review 

Theoretical Literature 

This study is grounded in three complementary theoretical frameworks: Cultural Conflict 

Theory, Institutional Theory, and Social Exchange Theory. Together, these theories provide a 

comprehensive lens for understanding the effects of cultural clash between indigenous 

African values and Western management practices on employee commitment. 

 

 



Copyright@    Page 5 

International Journal Research Publication Analysis 

 

 

 

Cultural Conflict Theory 

Cultural conflict theory, rooted in the work of scholars examining the intersection of culture 

and organizational behavior, posits that when individuals' cultural values and expectations are 

incongruent with organizational norms and practices, psychological dissonance and negative 

outcomes ensue. In the context of MNCs operating in Africa, cultural conflict arises when 

Western management practices, premised on assumptions of individualism, formal 

institutions, and technical rationality, are transferred to contexts characterized by communal 

values, relational obligations, and informal institutional arrangements. 

 

Indigenous African values, including Ubuntu, communal solidarity, respect for elders and 

authority, and relational dignity, constitute foundational elements of African social and 

organizational life. Ubuntu, understood as "humanness that produces well-being through 

relationships and interaction with others," emphasizes interconnectedness, mutual care, and 

collective responsibility. These values shape expectations regarding leadership, workplace 

relationships, grievance handling, and the balance between organizational demands and 

family or community obligations. When Western management practices conflict with these 

values, employees experience cultural clash that can undermine their commitment, 

engagement, and well-being. 

 

Cultural conflict theory also highlights the role of power dynamics in cultural clash. 

Historical patterns of colonialism and ethnocentric management practices have created 

legacies of cultural denigration and imposition of foreign systems. Contemporary MNCs 

often transfer Western human resource practices to African subsidiaries with the assumption 

that these practices are superior, without adequate adaptation to local cultural contexts. This 

ethnocentric approach can exacerbate cultural clash by signaling that employees' cultural 

identities and values are not respected by the organization. 

 

Institutional Theory 

Institutional theory provides a valuable framework for understanding how MNCs navigate 

the tension between global standardization and local adaptation. According to institutional 

theory, organizations face pressures to conform to institutional norms and expectations in 

their operating environments. In the context of MNCs, subsidiaries must simultaneously 

respond to pressures from the headquarters and pressures from the host country environment. 

The transfer of Western human resource practices to African subsidiaries often reflects an 

ethnocentric standardization approach, where headquarters impose practices developed in the 
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home country with limited adaptation to local institutional contexts. This approach assumes 

that Western practices are sources of synergy, efficiency, and competitive advantage, and that 

standardization facilitates coordination and interaction across the global organization. 

However, this ethnocentric transfer can conflict with local institutional norms and values, 

leading to resistance, disengagement, and reduced commitment among employees. 

 

Institutional theory also highlights the concept of "institutional voids," which refer to the 

absence of formal institutions that support efficient market functioning. In African contexts, 

where formal institutional arrangements may be weak, indigenous cultural values and 

informal institutions play a more prominent role in shaping organizational behavior and 

employee expectations. MNCs that fail to recognize and accommodate these informal 

institutional arrangements may experience cultural clash and employee disengagement. 

Conversely, organizations that hybridize Western and indigenous practices may be more 

effective in fostering employee commitment and organizational effectiveness. 

 

Social Exchange Theory 

Social exchange theory provides a foundational explanation for the reciprocal processes 

underlying employee commitment in the context of cultural clash. According to social 

exchange theory, individuals engage in relationships based on the expectation of mutual 

benefit and reciprocity. Employees who perceive that their organization respects their cultural 

values and accommodates their identity and obligations develop a sense of obligation to 

reciprocate through positive attitudes and behaviors that benefit the organization. 

 

When employees experience cultural clash, they may perceive that the organization does not 

respect their cultural identity or accommodate their values, leading to a breakdown in the 

social exchange relationship. Employees who feel culturally alienated may reduce their 

commitment, engagement, and discretionary effort, as they perceive the employment 

relationship as imbalanced or inequitable. Conversely, organizations that demonstrate cultural 

sensitivity, adapt practices to accommodate indigenous values, and signal respect for 

employees' cultural identities are more likely to elicit reciprocal commitment and loyalty. 

