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ABSTRACT

The paper assesses the effects of traditional val@eollective conceptions of what is considered
good, desirable and proper or bad, undesirable amghroper in a given society) and socio-cultural
factors (these are models of life, human rights,lwa systems, customs, beliefs and arts) on human
resource management (HRM) in public sector organimms in Ghana and the need for Human
Resource (HR) Managers to “rethink their role, tovercome the difficulties inherent in their posi-
tion”. Socio-cultural practices are the distinctyy spiritual, material, intellectual and emotional
features that characterize a society or a sociabgp. Ghanaian worker in general and the HR
manager in particular is influenced by socio-cultat practices and values of a larger society of
which he/she is a member. For instance, the HR mgeais in dilemma as to whether or not to
refuse a worker’'s permission to attend funerals,mang ceremonies, festivals or visit relatives at
hospital during working hours. In other words, HR anager is at cross-roads as to what to do in
order to maintain his/her job while holding on tois'her socio-cultural practices when some of
these practices contravene the organizational ced€onduct. Among these factors, is how to deal
with the traditional values and socio-cultural emagnment within which (HR) specialists find
themselves. The paper therefore focuses on the ichjph some of the traditional values such as the
pressure from family members, attitudes and socidtagral factors. The purposive sampling tech-
nique was used to select the directors and the séammpandom sampling method was used to select
the other respondents. Questionnaires were desigaed self-administered questionnaire and face
-to-face interview methods were used to obtain mfiation for the study. Thus, the traditional val-
ues and socio-cultural factors, which the societyaimtains, remain strong among workers and
have impacted on the work of HR specialist in spitethe conflicting values prescribed by the pub-
lic sector organizations.

Keywords: Traditional values, socio-cultural factors, humasource management

58 Journal of Science and Technology, Vol. 28, No.[¥kc., 2008



Traditional values, socio-cultural factors and humaesources ... Akuoko

INTRODUCTION garded as a duty and no pains must be spared to
The conflict between bureaucratic processes andake them memorable” (Sarpong, 1974). Sar-
traditional values and socio-cultural practicepong (1974) writes thahe Ghanaian lays much
poses a very big problem in the smooth managstore on the way in which funeral or the funeral
ment of human resource in organisations. Desf relatives is observed. Since the extended fam-
spite the perceived importance of human relly system is broader the chances of losing a
source in public sector organisations, traditionainember is very high. And if Sarpong’s idea of
values and socio-cultural factors pose difficulthe importance of funerals to family members is
ties. The welfare of human resource in organisssomething to go by, then each member will have
tions is of paramount importance and thus, “ira lot of funerals to attend in his/her life time.
so far as people are employed, the concern f&teil (1972) in her study revealed that lateness
people exists, however inarticulate it mayamong workers was rampant and many workers
be” (Lyons, 1971). The question then is to whahad never developed the sense of time necessary
extent is the HR manager expected to show cofn urban industrial society. This was a clear indi-
cern for the people employed whilst keeping theation of the effects of socio-cultural practices
organisational standards. Thus, HR Managemn worker behaviour. Blunet al. (1990) and
should "rethink their role, to overcome the diffi- Nukunya (1992) hold that in Africa, favourable
culties inherent in their position" (Tysat al, performance appraisal is linked more to particu-
1985). A look at the Ghanaian society todayaristic criteria as against universalistic oned an
shows that, in spite of the rapid rate of moderni“tribalism is motivated by a number of factors
zation, Ghana still retains the norms of its sociowhich in various combinations determine atti-
cultural and traditional values. Modernizationtudes and behaviour towards members of one
however comes with bureaucratic institutionggroup or the other”. Moser (1993) indicates that
and its inherent laid down procedures. whereas the ideology of patriarchy has served to

According to Armstrong (1992; 2001) Human'€inforce the popular stereotype of the male
Resource Management (HRM) is a strategic anfreadwinner, reality does not bear this out be-

coherent approach to the management of an df@use low income women have important pro-
ganisation’s most valued assets: the peop uctive roles. It is also believed that “dwanetoa

working there who individually and collectively e traditional concept of pleading for clemency

contribute to the achievement of its objectives!@s @lso been a bane of the HR specialist in pub-

