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ABSTRACT 

Organizational Behavior (OB) theory has developed largely within individualist, resource-rich Western 

institutional settings, yet it is often applied without contextual adaptation to public administrations across 

Sub-Saharan Africa. This contextual paper addresses this gap by developing a theoretically grounded, 

multilevel framework for organizational behavior in Ghana’s public sector, drawing jointly on institutional 

theory, Hofstede’s cultural dimensions theory, and the Job Demands-Resources (JD-R) model. The 

framework organizes existing conceptual and empirical literature across three analytical levels and proposes 

four theoretical propositions linking them. At the macro level, institutional theory explains how formal 

bureaucratic rules and informal socio-cultural obligations, rooted in high power distance, collectivism, and 

kinship networks, constitute coexisting institutional logics that Ghanaian public servants must reconcile. At 

the meso level, the framework proposes that leadership style, task clarity, and administrative autonomy 

translate this macro-level institutional dualism into either functional or dysfunctional organizational 

outcomes. A dedicated section addresses workplace dysfunctions, including absenteeism, corruption, and 

moonlighting, as plausible adaptations to economic pressure and weak enforcement, and considers 

workplace spirituality and intrinsic ethics as partial remedial mechanisms. At the micro level, drawing on 

the JD-R model, the paper proposes that organizational commitment and psychological well-being mediate 

the relationship between performance management design and individual performance. The paper’s 

principal contribution is this explicit theoretical integration, presented as four testable propositions rather 

than confirmed findings, together with four policy and managerial recommendations that translate the 

propositions into practice: institutionalizing task clarity, adopting culturally informed hybrid leadership, 

addressing moonlighting structurally, and integrating performance management as a resourced 

organizational system. The paper offers Sub-Saharan African public sector scholars and reformers a 

theoretically explicit starting point for empirical validation, rather than a set of generalized cultural claims. 

Keywords: Organizational Behavior; Institutional Theory; Institutional Dualism; Public Sector 

Management; Ghana 

INTRODUCTION 

Organizational Behavior (OB) has furnished management practice with an enduring set of models for 

understanding individual motivation, job design, group dynamics, and organizational structure 

(Schermerhorn et al., 2011). These models, however, were developed principally within individualist, 

resource-rich, and institutionally stable Western economies. A growing body of scholarship argues that their 

assumptions travel imperfectly into the public administrations of Sub-Saharan Africa, where collectivist 

social structures, resource scarcity, and pluralistic normative orders operate alongside formal bureaucratic 

systems (Punnett & Senaji, 2022). In Ghana, this tension is widely documented in the literature reviewed 

below; civil servants are often described as navigating formal job descriptions and administrative codes 

alongside extended family obligations, chieftaincy structures, and communal expectations that predate, and 

in many respects outlast, the bureaucratic apparatus of the modern state. 
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This paper argues that public service efficiency in Ghana is unlikely to be fully understood, or improved, 

through the uncritical transplantation of Western OB models alone. It proposes instead a framework that 

draws on institutional theory, Hofstede’s cultural dimensions theory, and the Job Demands-Resources (JD-

R) model to harmonize formal bureaucratic systems with prevailing socio-cultural norms, treating culture 

and kinship not merely as background moderators, but as institutional logics that actively shape 

organizational behavior (Meyer & Rowan, 1977; Scott, 2014). This position aligns with evidence that 

employee performance is co-determined by individual attributes and the situational, organizational, and 

cultural context in which work occurs, rather than by individual competence or motivation alone (Atatsi et 

al., 2019; Diamantidis & Chatzoglou, 2019). 

Despite this growing recognition, the literature on organizational behavior in Ghana’s public sector remains 

largely fragmented along disciplinary and construct-specific lines. Empirical studies have examined societal 

culture (Amoako-Asiedu et al., 2023), leadership (Konadu et al., 2024; Obuobisa-Darko et al., 2024), task 

design (Rasul et al., 2021), workplace dysfunction (Kenku et al., 2026; Sakyi & Agomor, 2021), and 

performance management (Ohemeng, 2021; Osei et al., 2024) largely as separate lines of inquiry, each 

anchored in its own theoretical framing and, in several cases, in a single sector or institution. What is absent 

is an explicit, integrative theoretical architecture that connects societal-level institutional conditions to 

organizational-level mediating mechanisms and, in turn, to individual-level outcomes within a single model. 