 

Social exchange theory also illuminates the role of indigenous value orientation in 

moderating the effects of cultural clash. Employees with stronger indigenous value 

orientations are likely to be more sensitive to cultural clash, as the conflict between Western 

practices and their deeply held values is more pronounced. These employees may experience 
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greater dissonance and reduced commitment when their cultural values are not respected. 

Conversely, employees with weaker indigenous value orientations may be less affected by 

cultural clash, as they have adopted more Western values and are less invested in indigenous 

cultural norms. 

 

Empirical Literature 

Empirical research has examined the transfer of Western management practices to African 

contexts, cultural differences in organizational behavior, and the application of indigenous 

values to human resource management. 

 

Transfer of Western Practices to Africa 

Research has documented the ethnocentric transfer of Western human resource practices to 

African subsidiaries of MNCs. Studies have shown that Western MNCs often standardize 

their human resource practices across global operations, with limited adaptation to local 

cultural and institutional contexts. For example, the case of Citibank in Tanzania illustrates 

the "Americanization of the workplace," where the bank adopted American human resource 

practices, training materials, and workplace aesthetics, with the assumption that American 

management philosophies were superior. This ethnocentric approach created tensions 

between Western practices and local cultural norms, as employees were required to adapt to a 

workplace environment that reflected American culture. 

 

Similarly, research on Chinese MNCs in Nigeria has documented cultural clashes arising 

from differences in work attitudes, expectations, and cultural values. Chinese expatriate 

managers expressed frustration that their paternalism was not reciprocated by local staff 

working hard and in a committed way, while staff complained about how the demands of 

their employers failed to respect their family and religious obligations. These cultural 

tensions overlapped with feelings of unfairness and discrimination, undermining employee 

commitment and engagement. The findings provided little evidence for harmonious 

employment relations based on collectivist similarities between Chinese and Nigerian 

cultures, suggesting that cultural differences in work attitudes and expectations remain 

significant. 

 

Cultural Differences in Recognition and Retention 

Research on cultural differences in recognition and retention has challenged assumptions that 

national culture is the primary predictor of employee preferences. A qualitative study of a 
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telecommunications MNC operating in 18 African markets found that national culture was a 

weak predictor of recognition preferences, while individual demographic factors and socio-

economic pragmatism were stronger moderators. The study also found that recognition was 

more of an amplifier than a driver of retention, suggesting that cultural factors interact with 

other organizational and individual factors in shaping employee outcomes. 

 

This finding highlights the complexity of cultural dynamics in MNCs and suggests that 

simplistic assumptions about cultural differences may be inadequate for designing effective 

human resource practices. Instead, the study proposed a "Structured Personalization" model, 

recommending that MNCs provide personalization in recognition and make managers more 

accountable for driving it. This approach acknowledges both the importance of cultural 

sensitivity and the limitations of macro-cultural models in predicting individual preferences. 

 

Application of Ubuntu to Human Resource Practice 

Research on the application of Ubuntu to human resource practice has highlighted the 

potential of indigenous values to enhance employee commitment and retention. A study at 

Sunyani Technical University in Ghana found that the use of Ubuntu in human resource 

practices and development of academic staff might improve teaching and research skills of 

academics, increase their commitment and job safety at the university. The study 

recommended that higher educational institutions integrate African values into their human 

resources activities as a strategy to transform their practices to become more African and to 

retain academic staff. 

 

Similarly, scholars have argued for African-centered human resource management thinking 

that theorizes from indigenous knowledge systems rather than just adding local case studies 

to Western frameworks. Indigenous knowledge systems, including Ubuntu, have implications 

for human resource management, including authority earned through demonstrated 

commitment to the well-being of others, knowledge transmitted through relationships and 

context, and workplace respect and grievance handling prioritizing relational legitimacy and 

communal obligations. These insights suggest that culturally sensitive human resource 

practices can enhance employee commitment by aligning organizational practices with 

employees' cultural values and expectations. 

