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Abstract:  
 

The purpose of this study is to investigate the ways in which multinational firms might 

improve their organizational culture in order to increase employee engagement and 

satisfaction through their work environment. The research utilized a quantitative 

technique that was founded on an exhaustive literature review that investigated previous 

research and theories concerning organizational culture, employee commitment, and job 

satisfaction. As a result of having a sense of belonging at their place of employment, 

employees report higher levels of enjoyment and engagement in their work, as indicated 

by the findings. In order to cultivate excellent employee experiences, an inclusive culture 

must necessarily incorporate essential characteristics such as diversity, equity, and open 

communication. In order to develop an inclusive workplace, the research highlights the 

need of leaders advocating for diversity through the implementation of policies and 

demonstrating inclusive behaviours. These findings highlight the importance for 

multinational corporations to prioritize the creation of inclusive corporate cultures in 

order to improve the well-being of their employees and to retain them to a greater extent. 

Through the demonstration of how inclusion may offer a competitive advantage in the 

global market, this study makes a contribution to the expanding body of knowledge on 

organizational behaviour. In order to improve understanding of the long-term effects that 

inclusive cultures have on the performance of organisations, the researcher recommend a 

number of different areas for further study investigations. The purpose of this study was 

to improve organisational performance management in multinational organizations by 

performing an investigation into the elements that influence employee engagement and 

performance. 
 

1. Introduction 
 

Multinational corporations (MNCs) face the 

challenge of managing a culturally and linguistically 

diverse workforce in the contemporary international 

business environment. The significance of fostering 

an inclusive workplace culture has become 

paramount as companies seek to enhance their 

competitive edge. To enhance job satisfaction and 

employee dedication, it is essential to cultivate an 

inclusive culture that promotes diversity and 

establishes an environment in which all employees 

feel valued and respected[12]. Although some 

studies indicate that inclusive organizational 

practices can enhance morale and retention rates, 

there is a paucity of research examining the 

manifestation of inclusive culture in global firms. A 

notable research gap regarding the impact of 

inclusion on job satisfaction and commitment within 

the context of international operations remains, 

despite the growing body. This literature on 

corporate culture and employee engagement. 

Although numerous studies have concentrated on 

diversity metrics, the broader ramifications of an 
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inclusive culture remain inadequately explored. The 

necessity of examining how inclusiveness can be 

strategically employed to enhance employee 

experiences and organizational outcomes in light of 

this inequality[5]. 

An effectively cultivated organizational culture 

(OC) illuminates the asserted stability of the 

institution and the satisfaction, motivation, and 

support experienced by employees. Organizations 

recognize that to construct, oversee, and sustain a 

capable and productive workforce, employees 

require a stable, efficient, amicable, supporting and 

career-focused work environment[15]. This is 

achievable when a strong organizational culture at 

the company promotes such actions. To achieve their 

objectives, firms must recognize the interconnection 

between OC, employee performance (EP), and 

employee engagement (EE). Consequently, this 

research has emphasized the necessity of 

organizational culture in attaining employee 

performance through varying levels of job 

engagement[8]. To comprehensively understand 

how contemporary enterprises cultivate their 

cultures to promote employee merit, it is essential to 

assess these variables. 

 

2. Background of the Study 

 

A stimulus or incentive can positively or negatively 

impact an employee's performance. An individual's 

choice to join a particular organization is 

significantly influenced by its culture. OC is an 

amalgamation of rules and practices that shape 

employees' emotions, thoughts, and behaviours in 

the workplace. The method by which employees are 

expected to perform their responsibilities was 

proposed by OC. For instance, it may refer to the 

essential ideals that all employees of a corporation 

are required to adhere to unconditionally. An 

organization's culture comprises its dominant ideas, 

traditions, and practices. The institutions or 

organization's retention strategy and probability of 

market exit are influenced by organisational cultural 

elements[10]. 

OC includes the implicit norms, attitudes, and 

practices that influence decision-making, 

organisational structure (including governance), and 

leadership principles, together with the company's 

collective history and current state. The operational 

dynamics of a company and the policies 

implemented to promote collaboration and 

individual development are influenced by cultural 

elements. A positive company culture can enhance 

performance, even when individuals are aware that 

their actions are correct and anticipate rewards for 

them. When reliable leadership neglects to foster 

diversity, even the strongest cultures can rapidly 

regress into isolated factions. A company's culture, 

actively cultivated and transmitted throughout 

generations, significantly influences employee 

behaviour[2]. 

