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ABSTRACT
Despite a heightened focus on improving employee wellbeing for 
mutual benefits, the influence of social cultural characteristics on 
employee experiences within organizations remains underex
plored. Existing research has largely neglected the cultural under
pinnings of wellbeing, prompting studies to investigate how non- 
Western norms and values, particularly in Sub-Saharan Africa, 
impact employee wellbeing. This study addresses this gap by exam
ining the influence of Ubuntu, on employee’s general life and work
place wellbeing. Ubuntu, a philosophy rooted in communal 
relationships, shared humanity, and mutual respect. This study 
investigates the interplay between Ubuntu values and general life 
and workplace wellbeing within three Zambian organizations. This 
study used an ethnographic methodology with a mixed qualitative 
approach, including interviews, observations, and document analy
sis. Data from 50 purposively selected participants including HR 
managers, line managers, and employees were analyzed using 
thematic analysis. The findings reveal Ubuntu’s cultural relevance 
in fostering inclusivity, mutual support, and growth, demonstrating 
its relevance for enhancing organizational practices.
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Introduction

Wellbeing is such a broad and complex construct (Cvenkel, 2018; Ryan & Deci, 2001) 
that has garnered significant attention and interest in the realm of organizational 
research, particularly concerning management practices at work (Guest, 2017; Zhang 
et al., 2020). This heightened interest in wellbeing at work is enhanced by a growing 
number of concerns about contemporary workplace complexities in globalized market 
economies, all of which face similar pressures, including intense global business compe
tition and rapid technological advancements have led to demanding and intensified work 
(Cooper et al., 2019). A considerable body of literature has informed HRM practices 
offering potential strategies for supporting employee wellbeing for the “mutual gain” of 
both employers and employees (Guest, 2002; Li et al., 2022). The ethical case for 
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organizations to focus on the wellbeing of their employees (Guest, 2017; Turban & Yan,  
2016) draws from the notion that wellbeing is a crucial determinant of human function
ing (Bakker & Demerouti, 2018).

Nonetheless, one apparent challenge in current literature is that wellbeing studies 
follow a culture-free or Westernized theorization of wellbeing, leaving out contextual and 
indigenous cultural beliefs (Joshanloo, 2014; Mangaliso et al., 2021). Researchers have 
highlighted that the nature of wellbeing and its enhancement vary significantly based on 
cultural and social contexts, as it is shaped by what matters most to individuals and 
differs across cultures (Idemudia & Adedeji, 2023; Joshanloo, 2014). Consequently, 
wellbeing at work must be reconsidered and adapted to align with specific cultural 
contexts (Idemudia & Adedeji, 2023; Joshanloo, 2014).

Moreover, current Western theories assume that individuals in different contexts have 
universal beliefs leading some to question their applicability, acceptability, and adequacy 
(Mangaliso et al., 2021) in understanding wellbeing and related beliefs in contexts like 
Africa. The African context is often regarded as one where beliefs are deeply rooted in 
Ubuntu, a philosophy that emphasizes caring, communal relationships, morality, and 
respect for humanity (Brubaker, 2013; Karsten et al., 2005; Mbigi, 1997, 2000; Poovan 
et al., 2006). Contrary to African mythology about Ubuntu (Sigger et al., 2010), con
temporary theories of wellbeing reflect Western civilization and ways of life (Joshanloo,  
2014), which conflict with the knowledge system and traditions of Africa. Hence well
being at work is arguably premised in Ubuntu culture within an African context (Muller 
et al., 2019; Nzimakwe, 2014).

This study explores the relevance of Ubuntu in conceptualizing wellbeing and speci
fically employees’ wellbeing at work. The research seeks to answer two research questions 
(RQs): (1) In what ways do Ubuntu values shape general life wellbeing, and (2) how do 
Ubuntu values shape the wellbeing of employees at work?

Insights into workplace wellbeing

Workplace wellbeing is a multidimensional concept encompassing elements that enable 
employees to function to their best, thrive, grow, flourish in their roles and be fulfilled at 
work (Aryanti et al., 2020; Jeffrey et al., 2014). Researchers agree that wellbeing at work 
has been conceptualized differently (De Simone, 2014; Fisher, 2014) and at times as 
competing forms, making its meaning imprecise and open to different interpretations 
(Renwick, 2003).