This paper’s contribution is precisely this theoretical integration: it grounds the macro-meso-micro structure 

explicitly in institutional theory, cultural dimensions theory, and the JD-R model, and it renders the 

relationships among these levels as four explicit propositions (P1–P4) rather than as an implicit narrative 

summary of prior findings. In doing so, the paper clearly distinguishes between relationships that individual 

cited studies have already tested empirically within their own samples and levels, and relationships that this 

paper proposes conceptually by connecting those studies across levels for the first time. 

The paper develops this argument through a multilevel contextual synthesis. Section II sets out the paper’s 

theoretical foundation and conceptual model, including a graphical representation of the framework and the 

four propositions it generates. Sections III through VI then review the literature at each level in turn: the 

macro level, addressing institutional dualism, power distance, collectivism, and kinship obligation; the meso 

level, addressing leadership behavior, task structure, and administrative autonomy; workplace dysfunction, 

addressing the conditions under which macro-level pressure and meso-level design misalign; and the micro 

level, addressing performance management, commitment, and well-being. Section VII translates the 

framework into four policy and managerial recommendations, and Section VIII concludes with the paper’s 

contribution, limitations, and directions for empirical testing. 

THEORETICAL FOUNDATION AND CONCEPTUAL FRAMEWORK 

Theoretical Foundation 

The framework developed in this paper draws on three established theoretical traditions, selected because 

each addresses a distinct analytical level of the model. At the macro level, institutional theory, and in 

particular the concept of institutional logics and institutional pluralism (Meyer & Rowan, 1977; DiMaggio 

& Powell, 1983; Scott, 2014), provides the theoretical basis for treating institutional dualism not as a 

residual cultural anomaly but as the coexistence of two legitimate, competing institutional orders: a formal-

rational bureaucratic logic and a communal-relational kinship logic, each of which imposes genuine 

normative obligations on public servants. Hofstede’s cultural dimensions theory (Hofstede, 2001) supplies 

the specific constructs used throughout this paper, principally power distance and collectivism, to 

characterize the socio-cultural order without treating ‘Ghanaian culture’ as an undifferentiated or static 

explanatory variable. At the micro level, the Job Demands-Resources (JD-R) model (Bakker & Demerouti, 

2007) provides the mechanism through which organizational conditions are proposed to translate into 

individual well-being and performance: task clarity, operational autonomy, and supportive leadership 

function as job resources, while economic pressure, role ambiguity, and unresolved institutional dualism 

function as job demands, with commitment and psychological well-being operating as the proximal 

outcomes through which these demands and resources shape performance. These three traditions serve as 
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complementary lenses at different levels of the model, rather than competing explanations: institutional 

theory and Hofstede’s framework jointly inform the macro level, while the JD-R model informs the 

mechanism linking meso-level organizational design to micro-level outcomes. 

The Macro-Meso-Micro Conceptual Model 

Building on this theoretical foundation, the paper proposes a conceptual model that operates across three 

interdependent analytical levels: macro (societal context), meso (organizational mediators), and micro 

(individual outcomes), illustrated in Figure 1. The term ‘mediator’ is used at the meso level in a structural, 

cross-level sense, to denote the level at which organizational mechanisms translate macro-level conditions 

into micro-level outcomes; this usage should be distinguished from statistical mediation in the technical 

sense, which several of the reviewed studies test directly within a single level for example, Baafi et al. 

(2021) on resource supply, Osei et al. (2024) on organizational commitment, and Atan and Obeng (2024) 

and Zhenjing et al. (2022) on psychological well-being. Where this paper draws on such a study’s own 

tested mediation, that relationship is presented below as empirically established within the cited study’s 

sample; where the paper connects findings across studies and levels that were not tested together, that 

relationship is presented as a proposition offered for future testing, not as an established finding. 