 

3. Purpose of the Study 

 

Numerous studies indicate a favourable correlation 

between employee satisfaction and organizational 

culture. The influence of inclusive practices on the 

progression of employee merit in MNCs has been 

minimally explored. This study examines how 

company culture might enhance employee 

satisfaction and loyalty in global environments, 

hence increasing productivity. The primary 

objective of this research is to elucidate how an 

inclusive culture enhances employee experiences, 

subsequently elevating corporate performance 

through the enhancement of employee merit. Armed 

with this understanding, MNCs can formulate and 

execute inclusive initiatives that enhance employee 

engagement and commitment, hence elevating 

employee merit. 

 

4. Literature Review 

 

Personnel are essential to the daily activities of a 

company, which are critical for its existence. 

Employee performance (EP) is crucial to an 

organization's success, as employees constitute the 

foundation of any thriving corporation. Employees 

are the essential foundation of any firm, as they 

oversee all operations that sustain the 

organisation[1]. To maintain a competitive 

advantage, staff must be proactive, responsive, 

industrious, and meticulous. The level of employer 

engagement (EE) significantly influences a firm's 

overall performance. EP as a process in which an 

employee effectively fulfils their designated 

responsibilities while jadiciously utilising available 

resources[1]. 

Work performance can be seen as efficacy, defined 

as the extent to which efficiency-related 

expenditures provide a specific level of efficacy. To 

attain its stated goals and objectives, a corporation 

mast not overlook the concept and viewpoint of EP. 

The profitability of a firm and its ability to outpace 

competitors are contingent upon the collaborative 

efforts of its personnel. EE pertains to the interaction 

between an employee's emotional and cognitive 

requirements, alongside their relationships with 

colleagues, in influencing their behaviour in the 

workplace. Furthermore, the essential components 

of EE and its definition encompass a positive, 

gratifying, work-related disposition characterized by 

density, concentration, and vigour[11]. 
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Organisational culture can impact employee 

performance through employee engagement, as it 

promotes or inhibits authenticity in the workplace. 

Social exchange theory (SET), established by 

Homans in 1958, elucidates the connection between 

OC and EE[13]. SET influences both society and the 

economy. The acquisition of favourable 

organizational culture will incentivize personnel to 

exert increased effort for the organisation. 

Moreover, equitable treatment of both parties 

cultivates a relationship between employer and 

employee, thereby enhancing the emotional 

commitment of workers to their roles. It forges a 

relationship between the organisation and its 

employees founded on manual collaboration, 

flexibility, and trust rather than coercion or legal 

obligations. In this context, firms should create an 

organizational culture that is both effective and 

robust, which employees can appreciate, ensuring 

mutual benefits for both parties involved[3]. If 

employees perceive that their needs are addressed by 

the company through robust OC principles, they will 

feel esteemed and compelled to express their 

gratitude through behaviours such as commitment, 

loyalty, and performance. Consequently, EP is 

exchanged for the extent to which individuals 

recognize the organization's respect, worth, and 

support[6]. 

 

5. Research Question 

 

What is the influence of employee engagement in 

boosting merit of employees in MNCs? 

 

6. Methodology 

 

6.1 Research design: 

 

Participants were monitored for four months as part 

of a cross-sectional study, Data gathering needed to 

occur at a singular, economical location for the 

cross-sectional design to be effective. Due to 

limitations in time and resources, the researcher 

employed a quantitative methodology. The 

researcher successfully contacted each survey 

participant through a random sampling procedure. 

Subsequently, Rao Soft was employed to ascertain 

the requisite sample size for conducting a valid 

research. Participants would get information 

regarding the experiment and be have the 

opportunity to pose any inquiries to the researcher 

while completing the survey. 

 

6.2 Sampling: 

 

A definitive survey of 1200 individuals formed the 

valid data set for the research, subsequent to an 

initial assessment comprising 50 participants. The 

entire set of questions was distributed utilizing a 

random sample technique. The researcher would not 

have allowed incomplete questionnaires for this 

study because of the sensitive nature of the collected 

data. Researchers distributed 1,345 questionnaires to 

gather data after establishing a sample size of 1,198 

persons with the Rao-soft approach. A total of 1,291 

survey replies were received, of which 91 were 

removed, resulting in 1,200 final participants for the 

study. 

 

6.3 Data and Measurement: 

 

Questionnaires served as the primary instrument for 

data collection in this study. Part B employed a 5-

point Likert scale to evaluate respondents' 

experiences with various offline and online venues, 

whereas Part A comprised fundamental 

demographic surveys. All requisite information was 

meticulously gathered from various secondary 

sources, including online databases. 

 

6.4 Statistical Software: 

 

SPSS 25 and MS Excel has been used in this research 

for statistical analysis. 