Broadly, workplace wellbeing refers to how employees feel about their work, including 
their satisfaction and functioning within the workplace environment (Danna & Griffin,  
1999; Lamarche & Marchand, 2019; Ryan & Deci, 2008; Warr, 1999, 2006, 2007). 
Definitions of workplace wellbeing vary widely, with some focusing on optimal experi
ences and functioning, while others emphasize broader constructs such as safety and 
satisfaction (Ryff & Singer, 2008). For example, the International Labour Organisation 
(International Labour Organisation, 2017) defines workplace wellbeing as encompassing 
all aspects of working life, including the physical environment, organizational climate, 
and interpersonal relationships (ILO, 2017). Such definitions often reflect Western 
frameworks, which may not fully capture the cultural nuances of wellbeing in non- 
Western contexts (Joshanloo, 2014).
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These definitions of workplace wellbeing have been criticized to be too narrow 
because wellbeing at work is arguably multifaceted with multiple dimensions that fall 
under different constructs (Baptiste & Bolton, 2009; Diener, 1996; Ryan & Deci, 2001; 
Ryff & Keyes, 1995). For example, Grant et al. (2009) distinguish a psychological dimen
sion (reflecting an employee’s satisfaction, emotions, and attitudes in relation to work), 
social dimension (reflecting an employee’s interpersonal relationships, teamwork, and 
the management style), and the physical form (reflecting an employee’s safety at work 
and health).

Other commonly identified dimensions of wellbeing include subjective wellbeing, 
rooted in Aristippus’ hedonic perspective; psychological wellbeing, based on Aristotle’s 
eudaimonic viewpoint; and social wellbeing, as explored by Huta (2013) and Fisher 
(2014). The latter concepts parallel Deci and Ryan (2006)) conceptualization which 
integrates subjective and psychological wellbeing constructs at work.

Each dimension of workplace wellbeing – subjective, psychological, and social – 
captures distinct aspects of employee experience, underscoring the complexity and 
multifaceted nature of wellbeing. As discussed earlier, wellbeing is often viewed as 
a subjective construct influenced by social culture, shaped by the values and ethics 
individuals hold dear (Fellman, 2018). These values guide how employees evaluate 
their workplace experiences, serving as standards based on deeply held beliefs 
(Schwartz & Sortheix, 2018).

Cultural perspectives further refine how wellbeing is understood in work contexts. 
The evaluation of work experiences is often grounded in cultural ethics and values 
specific to a given context, such as those inherent in a particular country or profession. 
Thus, workplace wellbeing can be seen as the way an employee perceives their work 
through the lens of their cultural beliefs and value systems (Joshanloo, 2014).

Different cultural contexts shape wellbeing in distinct ways. Joshanloo (2014) argues 
that the values influencing workplace wellbeing vary across regions. In Western contexts, 
the focus tends to be on personal accomplishment (Mangaliso, 2019), while in Eastern 
workplaces, wellbeing is closely tied to Guanxi – harmonious social relations. In Africa, 
workplace wellbeing is often rooted in the philosophy of Ubuntu, emphasizing inter
connectedness, respect, and compassion (Lutz, 2009).

Exploring Ubuntu: the philosophy of shared humanity and communality

The philosophy of Africa has been long established in Ubuntu, which maintains that the 
common basis for humanity is more enduring than anything that divides humans and 
negatively affects their wellbeing (Nussbaum, 2003; Lutz, 2009; Ramosa, 1999). This 
perspective is supported by Brubaker (2013) suggesting that Ubuntu is an essential 
predisposition where people extend and express their humanness in the community. 
Mangaliso et al. (2019) understands Ubuntu as a collective obligation of preserving 
human dignity through the communality of human life. In other ways, Mnyaka & 
Motlhabi (2005) refer to Ubuntu as “being an ethical human being.” Ultimately, 
Ubuntu suggests that a person is a person through other people (Nzimakwe, 2014). 
Moreover, Ubuntu is believed to have been constructed from the terms of “Ubu” which 
means being and “ntu” which means human (Ramosa, 1999).
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Organizations embodying Ubuntu philosophy prioritize the dignified treatment of 
workers, emphasizing their wellbeing as a core responsibility and thus characterizing 
Ubuntu as a valuable African social resource (Mangaliso & Damane, 2001, 2019; 
Nzimakwe, 2014). Central to Ubuntu is the belief that workplace practices should not 
inflict stress on employees, but rather foster goodness and honor (Nzimakwe, 2014; 
Poovan et al., 2006).

Moreover, Ubuntu in work contexts implies that decision making should be partici
patory, transparent, and inclusive aiming to benefits employees collectively. Mangaliso 
et al., (2018) suggest that the implementation of Ubuntu practices significantly influences 
the quality of work life, thereby shaping perceptions of happiness and fulfilment among 
employees. Ubuntu as a social workplace resource is conceptualized using the “five 
fingers theory” proposed by Mbigi (1997) and rooted in the African norms and beliefs, 
that align with the African indigenous way of life (Sigger et al., 2010).