 

Figure 1. Conceptual Model of Institutional Dualism and Organizational Behavior in Ghana’s Public 

Sector, Showing Theoretical Propositions P1–P4 

Figure 1 depicts the model’s four core propositions. Proposition 1 (P1) holds that macro-level institutional 

dualism shapes the range of meso-level leadership and task-design choices available to public sector 

managers—for instance, by constraining which incentive structures are socially legitimate (Amoako-Asiedu 

et al., 2023; Kragh, 2016). Proposition 2 (P2) holds that, conditional on macro-level constraints, meso-level 

task clarity and operational autonomy are positively associated with micro-level performance, and that this 

association is strengthened where leadership is perceived as purposeful and responsible (Rasul et al., 2021; 

Konadu et al., 2024; Obuobisa-Darko et al., 2024). Proposition 3 (P3) holds that where meso-level 

organizational design fails to reconcile macro-level economic and cultural pressures, workplace dysfunction 

increases, and that workplace spirituality and intrinsic ethics partially, but only partially, offset this 

dysfunction (Kenku et al., 2026; Sakyi & Agomor, 2021; Kumasey et al., 2024). Proposition 4 (P4) holds, 

consistent with the JD-R model, that organizational commitment and psychological well-being mediate the 

relationship between performance management design and individual task performance, such that 

performance management reforms which neglect these two constructs will show attenuated returns 

regardless of macro- or meso-level conditions (Ohemeng, 2021; Osei et al., 2024; Atan & Obeng, 2024). 
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Table 1 summarizes the three levels, their key dimensions, and the literature anchoring each; it is intended as 

a structural summary of the review that follows, not as a report of a single integrated empirical test. 

Table 1. A Macro-Meso-Micro Framework for Contextual Organizational Behavior in Ghana’s Public 

Sector 

Level Key Dimensions Key Literature Anchors 

Macro Level 

(Societal Context) 

High power distance and 

collectivism; extended family and 

kinship obligations; economic 

pressures and moonlighting 

Amoako-Asiedu et al. (2023); Price 

(2021); Kragh (2016); Akuoko 

(2008); Sakyi & Agomor (2021) 

Meso Level 

(Organizational 

Mediators) 

Leadership (purposeful and 

responsible); task clarity and 

operational autonomy; workplace 

spirituality and ethics 

Konadu et al. (2024); Obuobisa-

Darko et al. (2024); Rasul et al. 

(2021); Baafi et al. (2021); Kumasey 

et al. (2024); Pawar (2013) 

Micro Level 

(Individual 

Outcomes) 

Organizational commitment and 

satisfaction; psychological well-

being and balance; contextual and 

adaptive task performance 

Osei et al. (2024). Schermerhorn et 

al. (2011); Atan & Obeng (2024); 

Zhenjing et al. (2022); Akanpaadgi et 

al. (2024); Atatsi et al. (2019) 

 

Summary of Theoretical Propositions 

P1. Macro-level institutional dualism (formal bureaucratic rules coexisting with informal socio-cultural 

obligations) conditions the range of meso-level leadership and task-design choices available to public sector 

managers. 

P2. Meso-level task clarity and operational autonomy are positively associated with micro-level 

performance, an association strengthened by purposeful and responsible leadership, conditional on macro-

level constraints. 

P3. Misalignment between macro-level pressures and meso-level organizational design increases workplace 

dysfunction; workplace spirituality and intrinsic ethics partially offset, but do not eliminate, this dysfunction. 

P4. Organizational commitment and psychological well-being mediate the relationship between 

performance management design and individual task performance. 

Macro-Level Context: Institutional Dualism and Societal Culture 

Ghanaian civil servants are frequently described in the literature as operating under conditions of 

institutional dualism: simultaneously accountable to the formal administrative rules of the modern 

bureaucratic state and to the informal socio-cultural obligations of kinship, chieftaincy, and community that 

structure much of Ghanaian social life (Price, 2021). Consistent with institutional theory’s account of 

competing institutional logics (Meyer & Rowan, 1977), these two normative orders are not sealed off from 

one another. A district officer who allocates a scarce resource, approves a file, or fills a vacancy operates 

within a formal rule structure, but may also be embedded within extended family networks, ethnic 

affiliations, and communal expectations of reciprocity that carry independent, and at times competing, moral 

weight (Akuoko, 2008). Akuoko (2008) reports that traditional values and socio-cultural obligations shape 

human resource management practices in Ghanaian public sector organizations across recruitment, 

promotion, discipline, and exit; however, this evidence is drawn from a specific institutional setting and 
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period, and the extent to which it generalizes across Ghana’s diverse public sector organizations, or has 

shifted with subsequent civil service reform, has not been systematically re-examined. 