However, challenges remain in integrating indigenous values into organizational practice. 

Africa is a diverse continent with multiple philosophical traditions, linguistic systems, and 

institutional histories, posing challenges in developing African-centered human resource 
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management, including the risk of cultural generalization and erasing internal diversity. 

Questions about whose Ubuntu and indigenous knowledge would be prioritized require 

careful consideration, as cultural diversity within African societies means that different 

communities may have different values and traditions. 

 

METHODOLOGY 

Research Design 

This study employed a quantitative cross-sectional research design to examine the 

relationships among cultural clash, indigenous value orientation, and employee commitment. 

The cross-sectional approach was appropriate for assessing the associations between 

variables at a single point in time and testing the hypothesized moderation model. The 

quantitative methodology allowed for objective measurement of variables and statistical 

analysis of relationships. 

 

Population and Sampling 

The target population comprised permanent, full-time employees of MNCs operating in 

Ghana's financial services, telecommunications, and manufacturing sectors. These sectors 

were selected because they have significant MNC presence, a diverse workforce, and 

exposure to both Western management practices and indigenous cultural values. Employees 

were required to have at least one year of tenure with their organizations to ensure familiarity 

with organizational policies and practices. 

 

Stratified random sampling was employed to select employees from six MNCs, ensuring 

representation across sectors, organizational levels, and gender. A total of 380 employees 

were selected from a target population of approximately 3,000, based on Krejcie and 

Morgan's (1970) sample size table. This sample size provided adequate statistical power for 

correlation, regression, and moderation analyses. 

 

Data Collection Instruments 

Three primary instruments were used in this study: 

1. Cultural Clash Scale: A Cultural Value Conflict Scale was developed based on the 

literature on cultural conflict between Western management practices and indigenous African 

values. The scale comprised 15 items assessing perceived conflict between organizational 

practices and indigenous values related to leadership, decision-making, work-life balance, 
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grievance handling, and recognition. Responses were recorded on a 5-point Likert scale 

ranging from 1 (strongly disagree) to 5 (strongly agree). 

2. Indigenous Value Orientation Scale: An African Values in Organizations Scale was 

developed based on the literature on Ubuntu and indigenous African values. The scale 

comprised 12 items assessing employees' adherence to and identification with indigenous 

values, including communal solidarity, relational dignity, respect for elders and authority, and 

collective responsibility. Responses were recorded on a 5-point Likert scale ranging from 1 

(strongly disagree) to 5 (strongly agree). 

3. Employee Commitment Scale: The Three-Component Model of Commitment (Meyer & 

Allen, 1991) was used to measure affective, continuance, and normative commitment. An 18-

item scale, with six items per component, was administered to employees. Responses were 

recorded on a 5-point Likert scale ranging from 1 (strongly disagree) to 5 (strongly agree). 

Demographic information, including age, gender, education level, tenure, sector, and 

nationality of immediate supervisor, was also collected. 

 

Validity and Reliability 

To ensure content validity, all instruments were reviewed by three experts in organizational 

behavior, cross-cultural management, and African studies. The instruments were pretested 

with a pilot sample of 40 employees from two MNCs not included in the main study. Based 

on feedback, ambiguous items were reworded to enhance clarity and cultural relevance in the 

Ghanaian context. Reliability analysis yielded Cronbach's alpha values of 0.89 for the 

cultural clash scale, 0.87 for the indigenous value orientation scale, and 0.90 for the employee 

commitment scale, exceeding the recommended threshold of 0.70 (Nunnally & Bernstein, 

1994). 

 

Data Collection Procedure 

Ethical approval was obtained from the relevant institutional review boards. Permission to 

conduct the study was secured from the human resource departments of the participating 

organizations. Participants were informed about the purpose of the study, assured of 

confidentiality and anonymity, and provided written informed consent. Surveys were 

administered during work hours in designated meeting rooms under the supervision of trained 

research assistants. Data collection occurred over a six-week period, with a response rate of 

84% (n = 319). 
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Data Analysis 

Data were analyzed using SPSS version 26 and PROCESS macro for SPSS (Hayes, 2018). 