Five fingers theory of Ubuntu values as social resources of workplace wellbeing

Mbigi (1997) identified solidarity, survival, compassion, respect, and dignity as the five 
fundamental values of Ubuntu. These five fingers represent the African saying that 
“a thumb, though strong, cannot kill aphids on its own,” but it would require help from 
others (Poovan et al., 2006). Therefore, the meaning of the five fingers theory in the 
workplace is twofold. Firstly, the five-finger value represents people who act together in 
achieving goals for their wellbeing (Poovan et al., 2006). Secondly, the fingers are 
a representation of essential resources and values required to sustain the wellbeing of 
all humanity (Molose et al., 2018; Tauetsile, 2021). This underscores the enduring 
relevance and applicability of Ubuntu principles in contemporary organizations 
(Brubaker, 2013) emphasizing the significance of shared values, human respect, and 
collective responsibility in fostering wellbeing (Nzimakwe, 2014).

Taking each of the fingers in turn, firstly, the focus of Ubuntu survival at work is to 
sacrifice resources for people to achieve goals (Sigger et al., 2010). As a resource, survival 
encourages organizations to sacrifice the best for their employees in the workplace 
(Muller et al., 2019). Secondly, within a workplace setting, solidarity is said to encourage 
social support through social relations amongst employees that come up during the 
process of collective working (Molose et al., 2018). Moreover, Sigger et al. (2010) 
translates solidarity in the workplace as collective bonds that create a sense of belonging 
for employees and engender trust, harmony, and happiness. With solidarity, employees 
are more likely to achieve their goals at work out of shared efforts (Lutz, 2009; Nzimakwe,  
2014). Another resource within this framework is compassion, postulated to be an 
African communal lifestyle where people practice love and kindness toward one another 
and reach out to others to establish and maintain communal relations (Poovan et al.,  
2006; Sigger et al., 2010). Organizations that show compassion for their employees 
prioritize their needs and values, driven by a strong belief in the importance of inter
connectedness (Brubaker, 2013; Chetty & Price, 2024). Respect and dignity represent the 
fifth values in Ubuntu’s five-fingers framework, emphasizing their importance in foster
ing human worth within workplaces (Mbigi, 1997; Mangaliso, 2019). These values serve 
as foundational principles of Ubuntu, recognizing and honoring the beliefs, rights, 
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values, and diversity of employees, which are essential for creating an inclusive and 
respectful work environment (Sigger et al., 2010).

Methodology

This study adopted a constructivist paradigm to align with its focus of understanding the 
subjective and culturally embedded experiences of Ubuntu and its influence on employee 
wellbeing. Constructivism, which emphasizes that knowledge is socially constructed and 
context-dependent, provides a suitable foundation for exploring the cultural values 
shaping wellbeing (Braun & Clarke, 2012; Creswell, 2007, 2009). To complement this 
paradigm, an ethnographic approach was chosen, as it offers a rich, contextualized 
understanding of Ubuntu values as they manifest in workplace settings. By focusing on 
cultural practices and social interactions, ethnography enables an in-depth examination 
of how Ubuntu principles are applied in organizational contexts (Hammersley & 
Atkinson, 2007). Furthermore, qualitative research aligns seamlessly with the construc
tivist approach by emphasizing socially constructed meanings and complexities. This 
method is particularly well-suited for exploring Ubuntu in African organizations, as it 
allows for a nuanced understanding of social behaviors, organizational dynamics, and the 
unquantifiable nature of Ubuntu (Creswell, 2009; Mutwarisabo & Iken, 2019; Strauss & 
Corbin, 1990)

Three organizations in Zambia were selected as case studies: one public sector 
organization and two private sector firms (a French-owned multinational and a South 
African-owned company). These organizations were chosen to capture diverse perspec
tives on Ubuntu in different organizational contexts. Purposive sampling was used to 
recruit 50 participants, including HR managers, line managers, and employees, ensuring 
representation across various roles and hierarchies. Participants’ biographical details, 
including age, gender, and years of experience, were collected to provide context for the 
analysis and interpretation of findings.

Data were collected over four months (April – July 2022) using three methods: semi- 
structured interviews, participant observations, and documentary analysis. Semi-struc
tured interviews focused on understanding participants’ experiences with Ubuntu values, 
such as respect, compassion, and solidarity, and their impact on general and workplace 
wellbeing. An interview guide was developed and refined during the study to ensure that 
questions captured the nuances of Ubuntu. Participant observations were conducted to 
complement interview data, capturing real-time enactments of Ubuntu values, such as 
communal support during workplace events or team interactions. Observations also 
documented how management practices reflected Ubuntu principles. Additionally, 
organizational documents, such as employee handbooks and HR policies, were analyzed 
to contextualize the observed practices within formal organizational frameworks.