 

6.5 Statistical Tools: 

 

The descriptive analysis illuminated the 

fundamental characteristics of the data. The 

researcher conducted validity checks by integrating 

factor analysis and ANOVA. 

 

7. Conceptual Framework 

 

 
 

8. Results 

 

 A prevalent application of Factor Analysis (FA) is 

to investigate the fundamental component structure 

of a collection of measurement items. The variables 

under investigation are thought to be directly 

influenced by unseen forces. Models are crucial to 



Zhou XU, Oyyappan DURAIPANDI, Li MEIQI, Dong DAIXUN/ IJCESEN 10-4(2024)2217-2222 

2220 

 

accuracy analysis (FA). The primary objective of 

this research is to identify correlations between error 

assessment, the causes of explicit events, and the 

frequency of such events. 

The Kaiser-Meyer-Olkin (KMO) Method can be 

employed to assess the validity of data for factor 

analysis. The researcher evaluate the comprehensive 

model against each variable individually to ensure 

adequate sampling. Statistical approaches can be 

employed to assess the dispersion of many variables. 

Factor analysis yields superior outcomes for datasets 

characterized by lower percentages. 

The outcome of executing KMO is a value ranging 

from 0 to 1. A suitable quantity of samples is 

characterized by a KMO value ranging from 0.8 to 

1. 

Inadequate sampling must be rectified if the KMO 

value is below 0.6. Exercise caution in researcher 

choices; numerous authors have employed 0.5 for 

this purpose, resulting in a range of 0.5-0.6. 

Partial correlations are more prevalent than complete 

correlations when the KMO score approaches zero. 

Robust correlations complicate component analysis, 

as previously noted. 

Examine the stipulations established by Kaiser: 

Registering at 0.059, which is below 50%. 

A score ranging from 0.60 to 0.69 signifies 

inadequate performance. 

The standard range for middle school kids is 

between 0.70 and 0.79 cm. 

A scale ranging from 0.80 to 0.89 is employed to 

assess the quality points. 

The range from 0.90 to 1.00 is very noteworthy.   

   

 
 

Another application of correlation matrices in many 

contexts is through Bartlett's Test of Sphericity. The 

researcher reports a Kaiser-Meyer-Olkin sample 

adequacy of 0.916. The researchers obtained a p-

value of 0.00 using Bartlett's sphericity test. 

According to the primary outcomes of Bartlett's 

sphericity test, the researchers concluded that the 

correlation matrix fails to meet the standards of a 

valid correlation matrix. 

 

Independent Variable 

 

Organisational Culture 

 

A company's culture is the common concepts, 

behaviours, and policies that staff members apply in 

their daily operations and contacts with each other. 

The capacity of workers in international companies 

to be flexible, cooperative, and forward the goals of 

the company is much influenced by the corporate 

culture. Perform-oriented, inclusive, and resilient 

cultures help to create an environment fit for 

responsibility, openness, and honesty. Culture 

significantly affects trust and drive in the workplace; 

it also determines internal communication and 

leadership styles. In MNCs, where cultural variety is 

common, a company's culture can bind different 

teams around a same goal, therefore enabling their 

worldwide cooperation. Motivated employees are 

the result of an organizational structure that gives 

progress, openness, and equity top priority. When 

used well, an organization's culture may be a potent 

strategic tool for raising output, increasing prospects 

for expansion, and fostering a happy working 

environment for staff members all around[9]. 

 

Factor 

 
Employee Engagement 

 

Engaged personnel are people that approach their 

work with psychological and emotional intensity. 

This statistic shows how dedicated people are to the 

success of the company and how likely they are to 

assist its goals and activities. In worldwide 

companies, engaged employees are more likely to 

show drive, inventiveness, and productivity all of 

which help the success and development of the 

company. First of all, the development of 

engagement depends much on the corporate culture. 

Building trust, inclusivity, autonomy, and 

recognition helps one to achieve this. Employees 

that feel valued, respected, and empowered in a 

caring atmosphere are more likely to be proactive, 

above expectations, and grow in skill level. 

Engagement in this exercise raises awareness and 

presents chances for appreciation and 

acknowledgment. Thus, employee engagement acts 

as a mediator between the development of employee 

merit and corporate culture, so allowing a dynamic 

work environment in which outstanding performers 

are recognized and supported in multicultural 

environments[7]. 