This dualism is compounded by, though should not be reduced to, broader societal culture. Amoako-Asiedu 

et al. (2023) argue that public service performance problems in Ghana persist not because of isolated 

managerial failure alone but because they are also rooted in societal-level patterns of high power distance 

and collectivism that shape how authority is exercised and accountability enforced. Read cautiously, this 

finding indicates an association between cultural dimensions and performance outcomes in the sampled 

organizations, rather than a deterministic claim that culture alone explains performance; power distance and 

collectivism operate as background conditions that raise or lower the probability of certain behaviors, not as 

fixed causes of individual conduct. Kragh (2016), writing conceptually rather than from Ghana-specific data, 

extends this analysis by proposing that lineage, tribe, and village networks continue to structure formal 

African organizations from within, functioning as parallel, informal governance structures alongside official 

organizational charts. Because Kragh’s argument is conceptual, it complements rather than confirms the 

more narrowly scoped empirical findings of Amoako-Asiedu et al. (2023), and the two should not be read as 

carrying the same evidentiary weight. 

Cross-cultural comparison sharpens, but also complicates, this picture. Ankrah et al. (2024) contrast work 

relations in Chinese multinational companies operating in Ghana with local Ghanaian organizations, finding 

that differing institutional cultures are associated with different worker ethics, hierarchy expectations, and 

interpretations of fairness. Lomotey (2014) similarly compares Ghanaian work ethic within American 

multinational companies against Ghanaian companies in Ghana, reporting that organizational culture 

accounts for a substantial share of the observed variance in effort, punctuality, and discretionary 

engagement. Read together cautiously, given that both studies draw on limited samples of specific 

multinational subsidiaries rather than representative cross-sections of Ghanaian employment, this 

comparative literature suggests that behavioral patterns sometimes attributed to Ghanaian workers as a 

generalized cultural trait may be considerably more sensitive to the specific institutional culture within 

which work is organized than a purely cultural explanation would imply. This has a direct implication for 

how public sector reform is designed: institutional redesign, rather than assuming a fixed cultural character, 

is arguably the more tractable lever, though this inference extends beyond what either individual study 

directly tested. 

The practical implication of institutional dualism, on this reading of the literature, is that public sector 

reforms modeled narrowly on Western assumptions of individualistic incentive structures may underperform 

in the Ghanaian context where they address only the formal rule system while leaving the informal socio-

cultural order largely unaddressed (Punnett & Senaji, 2022). This is offered here as Proposition 1 (P1) rather 

than as an established causal finding: no single study reviewed in this section has directly tested whether 

addressing institutional dualism explicitly improves reform outcomes relative to reforms that do not. Any 

contextual OB framework for Ghana’s public sector should therefore treat institutional dualism as a 

structural condition to be actively managed and empirically investigated, rather than as a settled explanatory 

mechanism. 

Meso-Level Context: Leadership, Task Structure, and Administrative Autonomy 

If macro-level societal culture sets the conditions within which Ghanaian public organizations operate, this 

study proposes meso-level organizational design (P2) to determine whether those conditions translate into 

functional or dysfunctional outcomes. Operational structure and leadership behavior are the principal levers 

available to public sector managers, and the evidence reviewed below indicates that both are associated with 

task performance, innovation, and crisis response. However, the studies differ in scope and cannot yet be 

combined into a single causal account. 

Rasul et al. (2021) provide some of the most direct empirical evidence for this proposition, drawing on 

Ghana’s civil service to show that management practices that enhance task clarity and grant meaningful 

operational autonomy are associated with significant performance improvements, independent of the level of 
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societal-cultural constraint discussed in the macro section. This finding is consequential because it suggests 

that, even within a high power distance, collectivist institutional environment, clearly specified tasks and 

genuine decision latitude can improve outcomes without requiring a wholesale, and likely slower, 

transformation of underlying cultural norms. Task clarity, in other words, functions as a meso-level lever 

that is plausibly achievable through management design; however, as with much of this literature, the 

finding is drawn from a specific segment of the civil service, and its transferability to other public sector 

domains, such as state-owned enterprises or local government, has not yet been tested. 