Ethical approval was obtained prior to data collection, ensuring that all research 
procedures adhered to ethical standards. Participants provided informed consent, and 
their confidentiality and anonymity were maintained throughout the study. Observations 
and interviews were conducted during regular working hours to minimize disruption, 
and participants were given the option to withdraw at any time.

Data were analyzed using thematic analysis, following Braun and Clarke (2012) six- 
phase framework, which involves familiarization, coding, theme generation, review, 
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definition, and final refinement. Both inductive and deductive approaches were 
employed to ensure a comprehensive analysis. Deductive themes were informed by the 
Ubuntu five-fingers framework, while inductive themes emerged directly from partici
pants’ narratives. NVIVO software was used to systematically organize and code the data, 
facilitating the identification of patterns and relationships. The triangulation of data from 
interviews, observations, and documents enhanced the reliability and validity of the 
findings.

Findings

This section delves into an interpretation of principle findings from the research, focus
ing on the profound impact of Ubuntu values on both general and workplace wellbeing. 
The analysis unearthed two fundamental themes: firstly, the integral role of Ubuntu in 
fulfilling basic life needs through relatedness, love, and respect; secondly Ubuntu kind
ness, forgiveness, and generosity as ethical imperatives enriching life wellbeing. A further 
exploration investigated how Ubuntu values uniquely enhance employee wellbeing in 
professional settings. We identified three additional themes: Ubuntu respect nurturing 
employee personal beliefs, reduction of stress and enhancement of comfort through 
solidarity and survival, promotion of personal and professional growth. These themes 
are explored in greater detail in the following sections, providing a richer understanding 
of how Ubuntu values are woven into the fabric of daily life and work environments. 
Table 1 below shows how the themes were developed.

RQ1: In what ways do Ubuntu values shape general life wellbeing?

Ubuntu values fostering wellbeing through love, respect, and community support

The research underscores the profound impact of Ubuntu values on personal wellbeing 
emphasizing love, interpersonal connections, respect (Mutwarisabo & Iken, 2019). This 
significance is particularly evident in the responses from fifteen of the fifty participants. 
They shared compelling stories of how these values are intertwined with basic life 
wellbeing needs and how these same values have enriched their lives, fostered a deeper 
sense of community and personal wellbeing. This is grounded in the perspective that the 
concept of Ubuntu is characterized by its attention to love for others, and relatedness 
wherein people find their being or existence mirrored in others (Mangaliso, 1991). This 
ethos of Ubuntu satisfies fundamental social needs that are essential and critical for 
attaining life wellbeing. Such basic life needs of relatedness and love are akin to those also 
articulated by Maslow (1970) as human innate needs.

Firstly, the concept of love in Ubuntu was emphasized to provide a sense of 
acceptance, emotional support and fostering a caring supportive community. 
Participants noted that feeling loved through the spirit of Ubuntu enhances overall 
life wellbeing. One participant stated “experiencing love from the community out of the 
Ubuntu spirit is a form of emotional therapy sustaining my sense of happiness (R41- 
Private organisation 1).
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Secondly, participants recognized the significance of Ubuntu interconnectedness 
to wellbeing by elucidating how social relations enable the provision of practical 
social support in life (Sigger et al., 2010). This aligns with research emphasizing 
on the significance of social connections in fostering life satisfaction and fulfill
ment (Ryff & Singer, 2006). Withing the framework of Ubuntu, social connections 
not only foster a sense of belonging and acceptance but also contribute to 
a deeper sense of purpose leading to heightened life satisfaction and fulfillment. 
This underlines the intrinsic value of communal relationships and mutual support 
of Ubuntu (Tauetsile, 2021) in shaping life’s general and holistic wellbeing within 
Ubuntu philosophy. “The laughter and mutual support we get from friends and 
relations during our ups and downs assists us to feel better, it boosts the feeling of 
self-esteem and happiness and makes us to feel that we truly belong to a family, 
because of this kind Ubuntu gesture we feel fulfilled” (R15-Public organisation). 
“Oneness in Ubuntu provides support, this brings happiness because people feel 
stronger, bearing in mind that others care for them” (R34 - Private organisation 1).

Table 1. Interplay Between Themes and Codes.
Sample Quote Coding Theme Research question

“Experiencing love from the community 
out of the Ubuntu spirit is a form of 
emotional therapy sustaining my 
sense of happiness”

Emotional 
connection 
through Ubuntu

Ubuntu values fostering 
emotional wellbeing through 
love, respect, and 
community support.

In what ways do 
Ubuntu values 
shape general life 
wellbeing?

“Since Ubuntu gives a sense of right 
and wrong like the Bible for 
example, it strengthens the quality 
of life such that as a person you feel 
that your life is deeply accomplished 
through quality acts that are right”

Ethical and moral 
guidance 
enriching life 
fulfilment

Ubuntu values as ethical 
imperatives enriching life 
purpose and personal 
fulfilment.