Descriptive statistics, including means, standard deviations, and frequency distributions, were 

used to summarize participants' demographic characteristics and variable scores. Pearson's 

correlation coefficients were calculated to examine the bivariate relationships among cultural 

clash, indigenous value orientation, and employee commitment. Hierarchical regression 

analyses were conducted to test the predictive effects of cultural clash on employee 

commitment and the moderating role of indigenous value orientation using the bootstrapping 

method with 5,000 resamples (Hayes, 2018). Statistical significance was set at p < 0.05. 

 

Ethical Considerations 

This study adhered to strict ethical principles. Participation was voluntary, and participants 

were informed of their right to withdraw at any time without consequence. Informed consent 

was obtained from all participants. Confidentiality and anonymity were maintained by 

assigning unique participant codes and storing data securely. Organizational data were 

aggregated to prevent identification of individual respondents. The study was conducted in 

accordance with the ethical guidelines of the institutional review board. 

 

ANALYSIS AND RESULTS 

This section presents the statistical findings of the study, focusing on the relationships among 

cultural clash, indigenous value orientation, and employee commitment. Descriptive statistics 

were first used to summarize participants' demographic characteristics and variable scores. 

Pearson's correlation analysis was then conducted to examine bivariate relationships. Finally, 

hierarchical regression and moderation analyses were performed to test the hypothesized 

relationships. 

 

Descriptive Statistics 

The sample consisted of 319 respondents (response rate: 84%), comprising 56% male and 

44% female participants. Respondents' ages ranged from 22 to 60 years, with a mean age of 

34.5 years (SD = 7.8). Educational levels included bachelor's degree (48%), master's degree 

(26%), diploma/certificate (18%), and secondary education (8%). Organizational tenure 

ranged from 1 to 20 years, with a mean of 6.1 years (SD = 4.2). The sample was distributed 

across the financial services (40%), telecommunications (35%), and manufacturing (25%) 

sectors. Approximately 55% of respondents reported having a non-Ghanaian immediate 

supervisor. 
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Table 1 presents the means, standard deviations, and reliability coefficients for the study 

variables. 

Table 1: Descriptive Statistics and Reliability Coefficients. 

Variable Mean SD Cronbach's Alpha 

Cultural Clash 3.45 0.78 0.89 

Indigenous Value Orientation 3.78 0.72 0.87 

Employee Commitment 3.55 0.74 0.90 

Affective Commitment 3.62 0.78 0.86 

Continuance Commitment 3.48 0.76 0.83 

Normative Commitment 3.52 0.73 0.84 

Note: N = 319. All variables measured on a 5-point scale. 

 

The descriptive statistics indicate moderate-to-high levels of cultural clash (M = 3.45), 

suggesting that employees perceive some conflict between Western management practices 

and their indigenous values. Indigenous value orientation was relatively high (M = 3.78), 

indicating that employees generally adhere to and identify with indigenous values. Employee 

commitment was moderate (M = 3.55), with affective commitment having the highest mean 

(M = 3.62). 

 

Correlation Analysis 

Pearson's correlation coefficients were computed to examine the bivariate relationships 

among cultural clash, indigenous value orientation, and employee commitment. The results 

are presented in Table 2. 

 

Table 2: Pearson Correlation Matrix. 

Variable 1 2 3 4 5 6 

1. Cultural Clash 1.00      

2. Indigenous Value Orientation 0.18* 1.00     

3. Employee Commitment -0.54** 0.32** 1.00    

4. Affective Commitment -0.58** 0.35** 0.87** 1.00   

5. Continuance Commitment -0.32** 0.18* 0.74** 0.52** 1.00  

6. Normative Commitment -0.45** 0.29** 0.83** 0.67** 0.48** 1.00 

*Note: N = 319. **p < .001, p < .01 (two-tailed). 