Leadership style operates alongside task structure as a second meso-level mediator. However, the leadership 

literature reviewed here addresses distinct outcomes and should not be collapsed into a single 

undifferentiated claim that ‘good leadership’ resolves public sector dysfunction. Konadu et al. (2024) report 

that purposeful leadership, oriented around a clearly communicated organizational mission, is associated 

with the resolution of adaptive performance problems, a different outcome from the crisis-specific employee 

engagement addressed by Obuobisa-Darko et al. (2024), who find that responsible leadership that takes 

explicit account of stakeholder welfare and organizational legitimacy is associated with sustained 

engagement during institutional stress in developing-country public sectors. Baafi et al. (2021), focusing 

specifically on Ghana’s metropolitan assemblies, report a statistically tested mediation: leadership is 

associated with innovative work behavior in local governance, but this relationship operates through, and is 

conditional on, resource supply, such that leadership alone appears insufficient to generate innovation where 

the material means to act on new ideas are absent. This finding qualifies the macro-meso relationship 

proposed in P2; it suggests that leadership and task clarity may be necessary but not sufficient conditions, 

and that resource constraints, themselves often a product of macro-level economic pressure, can blunt even 

well-designed meso-level interventions — an interaction this paper’s framework proposes but that has not, 

to date, been tested across all three studies jointly. 

Taken together, and with the caveats above concerning differing outcomes, samples, and designs across 

studies, this body of evidence is consistent with meso-level organizational design — specifically the 

combination of task clarity, operational autonomy, purposeful and responsible leadership, and adequate 

resource supply — functioning as a primary channel through which macro-level socio-cultural conditions 

are either constructively absorbed or allowed to generate the dysfunctions addressed in the next section. This 

synthesis (P2) is offered as the paper’s own conceptual integration of separately conducted studies, not as a 

finding any single cited study reports in this combined form. 

Addressing Workplace Dysfunctions: Ethics, Spirituality, and Economic Reality 

Where macro-level cultural pressure and meso-level organizational design fail to align, the literature 

describes a recognizable set of dysfunctions in Ghana’s public sector: absenteeism, corruption, low 

discretionary effort, and moonlighting. Kenku et al. (2026) situate these dysfunctions within a broader, 

largely conceptual, pattern of structural leadership dysfunction across Sub-Saharan Africa, arguing that such 

behaviors are frequently misdiagnosed as individual moral failure when they may instead be predictable 

responses to weak formal enforcement mechanisms operating alongside strong informal economic and social 

pressures. This is a plausible and influential interpretation, but because it is conceptual, it should be read as 

an interpretive frame rather than direct evidence that any specific instance of absenteeism or corruption is 

attributable to structural rather than individual causes. 

Moonlighting offers a more directly evidenced illustration of this dynamic. Sakyi and Agomor (2021), 

investigating academic and public sector staff at the Ghana Institute of Management and Public 

Administration, find that moonlighting is associated with economic pressure and reinforced by flexible 

institutional norms that tolerate secondary employment even where formal policy discourages it. Because 

this evidence is drawn from a single institution, it should be read as indicative rather than representative of 

the wider Ghanaian public service; nonetheless, it suggests that at least some employees pursuing outside 

income are responding to compensation structures that fail to meet household and extended-family 

obligations — the very obligations identified as a macro-level determinant of behavior in Section III — 

rather than acting primarily out of weak individual discipline. Formal ethical codes have proven a limited 
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counterweight in the specific case examined by Attakumah (2013), who evaluates the Code of Conduct in 

the Ghana Civil Service and documents weak enforcement mechanisms that leave formal ethical standards 

largely aspirational in that setting. 

Given the limits of formal ethical codification and enforcement documented above, an emerging strand of 

the literature considers workplace spirituality and intrinsic ethics as complementary, rather than sufficient, 

remedial mechanisms. Kumasey et al. (2024) find that spirituality and ethics offer a plausible, partial 

contribution to reducing dysfunctional behavior in the Ghanaian public service, operating through intrinsic 

rather than externally enforced motivation; the authors themselves do not claim that this mechanism 

substitutes for structural or economic reform. Pawar (2013) situates this argument within a broader 

conceptual model of organizational behavior, proposing, rather than empirically demonstrating in the 

Ghanaian context specifically, that attention to employees’ spiritual and existential needs can shift behavior 

in ways that purely compliance-based ethical codes cannot. These proposals align with, but are not 

established by, the collectivist and often religiously inflected character of Ghanaian public life described 

elsewhere in this paper, where communal and spiritual frameworks of accountability may carry considerable 

practical force alongside formal disciplinary procedures. 