“I think Ubuntu does good to my 
wellbeing because with its values 
I am allowed to attend to my 
religious programs during working 
hours on Friday, so my belief in 
religion is fulfilled because of the 
respect that the organisation holds 
for various religions, they allow me 
to go to the mosque for 
congregation on Fridays during 
working hours”

Inclusivity and 
respect for 
individual beliefs

Ubuntu nurturing employee 
personal religious beliefs.

How do Ubuntu 
values shape the 
wellbeing of 
employees at 
work?

“Ubuntu provides a unique kind of 
relations, people that stand by you, 
but knowing you have people 
around that empathise with you, 
understand your struggles and listen 
to your cry in your misfortune is 
comforting, uplifting and 
strengthening enough to support 
wellbeing”

Workplace comfort 
through Ubuntu’s 
compassion and 
solidarity

Ubuntu values reducing stress 
and enhancing workplace 
comfort through compassion 
and solidarity.

“Our workers learn skills from each 
other, we encourage our workers to 
exchange knowledge because of 
caring for one another and in so 
doing employees grow their 
personal knowledge and become 
better”

Collaborative 
growth and skill 
development

Ubuntu fostering personal and 
professional growth through 
solidarity and knowledge 
sharing.

Source: Authors own research (2022).
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Thirdly, respect within the philosophy of Ubuntu is viewed as a fundamental 
source of self-worth, acknowledging the intrinsic value of every individual 
(Poovan et al., 2006). This perspective positions respect as a basic need and 
value (Tladi, 2021) essential for general wellbeing. As one of the participants 
stated, “what can you be without respect from society, you are totally shuttered 
no self -worth, no confidence, luckily Ubuntu gives us this, for me this is enough in 
life, it makes me feel happy” (R50-Private organisation 2).

Collectively, it was argued that these values of love, relatedness and respect foster an 
environment in which individuals thrive and flourish because their basic needs are met, 
thus promoting wellbeing (Ryan & Deci, 2001).

Ubuntu values as ethical imperatives enriching life wellbeing

Ubuntu manifests principles of kindness, justice, and generosity (Mnyaka & 
Motlhabi, 2005), which transcend the mere social norms and resonates with 
religious principles including Christianity and Islam (Newman & Graham,  
2018). In this study participants described these principles as ethical imperatives 
crucial to general wellbeing, aligning them closely with religious ethics that 
emphasizes justice, generosity, forgiveness, and kindness as pathways to life and 
spiritual fulfillment.

Fifteen of the fifty interviewed participants from the three case study organiza
tions expressed this differently. One participant stated, “fulfilment is more about 
having a quality good life endowed in supreme uprightness of religion, we find these 
upright values like honesty in Ubuntu and also in religion” (R31- 
Private organisation 1). Another participant mentioned that “since Ubuntu gives 
a sense of right and wrong like the Bible for example, it strengthens the quality of 
life such that as a person you feel that your life is deeply accomplished through 
quality acts that are right” (R48- Private organisation 2).

An illustrative example of Islamic alms and Zakat (a religious obligation for 
Muslims to give a portion of their wealth to those in need) was used to express an 
understanding of how Ubuntu, as a practice of acts of generosity, is intrinsically 
connected to wellbeing. As a form of almsgiving, Zakat is part of the Five Pillars of 
Islam, signifying the importance of generosity for individual wellbeing (Masroom 
et al., 2022).

This is akin to the philosophy of Ubuntu which emphasize on generosity for survival as 
a form brotherly care (Sigger et al., 2010). Thus, practice of Ubuntu not only fulfills the ethic 
of Ubuntu itself but also fulfills religious obligation of Zakat which contributes to wellbeing. 
“I can also say that Ubuntu as a practice of charity to help those in need and the less privileged 
based on Islam Zakat belief of alms giving, there cannot be Ubuntu without the practice of 
generosity, this is the same with Islam and contributes to life happiness” (R5- Public 
organisation).

RQ2: How do Ubuntu values shape the wellbeing of employees at work?
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Ubuntu nurturing employee religious beliefs through respect

The observations at Private organisation 2, showed respect for the beliefs of employees, 
hence contributing to employee wellbeing through the fulfillment of personal beliefs, that 
is relevant to psychological or eudaimonic wellbeing experience (Huta, 2015). Imagine 
coming to work each day knowing that your beliefs matter, that they’re not just tolerated 
but appreciated and accommodated in the workplace, it creates a positive cycle of 
fulfillment where one feels their activities have a personal meaning and purpose 
(Turban & Yan, 2016). This is not just a theory; it is a practical approach that Private 
organisation 2 has embraced because of Ubuntu.