 

The correlation analysis revealed significant relationships among the study variables. Cultural 

clash was negatively correlated with employee commitment (r = -0.54, p < .001), with the 

strongest negative relationship observed with affective commitment (r = -0.58). Indigenous 

value orientation was positively correlated with employee commitment (r = 0.32, p < .001), 

with the strongest positive relationship observed with affective commitment (r = 0.35). 
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Cultural clash and indigenous value orientation were positively correlated (r = 0.18, p < .01), 

indicating that employees with stronger indigenous value orientations also perceived greater 

cultural clash, likely because they are more sensitive to conflicts between organizational 

practices and their values. 

 

Hierarchical Regression Analysis 

Hierarchical regression analyses were conducted to examine the predictive effects of cultural 

clash on employee commitment and the moderating role of indigenous value orientation, 

while controlling for demographic variables (age, gender, education level, tenure, and sector). 

The results are presented in Tables 3 and 4. 

 

Table 3: Hierarchical Regression of Cultural Clash on Employee Commitment. 

Model Predictors B SE β t Sig. 

1 Age 0.01 0.01 0.03 0.58 .562 

 Gender -

0.02 

0.04 -

0.03 

-0.55 .583 

 Education Level 0.05 0.03 0.08 1.62 .106 

 Tenure 0.02 0.01 0.07 1.35 .178 

 Sector 0.04 0.03 0.06 1.28 .202 

 Supervisor Nationality -

0.08 

0.04 -

0.10 

-1.95 .052 

 R² = 0.06, Adjusted R² = 0.04, F(6, 312) = 3.32, 

p = .004 

     

2 Cultural Clash -

0.51 

0.04 -

0.54 

-

11.85 

.000 

 ΔR² = 0.27, Adjusted R² = 0.31, F(7, 311) = 

21.68, p < .001 

     

 

The regression results indicate that demographic variables explained a modest proportion of 

variance in employee commitment (R² = 0.06). Supervisor nationality approached 

significance (β = -0.10, p = .052), suggesting that employees with non-Ghanaian supervisors 

reported slightly lower commitment. When cultural clash was added to the model, it became 

the strongest predictor of employee commitment (β = -0.54, p < .001), increasing explained 

variance by 27%, resulting in a total adjusted R² of 0.31. This indicates that cultural clash 

significantly and negatively predicts employee commitment. 
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Table 4: Moderation Analysis for Indigenous Value Orientation. 

Model Predictors B SE β t Sig. 

1 Controls — — — — — 

 Cultural Clash -

0.48 

0.04 -

0.51 

-

10.85 

.000 

 Indigenous Value Orientation 0.25 0.05 0.24 5.12 .000 

 R² = 0.34, Adjusted R² = 0.33, F(8, 310) = 

20.45, p < .001 

     

2 Cultural Clash × Indigenous Value Orientation -

0.18 

0.05 -

0.16 

-3.45 .001 

 ΔR² = 0.03, Adjusted R² = 0.35, F(9, 309) = 

19.28, p < .001 

     

 

The moderation analysis revealed a significant interaction effect between cultural clash and 

indigenous value orientation on employee commitment (β = -0.16, p = .001). The interaction 

term explained an additional 3% of the variance in employee commitment (ΔR² = 0.03). To 

interpret the interaction, simple slopes analysis was conducted for employees with high (one 

standard deviation above the mean) and low (one standard deviation below the mean) 

indigenous value orientations. 

 

The simple slopes analysis revealed that the negative relationship between cultural clash and 

employee commitment was stronger for employees with high indigenous value orientations 

(β = -0.62, p < .001) compared to those with low indigenous value orientations (β = -0.34, p < 

.001). This indicates that employees who strongly adhere to indigenous values are more 

negatively affected by cultural clash, experiencing greater reductions in commitment when 

Western practices conflict with their cultural values. 