 

Dependent Variable 

 
Boosting Merit of Employees in MNCs 
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The phrase "enhancing employee merit in 

multinational corporations" refers to the process of 

appreciating people for their work and advancing 

them should they show promise. Regardless of their 

country or position, employees must be appreciated 

for their diligence and achievements; the system 

must be free of bias or hidden agendas. Meritocracy 

ensures that, in respect to the worldwide market 

influence and future prospects of a company, quality 

has first priority. For multinational companies, the 

constant application of meritocratic ideas across 

several cultural and geographical settings poses a 

difficulty. Establishing a business culture that gives 

responsibility, learning, and equity top priority can 

help to enable the application of such systems. 

Together with higher employee engagement, it 

inspires people to reach perfection and realize their 

full potential. Promotions and rewards are not the 

only ways of inspiring people to reach excellence, 

equally very important are encouraging lifelong 

learning, constant feedback, and leadership chances. 

The improvement of employee merit benefits 

organizational competitiveness, creativity, and 

sustainability as well as employee performance[14]. 

 

Relationship between employee engagement and 

boosting merit of employees in MNCs 

 

Multinational companies have two different 

benefits: they increase staff engagement and 

improve worker excellence. Passionate workers are 

more likely to surpass expectations, show 

unwavering commitment, and generate outstanding 

performance all of which highlight their importance 

to the company. Workers who participate 

emotionally and intellectually in their work are more 

likely to show value to the company by means of 

task-based satisfaction, challenge-seeking, and 

creative problem-solving. Companies that foster an 

inclusive workplace with open lines of contact and 

well-defined award systems are better able to 

acknowledge employees for outstanding 

performance. Global companies with diverse staff 

spread over several nations must make sure that 

performance reviews are carried out fairly and 

regularly[4]. Open to criticism and chances for 

development helps engaged people to improve their 

skills and potential. Therefore, in complex 

worldwide systems, employee involvement is vital 

for spotting, fostering, and rewarding excellence. 

Building on the previous discussion, the researcher 

assessed the interrelationship between employee 

engagement and boosting merit of employees in 

MNCs. 

"H01: There is no significant influence of employee 

engagement on boosting merit of employees in 

MNCs" 

"H1: There is a significant impact of employee 

engagement on boosting merit of employees in 

MNCs" 

 

 
 

This inquiry has resulted in a significant discovery. 

The F-value of 1021.957 is statistically significant, 

as the p-value is below the 0.05 alpha threshold. 

Consequently, the researcher may reject the null 

hypothesis and assert that "H1: There is a significant 

impact of employee engagement on boosting merit 

of employees in MNCs" is accepted. 

 

9. Discussion 

 

When OC is effective, it simultaneously has a 

positive impact on both EP and EE. Additionally, EE 

has a beneficial impact on EP. As a result, the 

researcher anticipate that the EE will strengthen the 

connection between OC and EP for improvement of 

the merit of employees in MNCs. As per the SET 

theory, employees will be motivated to reciprocate 

and act in the company's best interest if the firm 

regards them favourably. Additionally, SET 

provides valuable insights into the mechanisms that 

influence the perception and response of the OC by 

gifted individuals. Consequently, an investment in 

competent personnel is considered to be an effective 

organizational culture. Competent employees regard 

the organization's effective culture as beneficial ally 

and am eager to reciprocate. Additionally, the 

implementation of a successful organizational 

culture by employers leads to increased investment 

in the work of workers, favourable attitudes, and 

enhanced and sustainable performance. As a result, 

multinational corporations can capitalize on the 

advantages of fostering employer merit by 

establishing an organisational culture that prioritizes 

employee-centric development und employs 

inclusive strategies. 

 

10. Conclusion 

 

This study's originality lies in its novel perspective 

on the interplay of inclusiveness, job satisfaction, 

and employee commitment in influencing 

organisational success inside MNCs. The 

organisational capacities for enhancing employee 

merit and performance in multinational corporations 
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are further augmented by employee engagement's 

mediating function in the relationship between 

organisational capacity and employee performance. 

Enhancing employee merit can be accomplished by 

cultivating a strong and effective culture, which will 

assist EE in acquiring EP. A robust and effective 

culture facilitates the achievement of organisational 

objectives and provides employers with 

opportunities for professional advancement. The 

results indicate that OC and EE are essential for the 

realization of EP. Moreover, these findings indicate 

that organisational culture positively influences 

employee performance behaviours while adversely 

affecting non-performance behaviours, with 

employee attitudes serving as a moderating factor. 

This study enhances existing knowledge and 

expands the scope of prior research on OC inside 

MNCs to improve the merit of the employees. This 

study contributes to the academic discourse on 

organisational behaviour and offers practical 

guidance for professionals aiming to cultivate 

inclusive environments for all employees. 
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