During a workplace luncheon planning meeting, Private organisation 2 demonstrated 
a conscientious approach toward accommodating dietary restrictions stemming from 
religious beliefs, indicative of their commitment to fostering a supportive and inclusive 
environment for their employees. Notably, Private organisation 2 showed sensitivity 
toward Seventh Day Adventists (SDA’s), acknowledging their religious dietary proscrip
tions against consuming pork and pork products. This consideration was evident in the 
deliberate inclusion of a diverse range of options on the luncheon menu, designed to 
cater to these dietary constraints. Additionally, the organization extended its thoughtful 
approach to encompass employees practicing Islam, as reflected in the provision of halal 
food choices during the luncheon. Such initiatives undertaken by Private organisation 2 
underscore a proactive effort to honor and facilitate the fulfillment of personal beliefs 
among its workforce, contributing significantly to a culture of respect and inclusivity 
within the organization.

During observational analysis conducted at the Public organisation, a notable practice 
was observed concerning the allowance for Muslim employees to attend mosque and 
congregate on Fridays starting from 1:30 pm, which coincides with regular working 
hours. The absence of management restrictions on this activity implied a certain level of 
organizational accommodation for diverse religious practices. This observation under
scores the organizational ethos of respecting and supporting the diverse individual 
religious beliefs and practices which nurtures the beliefs of workers.

Aside from observation notes, interviews with Public organisation employees further 
revealed Ubuntu as a social resource tolerating personal religious and traditional beliefs, 
since employees are given flexible schedules by management for religious purposes and 
observances. “I think Ubuntu does good to my wellbeing because with its values I am 
allowed to attend to my religious programs during working hours on Friday, so my belief in 
religion is fulfilled because of the respect that the organisation holds for various religions, 
they allow me to go to the mosque for congregation on Fridays during working hours” (R10 
-Public organisation).

Similarly, the practice of Ubuntu at work was said to be important to employees in 
providing meaning through practice of faith by allowing employees to attend to evange
lism religious practices during workdays. “since i am a Jehovah’s witness, sometimes we go 
in the field to evangelise on Wednesdays once in a month, I manage to attend to this 
without hesitation from my supervisor, mainly I feel this is because of the belief in respect 
and value for beliefs that comes from Ubuntu, whenever I am allowed to evangelise, it 
brings me a feeling that I have a purpose to life because that is a calling I have from God 
(R23 – Public organisation).
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By accommodating such practices, organizations acknowledge the intrinsic impor
tance of faith-based activities in contributing to employees’ overall well-being and sense 
of fulfillment within their professional roles. This intersection of Ubuntu principles with 
religious observances underscores a holistic approach to employee wellbeing aligning 
personal beliefs with organizational values and contributing to a more enriching work 
environment.

Ubuntu values reducing stress and enhancing workplace comfort through 
compassion and solidarity

Ubuntu’s values of compassion and solidarity play a significant role in reducing 
workplace stress and enhancing employee comfort. These principles encourage orga
nizations to foster environments where employees feel supported both emotionally 
and socially. For example, in this study, participants frequently mentioned how 
practices like communal support during personal or family crises created a sense of 
belonging and reduced feelings of isolation. Acts of compassion, such as collective 
contributions to help colleagues during bereavements or illnesses, were cited as 
pivotal in alleviating stress. Consequently, Ubuntu emerges as an invaluable resource 
that enhances employee wellbeing by facilitating experience of positive emotions 
(Deci & Ryan, 2000). This, underscores Ubuntu’s significant impact on subjective 
workplace wellbeing of experiencing work as a source of comfort (Deci & Ryan,  
2000).

For example, whenever an employee lost a loved one, Public organisation employees 
would arrange to visit the funeral house and assist with housework such as cleaning, 
preparing meals and even singing songs at the funeral house, easing the burden and 
bringing solace to the employee in grief, and hence contributing to personal wellbeing by 
bringing comfort in hard times. By visiting a funeral home for an employee that lost 
a loved one, it also relieved a feeling of loneliness and isolation because the affected 
employee developed a feeling of isolation when they lost their loved one. With support 
from fellow employees the affected employee did confess that it helped to relieve a feeling 
of isolation.

It was stressed that Ubuntu solidarity, care and support lessens pain and engenders 
comfort for individuals when they encounter, hardships, misfortune, and adversity. 
“Ubuntu facilitates personal wellbeing because in difficult times like the time I lost my 
mother, i was able to share my grief with workmates, this brought me comfort and reduced 
the feeling of sadness” (R19 – Public organisation). “with Ubuntu, we are concerned and 
worried about others, and since others are also concerned about me, I am able receive help 
from colleagues, in this way I am strengthened and encouraged in my lowest moments of 
life” (R25- Public organisation).