 

DISCUSSION OF RESULTS 

The findings of this study provide robust empirical support for the hypothesised relationships 

among cultural clash, indigenous value orientation, and employee commitment. The results 

confirm that cultural clash significantly and negatively predicts employee commitment, and 

that indigenous value orientation moderates this relationship such that employees with 

stronger indigenous value orientations experience greater negative effects of cultural clash on 

commitment. These findings align with theoretical expectations and prior empirical research, 

while also contributing novel insights specific to the Ghanaian MNC context. 
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Cultural Clash and Employee Commitment 

The strong negative relationship between cultural clash and employee commitment (β = -

0.54, p < .001; r = -0.54) confirms that when Western management practices conflict with 

indigenous African values, employee commitment is significantly undermined. This finding 

is consistent with cultural conflict theory and social exchange theory, which suggest that 

cultural dissonance erodes the psychological bond between employees and the organization. 

The particularly strong negative relationship with affective commitment (r = -0.58) indicates 

that cultural clash primarily undermines employees’ emotional attachment and identification 

with the organization. 

 

In the Ghanaian context, where indigenous values such as Ubuntu, communal solidarity, and 

relational dignity are deeply held, cultural clash may be particularly detrimental to 

commitment. Employees who perceive that Western management practices conflict with their 

cultural values may feel that the organization does not respect their identity or accommodate 

their obligations, leading to reduced emotional attachment and loyalty. The finding that 

cultural clash explained 27% of the variance in employee commitment underscores the 

importance of addressing cultural conflict in MNCs operating in Ghana. 

 

Indigenous Value Orientation and Employee Commitment 

The positive relationship between indigenous value orientation and employee commitment (β 

= 0.24, p < .001; r = 0.32) confirms that employees who strongly adhere to indigenous values 

demonstrate higher commitment when these values are accommodated or respected. This 

finding aligns with research on the application of Ubuntu to human resource practice, which 

suggests that integrating African values into organizational practices can enhance employee 

commitment and retention. Indigenous value orientation provides a foundation for employees 

to develop a sense of belonging, meaning, and purpose in the workplace, which translates 

into enhanced commitment. 

However, the positive correlation between indigenous value orientation and cultural clash (r 

= 0.18) indicates that employees with stronger indigenous value orientations are also more 

likely to perceive cultural clash. This suggests that employees who are deeply invested in 

their cultural values are more sensitive to conflicts between organizational practices and their 

values, creating a paradox where cultural identity both enhances commitment when 

accommodated and increases vulnerability to cultural clash when not respected. 
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Moderating Role of Indigenous Value Orientation 

The significant moderation effect of indigenous value orientation on the cultural clash-

commitment relationship (β = -0.16, p = .001) reveals that employees with stronger 

indigenous value orientations experience greater negative effects of cultural clash on 

commitment. This finding is consistent with cultural conflict theory, which suggests that 

individuals who are more invested in their cultural identity are more sensitive to cultural 

conflict and experience greater dissonance when their values are not respected. 

 

In practical terms, this means that employees who most strongly identify with indigenous 

values are the most vulnerable to the negative effects of cultural clash. For these employees, 

Western management practices that conflict with their values represent not just a practical 

inconvenience but a fundamental challenge to their cultural identity. The psychological 

dissonance resulting from this conflict is more pronounced, leading to greater reductions in 

commitment. This finding highlights the importance of culturally sensitive human resource 

practices for employees with strong indigenous value orientations. 

 

CONCLUSION AND RECOMMENDATIONS 

Conclusion 

This study examined the effects of cultural clash between indigenous African values and 

Western management practices on employee commitment within MNCs operating in Ghana. 

The findings provide robust empirical support for the hypothesised relationships, confirming 

that cultural clash significantly and negatively predicts employee commitment, and that 

indigenous value orientation moderates this relationship. Cultural clash explained 27% of the 

variance in employee commitment, and the interaction between cultural clash and indigenous 

value orientation explained an additional 3% of the variance, underscoring the importance of 

cultural dynamics in shaping employee commitment. 

The study contributes to the literature by extending cultural conflict theory, institutional 

theory, and social exchange theory to the Ghanaian MNC context. The findings highlight the 

critical role of cultural sensitivity in fostering employee commitment and the vulnerability of 

employees with strong indigenous value orientations to the negative effects of cultural clash. 