“Several factors have contributed to make publi<[,JC organisations.

sector HRM a major problem area of manageGhanaian workers, whose socio-cultural values,
ment in Africa” (Akinnnusi, 1993). Nukunya traditional norms and cultural practices influence
(2003) and Assimeng (1999) indicate that théheir behaviour face a dilemma as to what to do
extended family system may be “any groupingn order to maintain their jobs whilst holding
broader than the nuclear family which is relatesnto their socio-cultural values. Thus, this study
by descent, marriage or adoption”. Ollennuvas conducted to find out how HR specialists
(1966) also states that the basic unit of Ghanaiateal with the dichotomy in their role of effec-
society is the family, not the individual. Thetively managing Ghanaian workers to achieve
extended family system imposes a lot of resporerganizational goals without compromising or-
sibility on its members especially in the area ofjanizational principles, and the importance of
funeral attendance and contributions. Membergaditional values and the socio-cultural environ-
are perceived as owing the family a responsibilment that they find themselves in.

ity to respond quickly to the call of the family tp¢ i, objective of the study was to investi-

head if any calamity befalls any family member. o L
Thus, the individual is a product of the coIIectivegate the effect of traditional values and socio

effort of all family members. “Funerals are re-
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cultural practices on the role of HRM in publiclished literature, office files/records, personal

sector organizations in Ghana. records and the internet search for current publi-
cation and information were evaluated. The self-
Hypotheses administered questionnaire and face-to-face in-
Ho: Inefficient HRM practice is a function of the terviewing methods were used to collect primary
extended family system. data. The self-administered questionnaire
H1: Inefficient HRM practice is not a function of method was used to elicit information relevant
the extended family system. for the study from the directors and some of the
Ho: “Dwanetoa” undermines the efficient per-workers because they were well educated and
formance of HR specialists. could read, understand and respond to the ques-
Hi: “Dwanetoa” does not undermine the effi-tions appropriately. The face-to-face interview-
cient performance of HR specialists. ing method was used for some workers who
could not complete the questionnaire them-
METHODOLOGY selves. It ensured that all questions were an-
Research design swered and all responses were received. It saved

The area of study was the Komfo Anokyetime, reduced call backs and questionnaire mor-
Teaching Hospital (KATH) in Kumasi, the tality rate.

Ashanti regional capital in Ghana. The research

started as an exploratory study since little waRESULTS AND DISCUSSION

known about the problem. However, when moréiRM in Ghana, as a vehicle of administration, is
light was thrown on the problem the design bea colonial legacy from the British. This has been

came analytical. adopted by organisations found in the industrial
} societies and has been set up in Ghana to fulfil
Sampling procedure similar functional needs. A critical examination

The target population was all the directors, senys traditional values and socio-cultural factors in
ior and junior staff in the organization. Thehe study also revealed that they have had some

study population of interest in the fieldwork WaSimpact on the operations of the HR managers in
the directors and the other workers in the organisyganisations.

zation. The individual persons in the organiza-

tion constituted the sampling units for the studyqpe Impact of Traditional Values on HRM

The survey population for the study was drawm ook at the Ghanaian society reveals that al-
frpm the list of Wor_kers obta}med from the HR_M though Ghana has undergone rapid changes as a
directorate. The list constituted the samplingegyit of the influence of Christianity, Islam and
frame from which the study population was ob-gjonialism, Ghana still retains most of its aged
tained. The total population for the study wag)q traditional norms that have been passing
1,896 yvorkers and out of th|§, 48 were_dlrectorsf.rom generation to generation (Sarpong, 1974).
The simple random sampling technique WaShese traditional norms include strong passion
used to select 25 directors and 100 workers. Fior funerals, shared responsibility for extended
nally, the sample size of 125 respondents wagmily members, lateness inherent in the concept
selected for the study. The largeness of the sargs time, the concept of “dwanetoa” and many
ple size was to ensure adequate representationfiers. This has had a serious debilitating effect
the workers that were selected for the study. 5 the role of HRM in public sector organisa-
tions. The focus of life is gradually shifting to
the urban centres. However, the norms of the
ociety are mainly enshrined in the traditional
osmological pattern. Traditional values that the