Ubuntu was also suggested to combat worry about personal challenges that indivi
duals encounter through the social support they receive from colleagues including words 
of encouragement. “Ubuntu helps me not to worry much about the difficulties I face, 
I know I’m not alone in my difficulties, people at work are here for and with me even 
through words of encouragement, we are a family” (R23- Public organisation).

Ubuntu fostering personal and professional growth through solidarity and knowledge 
sharing
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Understanding work as a platform that fosters learning and skill development sig
nificantly contributes to individual growth and constitutes a vital component of psycho
logical or eudaimonic well-being, as posited by Turban and Yan (2016). This is 
recognized and exemplified in this study through interviews from Private organisation 
2 that Ubuntu facilitates knowledge growth for employees through practice of knowledge 
sharing amongst workers “our workers learn skills from each other, we encourage our 
workers to exchange knowledge because of caring for one another and in so doing employees 
grow their personal knowledge and become better” (R44 -Private organisation 2).

Participants stressed on how Ubuntu makes members of the workplace to feel more 
developed and thus growing a sense of self-improvement by gaining insights, lessons, 
experiences from the support they receive from colleagues. “personally, the support that Is 
shown from a heart of Ubuntu, is a base for self-improvement because from guidance that is 
provided in the form of support, I am able to improve myself and develop from that” (R49 - 
Private organisation 2).

When asked about the importance of Ubuntu to work and wellbeing, a participant 
from Private organisation2, bragged of being able to develop her personal HR skills from 
the mentoring given to her by the HR manager which added to her personal benefit of 
getting a better job with another organization. “personally, Ubuntu has helped me in 
many ways even just from the guide and support I receive from my workmates about work, 
it has helped me grow my knowledge even in HR, since I learnt HR work, I put it on my 
personal profile on LinkedIn and applied for an HR position in another organisation and 
I have been successful, but had I not learned about HR, I could not have secured a new job” 
(R50- Private organisation 2).

Based on the employee handbook, Private organisation 2 has a policy of caring for 
employee growth through promotions, training, and development. However, Ubuntu 
was said to be the reason why Private organisation 2 has a career progression policy to 
give promotions to employees every after three years based on performance at contract 
renewal. “seeing that Ubuntu is in our company ethics, our company has a policy of 
reviewing promotions for workers when renewing contracts, this is mainly because the 
company is so concerned about workers” (R46 – Private organisation 2).

Discussion

The research focused on understanding the role of Ubuntu values in shaping wellbeing in 
general life and at work.

From a general life context, an emphasis on love, respect and interconnectedness 
through Ubuntu fosters a supportive community that fulfills people’s fundamental basic 
social needs. Firstly, the concept of love within the Ubuntu framework provides a crucial 
sense of acceptance and emotional support which enhances overall life wellbeing. Also, 
the essence of interconnectedness and deep friendship inherent in Ubuntu is essential to 
wellbeing. Diener (1996) emphasize that these elements foster a sense of belonging and 
significantly contribute to overall wellbeing.

Social relations are widely recognized as a cornerstone for life wellbeing (Deci & Ryan,  
2000; Holt-Lunstad, 2021; Ryff & Singer, 2006). Recent research highlights that diverse 
and meaningful social interactions significantly enhance happiness and reduce feelings of 
loneliness (Williams & Braun, 2020). Russell (1958) emphasized that affection derived 
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from positive relations is one of the greatest sources of human happiness and wellbeing. 
Similarly, Jahoda (1958) highlighted that friendship and love are fundamental compo
nents of wellbeing.

From a cultural perspective, having a strong network of relationships has been shown 
to improve the quality of life by reducing loneliness and providing essential emotional 
support (Cacioppo & Cacioppo, 2018). Respect, which is closely tied to social interac
tions, is also recognized as a source of self-worth, playing a critical role in wellbeing 
(Schaufeli, 2017; Schwartz & Sortheix, 2018). Consequently, fulfilling personal needs 
such as love, relatedness, and respect is viewed as integral to human wellbeing (Maslow,  
1943, 1970; Nguyen et al., 2022).

Ubuntu, through its emphasis on kindness, generosity, and justice, aligns closely with 
the principles of eudaimonic wellbeing (Huta, 2015). These practices foster inner peace 
and a sense of integrity, contributing to a life of meaning and purpose (Huta, 2013; Huta 
& Ryan, 2010; Huta & Waterman, 2014; Mangaliso, 2019; Seligman, 2002). Acting in 
accordance with ethical principles such as fairness and honesty, as advocated by Ubuntu, 
has been found to enhance a sense of fulfillment and create enduring impacts on life.