For MNCs operating in Ghana, addressing cultural clash and accommodating indigenous 

values is essential for building a committed and engaged workforce. 
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Recommendations 

Based on the findings, the following recommendations are made for MNCs, human resource 

practitioners, and policymakers: 

1. Conduct Cultural Audits: MNCs should conduct regular cultural audits to assess the 

extent of cultural clash and identify areas where Western management practices conflict with 

indigenous values. Audits should include employee surveys, focus groups, and consultation 

with cultural experts to understand the specific cultural values and expectations of the 

workforce. 

2. Hybridize Western and Indigenous Practices: Organizations should adopt a hybrid 

approach that integrates indigenous values with Western management practices. This 

includes adapting human resource practices to accommodate communal obligations, 

relational dignity, and respect for authority, while maintaining the efficiency and consistency 

benefits of Western frameworks. Practices such as flexible work arrangements, culturally 

sensitive grievance handling, and recognition of community obligations can mitigate cultural 

clash. 

3. Develop Culturally Competent Leadership: Leaders, particularly expatriate managers, 

should receive training in cultural competence, including understanding of indigenous 

African values and their implications for workplace behavior. Leaders should be equipped to 

recognize and address cultural tensions, demonstrate respect for employees' cultural 

identities, and model culturally sensitive behaviors. 

4. Empower Local Managers: MNCs should empower local managers who understand 

both Western management practices and indigenous cultural values to bridge the cultural 

divide. Local managers can play a crucial role in translating and adapting corporate policies 

to the local context, facilitating communication between headquarters and employees, and 

addressing cultural concerns. 

5. Incorporate Indigenous Values into Human Resource Frameworks: Organizations 

should explicitly incorporate indigenous values into their human resource frameworks, 

including recruitment, performance management, training, and reward systems. This includes 

recognizing community obligations, valuing relational competence alongside technical skills, 

and designing reward systems that acknowledge collective contributions. 

6. Provide Cultural Training for Employees: Employees should receive training that 

helps them navigate the cultural dynamics of the workplace, including understanding both 

Western management practices and indigenous values. Training should address cultural 
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differences in communication, decision-making, and conflict resolution, and equip employees 

to manage cultural tensions constructively. 

7. Foster Dialogue and Negotiation: MNCs should create forums for dialogue between 

management and employees on cultural issues, allowing employees to express concerns and 

negotiate acceptable practices. Town hall meetings, staff durbars, and employee councils can 

provide platforms for discussing cultural tensions and developing mutually acceptable 

solutions. 

8. Conduct Contextual Research: Further research should explore the cultural dynamics 

of MNCs in Ghana and other African contexts, examining how specific indigenous values 

interact with different Western management practices and how cultural clash affects various 

employee outcomes. Comparative studies across sectors, cultural groups, and types of MNCs 

would provide valuable insights. 

 

Limitations and Future Research 

While this study provides valuable insights, several limitations should be acknowledged. 

First, the cross-sectional design precludes causal inference; longitudinal and experimental 

studies are needed to establish causal relationships among cultural clash, indigenous value 

orientation, and employee commitment. Second, the study relied on self-report measures, 

which may be subject to social desirability and common method bias. Future research should 

incorporate objective measures, supervisor ratings, and multi-source data to enhance validity. 

 

Third, the sample was drawn from MNCs in Ghana's financial services, telecommunications, 

and manufacturing sectors, limiting generalizability to other industries and organizational 

contexts. Future studies should examine these relationships in other sectors, including public 

sector organizations, domestic companies, and non-profit organizations. Fourth, the study 

focused on employee commitment as the outcome variable; future research should examine 

other outcomes, such as turnover intentions, job satisfaction, and organizational citizenship 

behaviors. 

Fifth, while the study measured indigenous value orientation as a general construct, future 

research should examine specific indigenous values, such as Ubuntu, communal solidarity, 

and respect for authority, and their differential effects on the cultural clash-commitment 

relationship. Finally, qualitative research could provide deeper insights into employees' 

subjective experiences of cultural clash and the mechanisms through which it undermines 

commitment. 
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