The implication, offered here as Proposition 3 (P3), is that interventions aimed narrowly at strengthening 

formal codes of conduct, without addressing either the economic pressures that appear to drive moonlighting 

or the intrinsic ethical and spiritual frameworks through which Ghanaian public servants interpret their 

obligations, are unlikely on their own to reduce workplace dysfunction substantially. This proposition 

synthesizes findings from studies conducted independently, in different institutions and with different 

methods. It should accordingly be treated as this paper’s conceptual contribution pending direct empirical 

testing, rather than as a conclusion any one cited study reaches in this combined form. 

Micro-Level Outcomes: Performance Management, Well-Being, and Commitment 

The ultimate test of any organizational behavior framework is its capacity to explain individual-level 

outcomes: commitment, well-being, and performance. Ohemeng (2021) argues, largely on conceptual and 

policy-analytic grounds, that performance management systems (PMS) in developing-country public sectors, 

including Ghana, frequently fail not because they are poorly designed in isolation but because they are 

implemented as compliance exercises disconnected from the broader human resource and organizational 

systems in which they are embedded. Akanpaadgi et al. (2024), examining technical universities 

specifically, provide more direct empirical evidence connecting formal PMS design to contextual 

performance, finding that performance management systems are associated with discretionary, context-

sensitive employee behaviors and not only with the formally assigned tasks such systems are designed to 

monitor; because this evidence is sector-specific to technical universities, its extension to other public sector 

domains addressed elsewhere in this paper remains an open empirical question. 

Commitment and psychological well-being emerge in this literature as tested mediating mechanisms linking 

performance management design to individual performance outcomes, consistent with the JD-R model’s 

account of job resources operating through proximal psychological states (Bakker & Demerouti, 2007). Osei 

et al. (2024) report a statistically tested mediation: organizational commitment mediates the relationship 

between job satisfaction and job performance in their Ghanaian public sector sample, indicating that 

satisfaction alone was insufficient to generate performance gains unless channeled into durable 

organizational commitment. Atan and Obeng (2024), working within Ghanaian public hospitals, and 

Zhenjing et al. (2022), examining workplace environment in a different national context, both report tested 

mediation effects of psychological well-being and working environment on the relationship between work-

life balance and job performance. Because Zhenjing et al. (2022) was not conducted in Ghana, its inclusion 

here reflects this paper’s proposition that the underlying JD-R mechanism generalizes across contexts, not a 

claim that its specific findings describe the Ghanaian public sector directly; this is an inference this paper 

draws (P4), not a finding the cited study itself makes about Ghana. 
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These micro-level findings align with the broader performance literature. Atatsi et al. (2019), in a systematic 

review, and Diamantidis and Chatzoglou (2019), in an empirical study conducted outside the Ghanaian 

context, both report that employee performance is jointly associated with individual factors, such as skill and 

motivation, and situational or organizational factors, such as leadership, resources, and working conditions. 

Read within the framework developed in this paper, this general finding is not confirmed for Ghana 

specifically by these two studies, but is proposed here to be specified by them: the situational determinants 

of performance identified in the general literature are proposed to correspond, in the Ghanaian public sector, 

to the macro-level cultural conditions, meso-level leadership and task design, and workplace dysfunctions 

addressed in Sections III through V. Performance management reform that isolates the micro level — 

treating commitment, well-being, and performance as individual employee attributes to be measured and 

incentivized without addressing the macro and meso conditions proposed to shape them — is, on this 

framework, unlikely to succeed on its own terms; this remains, however, a proposition of the present paper 

rather than a tested cross-level finding. 

Policy and Managerial Recommendations 

The multilevel synthesis developed above, and summarized in the four propositions of Section II, points 

toward four concrete recommendations for public sector reformers, human resource practitioners, and 

organizational leaders in Ghana and comparable Sub-Saharan African administrations. Each 

recommendation is linked explicitly below to the proposition and the underlying evidence from which it is 

derived. 

Institutionalize task clarity over rigid procedural control (operationalizing P1 and P2). Public sector 

management should deliberately shift from process-heavy policing of compliance to output-based task 

clarity and genuine operational autonomy. Building on Rasul et al. (2021), this recommendation treats task 

design as an achievable, near-term managerial lever that can improve performance even before, and 

independently of, any longer-run shift in societal-cultural norms. In practice, this requires redesigning job 

descriptions, delegation structures, and supervisory routines around clearly specified outputs, rather than 

around adherence to procedural steps that provide compliance without accountability. 