In the workplace setting, the values of Ubuntu withing the five fingers framework 
contribute to employee wellbeing. These values nurture personal beliefs, reduce stress, 
and provide comfort, thereby fostering an inclusive and conducive work environment to 
the advantage and benefit of employees.

Ubuntu’s principles of respect and compassion fulfil employees’ personal beliefs, 
which are essential for fostering a sense of purpose and belonging. Furthermore, respect
ing personal beliefs, such as accommodating religious observances, has been shown to 
enhance psychological or eudaimonic wellbeing by providing a deeper sense of meaning 
(Turban & Yan, 2016). This alignment between personal values and workplace practices 
contributes to employee wellbeing (Demerouti & Bakker, 2011).

In addition, supportive workplace relationships fostered by Ubuntu lessen employee 
feelings of loneliness and isolation. This social connectedness inherent in Ubuntu is 
crucial for enhancing subjective wellbeing and employee comfort. Subjective wellbeing is 
centered around bringing comfort and avoiding pain (Ryan & Deci, 2008). Ubuntu’s 
nurturing spirit of deep care and social support helps to reduce stress and foster 
a comfortable working environment. Indeed, social support in the workplace is recog
nized as a vital construct in psychological and organizational research due to its wide- 
ranging positive impacts on employee wellbeing (French et al., 2018). Social support aids 
social wellbeing withing the workplace (De Simone, 2014). In addition, Fisher (2014) 
highlights on the importance of social wellbeing coming from social support and social 
relations in bringing satisfaction between peers and leaders in the workplace.

On the other hand, Ubuntu values of solidarity and survival facilitate knowledge 
sharing and skill development, which in turn foster employee personal growth. This 
provides psychological wellbeing as also emphasized by Turban and Yan (2016), who 
suggest that personal growth is a crucial aspect of psychological wellbeing. Furthermore, 
Henderson and Knight (2012) highlights that personal growth and sense of meaning are 
the core components of eudaimonic or psychological wellbeing. Therefore, solidarity as 
an Ubuntu value is important and beneficial in the workplace context. Muller et al. (2019) 
explains that solidarity builds a spirit of empowerment, which is essential for personal 
development. When employees experience solidarity they are more likely to feel 
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empowered and engage in knowledge sharing. This environment not only improves 
individual competencies but also fosters a sense of self improvement and advancement in 
employees.

Overall, this research has underscored the intrinsic value of Ubuntu principles in 
shaping a more compassionate and supportive society and work environment.

Implications of study

This study highlights the practical value of Ubuntu for enhancing employee growth, 
comfort, and social support. Through its principles of compassion, solidarity, and 
survival, Ubuntu fosters subjective and social wellbeing (Turban & Yan, 2016). Its 
emphasis on personal growth and collective support makes it effective in promoting 
social wellbeing in the workplace (Fisher, 2014).

The solidarity and survival principles provide essential social support, which helps 
employees manage job demands and achieve work goals, thereby enhancing overall 
wellbeing (Bakker & Demerouti, 2018; Schaufeli, 2017). By adopting Ubuntu values, 
organizations can create a supportive culture that aligns with employee needs, improving 
their sense of value and understanding (Milhem et al., 2019; Othman et al., 2017).

Ultimately, integrating Ubuntu into workplace practices not only enhances employee 
wellbeing but also delivers mutual benefits for both employees and the organization. This 
holistic approach connects organizational culture with the wellbeing of employees, 
fostering a positive and inclusive work environment (Chetty & Price, 2024).

Limitations and future research

While this study provides valuable insights, it is limited to three organizations in Zambia 
and may not fully capture the diversity of Ubuntu practices across Africa. Future research 
could compare Ubuntu’s influence on wellbeing across different cultural regions. 
Additionally, longitudinal studies could examine the long-term impacts of Ubuntu- 
inspired practices on organizational performance and employee wellbeing.

Conclusion

The primary goal of this study was to facilitate an understanding into ways by 
which Ubuntu values shapes the wellbeing of employees at work through the five 
fingers framework. Ubuntu contributes to employee wellbeing through fulfilling 
personal beliefs, providing comfort, reducing stress, and facilitating growth. The 
study contributes to ongoing discourse by highlighting the importance of integrat
ing Ubuntu values into organizational practices. Doing so fosters a caring, and 
growth-oriented workplace culture. This makes relevance to contemporary dis
course on practical and effective methods to enhance employee wellbeing, offering 
as an alternative route to mutual gains. Whilst other studies including that of 
Chetty and Price (2024) and Tauetsile (2021), highlight the benefits of Ubuntu 
values for organizations through employee engagement, this research shows that 
these values equally benefit employees, creating a harmonious and dynamic work 
environment. We hope that findings from this study, will encourage research into 
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the importance of Ubuntu values in promoting wellbeing oriented HRM practices 
for mutual benefit.
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