Data collection

Data were collected from two main sources
primary and secondary sources. The existing
data from documentary sources including pub-=
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society maintains remain strong among workersrganisations and the role of HRM in general.
in spite of the conflicting values such as fairnessv/ery often the enforcement of rules and regula-
value for time and hot stove concept in discitions in order to instil discipline in the work or-

pline prescribed by the public sector organisaganisation would be met with comments such as

tions. “this is government work, it is not your father’s
property” "you will leave and the work will con-
Attitudes tinue ..... ", Under such circumstances, the HR

Attitudes are learnt and enduring tendency tonanager becomes frustrated and may not be able
perceive or act towards persons or situations inta cope with the situation because he becomes
particular way. Therefore to the question “Dounpopular among the workers. Ultimately, he
the demands of the extended family membergas to retreat and perform in a way to satisfy the
conflict with organisation’s rules and regula-whims of the workers which would adversely
tions, 63 (50 percent) responded in the affirmaaffect output levels and may gradually fall out of
tive and explained that the attitudes (such alsusiness.

expecting free medicare from relatives who

work in the health service, favouritism) of thePressure from Family Members

extended family members indicated a completéccording to Bluntet al. (1990) the efforts of
failure to recognise the existence of conflictinghe family in contributing towards the education
demands faced by relatives in bureaucratic omf relatives were considered as investment which
ganisations. The relatives in such a situatiomust yield dividends. The HR specialist would
failed to understand that the HR specialist hathus be expected to provide employment for an
organisational obligations that interfered withunemployed kin. The refusal of an HR specialist
the wishes of the extended family. Added to thiso help an unemployed kin would be interpreted
was the perception of the familial pressureas having abandoned his family as a result of his
which involved potential conflict between theupward social mobility. The members of the
role of HR specialists and family demandsfamily through whose contribution the HR man-
Though majority of the respondents (78: 61.%ger was made, would feel that they had been let
percent) indicated that visitors were seen on firslown by somebody whose duty it was to help
-come first-serve basis, a significant number (26hem. Thus, when the respondents were asked if
20.6 percent) explained that the family memberthe family members were too demanding, 33
expected bosses to see to their needs first befdi26.2 percent) responded in the affirmative, 25
anybody else. It is evident in the Ghanaian socigll9.8 percent) answered negatively whilst 68 (54
structure especially with the extended familypercent) indicated that the family members
system as the basic unit of the social networkometimes put pressure on them. These re-
that relatives would exert pressure on the HRponses indicate that family members of the HR
specialist and expect him to honour the obligaspecialist put pressure on him/her, thereby mak-
tions of the family. This is more pronounced in ang it difficult for him/her to carry out the jobsa
situation where the members of the family cona competent HR specialist.

tributed towards the education of the HR mans
ager (Bluntet al., 1990); even though there are
rules and regulations in the organisations the H
specialist has to adhere to. There is, thus, aacloi
relationship between the expectations of rela\-/
tives and the way HR managers behave.

his situation was likely to occur based on the
tatement that in Ghana the family continued to
e the important unit of personal identity (Price,
975). It was only reasonable to argue that indi-
iduals would not like to be seen as inconsider-
ate towards their families, and would wish to
The Ghanaian attitude to work has had a seriows/oid the impression that they do not have an
adverse effect on the operations of the publimterest in the family’s well-being. It is there-
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fore, not surprising that the HR specialist mayulled on one hand by the strings of the socio-
conform to the expectations of his kinship groupcultural factors and those of his roles on the
However, it is the belief that in the foreseeabl®ther. Consequently, the HR specialist is caught
future, education will make a remarkable impactip between two worlds - obeying the norms of
on the influence of the extended family on théhis socio-cultural environment as well as those
role of HR specialist. Presently most educatedf the organisations. The refusal therefore of an
elites in Ghana are attached to the nuclear familiR specialist to help an unemployed kin would
system which emphasizes the need to look aftdére interpreted as having abandoned his family as
the spouse and children. Furthermore, the diffia result of his upward social mobility. Hence,
culties of urban life coupled with limited in- majority of the respondents (68: 54 percent) ex-
comes and resources may compel people to coplicated that the demands of the extended family
centrate on their spouses and children rather thaonflicted with the organisation’s rules and regu-
the extended family members (Nukunya, 2003).lations. However, 59 (46 percent) were of the
view that it did not conflict with the organisa-
The Impact of Socio-Cultural Factors on tional rules. In any case, they admitted that the
HRM: Some of the norms of the Ghanaiarextended family system had affected their per-
socio-cultural factors conflict with the role of formance in the organisation. There was consid-
HRM in organisations. The corporate nature oérable body of evidence in the strength of the
the Ghanaian society - the extended family andxtended family among civil and public ser-
the importance attached to funerals, festivals vants. This portrayed a lack of self-reliance ow-
place strains on the role of HRM in organisaing to the prevailing influence of the extended