Adopt culturally informed hybrid leadership (operationalizing P1 and P3). Leadership development 

should move beyond generic, imported leadership competency frameworks toward training modules built 

around purposeful and responsible leadership, drawing on Konadu et al. (2024) and Obuobisa-Darko et al. 

(2024), that explicitly leverage collectivist values, such as communal accountability and relational trust, 

while maintaining formal administrative boundaries and standards of conduct. Rather than treating 

collectivism as an obstacle leadership must overcome, this recommendation positions it as a resource 

leadership can draw upon, provided formal boundaries around resource allocation and decision rights remain 

clear. 

Address moonlighting structurally, not punitively (operationalizing P3). Recognizing that moonlighting 

is associated with economic pressure rather than individual indiscipline alone, as indicated by Sakyi and 

Agomor (2021) and corroborated by Osei et al.'s (2024) commitment findings, public sector employers 

should realign wage structures and performance contracts to make primary organizational commitment more 

economically viable for employees. Punitive enforcement of anti-moonlighting codes, absent corresponding 

compensation reform, is likely to remain largely symbolic, consistent with the weak enforcement outcomes 

documented by Attakumah (2013). 

Integrate system-wide performance management (operationalizing P4). Replace annual, paper-based 

appraisal exercises with integrated, continuous feedback systems explicitly tied to resource support and 

professional development, following Ohemeng (2021) and Baafi et al. (2021). Because leadership and task 

clarity alone are proposed to be insufficient without adequate resource supply and without attention to 

commitment and well-being, performance management reform must be resourced as an organizational 

system, not administered as an isolated human resource compliance requirement. 
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Collectively, these recommendations operationalize the four propositions developed in Section II: they 

intervene at the meso level in ways explicitly calibrated to macro-level socio-cultural realities, with the 

intended effect of improving micro-level outcomes through the commitment and well-being mechanisms 

proposed in P4. Because each proposition remains conceptually derived rather than jointly tested, these 

recommendations should be piloted and evaluated rather than assumed to generalize uniformly across 

Ghana’s public sector. 

CONCLUSION 

This paper has argued that Organizational Behavior theory, as conventionally taught and applied, requires 

deliberate contextual and theoretical adaptation before it can meaningfully inform public sector reform in 

Ghana and comparable Sub-Saharan African administrations. Rather than treating socio-cultural context as a 

moderating variable at the margins of an otherwise universal model, the framework developed here — 

grounded explicitly in institutional theory, Hofstede’s cultural dimensions theory, and the JD-R model — 

positions institutional dualism, collectivism, and kinship obligation as structural features that plausibly shape 

leadership effectiveness, task performance, workplace ethics, and individual well-being.  

The framework’s central contribution is this explicit theoretical integration: it draws together literature on 

societal culture, leadership and task design, workplace dysfunction, and performance management, which 

has largely developed along separate disciplinary and sectoral lines, into a single model expressed as four 

propositions (P1–P4) rather than as an implicit narrative synthesis. 

The paper is conceptual rather than empirical, and this is both its principal contribution and its principal 

limitation. It offers public sector reformers a theoretically explicit framework for interpreting why certain 

interventions may succeed or fail in the Ghanaian context, without itself testing the framework’s 

propositions against new primary data; readers should therefore treat the cross-level relationships proposed 

here as hypotheses derived from independently conducted studies, not as findings any cited study 

demonstrates in combination. The literature synthesized also varies considerably in sample, sector, and 

method, so statements framed in general terms throughout this paper about ‘Ghanaian public servants’ or 

‘Ghanaian culture’ should be read as summarizing tendencies documented in specific, cited samples rather 

than as a uniform description of a heterogeneous public service. 

Future research should prioritize empirically validating the framework’s four propositions, particularly the 

cross-level relationships proposed between macro-level cultural conditions, meso-level leadership and task 

design, and micro-level commitment, well-being, and performance, using quantitative, qualitative, or mixed-

methods designs across a range of Ghanaian public sector organizations. Comparative research extending 

the framework to other Sub-Saharan African administrations, where institutional dualism takes different 

specific forms, would further test the framework’s generalizability beyond the Ghanaian case addressed 

here. In the interim, the four policy and managerial recommendations advanced in Section VII offer a 

practically grounded, though still provisional, starting point for reconciling bureaucratic efficiency with the 

socio-cultural obligations that continue to shape organizational behavior in Ghana’s public sector. 
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