tions. family system. Thus, it had not been easy for
many people, including HR specialists, to solve
The Extended Family System problems by themselves, thereby making people

The place of the extended family in the sociablways dependent on social support as has been
organisation of Ghanaians was stressed by OMustrated by Ollennu (1966).

lennu (1966). He noted that “the basic unit ob ; : -

\ L ) ...~ Generally in Ghana everybody is responsible for
Ghanaian society is the family, not the individ-y, otheryin such a way tyhat hyparentz die, it be-
ual. Almost everything affecting the individual comes difficult to differentiate orphans from non

is dealt with by his family. When the individual -orphans because they are automatically fused

offends anyone his Condl.m i‘?’ reported fo thﬁno the family and taken good care of. Also, if
head of his family who, with his elders will go arents are poor and unable to bring up or edu-

into the matter and take appropriate steps t ate their children, that responsibility falls on

make ?me“d.s- If_he/she _acrlieves somethin[gose who are capable in the family such as un-
good, his family gets the praise”. He/she also hacﬁes, grandmothers and other family members.

_responsibilit!es '_towards fami_ly memb_ers. He/ Sh‘ft is an accepted fact, however, that the extended
is under obligation to share in the grim and SUPfamily is in a transition. This is because indus-

port family members. trialization has brought about urbanization,
The HR manager, just like any other urbarwhich has somehow shaken the very roots of the
worker is not only committed to the obligationsextended family. In the words of Assimeng
of the formal work environment but also to the(1999) one of the dilemmas facing people in
extended family and other reference groupdransitional societies is that such people usually
There is as a result, lack of congruity betweedesire the best of both worlds. These desires are
HRM and the traditional values and socio-the economic and emotional security in the tradi-
cultural factors in which it is embedded. Thetional order and the freedom from restraints, and
HR specialist is thus in a dilemma. He is beindhe high standard of living which one acquires in
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the modern industrial order. obligations as a public servant.

It is obvious to some extent though, that théfhus, in assessing whether inefficient HRM
process of urbanization in particular and modpractice is a function of the extended family
ernization now affects the extended family insystem based on empirical work, about 14 per-
general. But one should not forget that, socialieent of the entire variations of the explanatory
zation comes with its attended assimilation of/ariables regressed on the dependent variable i.e.
norms, values and practices, and it is very diffithe R explains the low influence of the extended
cult if not impossible to let go such importantfamily system on HRM practice while about 86
values of a group that one belongs to in spite giercent were unexplained. Hence, the null hy-
the influence of change. In fact, these values amgothesis could not be rejected in favour of the
usually very well entrenched in the belief sys-alternative hypothesis (i.e.1iHTable 1). This
tems that, going contrary to them, it is believedesult confirms Nukunya'’s opinion that the diffi-
may have spiritual consequences which oneulties of urban life coupled with limited in-
would want to avoid anyway. This has resultedcomes and resources may compel people to con-
in the ambivalence of HR managers as ta@entrate on their spouse and children rather than
whether to follow the work ethics or socio-the extended family members. Thus, HR special-
cultural practices and traditional values. ist is no exception to this assertion.

It should also be emphasized that, the urba.Eunerals

dweller and for that matter the HR manager .
he way funerals are celebrated gives credence

who might not have escaped from help from hi . .
extendegd family in his upgringing and F())r educa® the importance attached to funerals in Ghana-

tion owes an obligation to them in the form of'@n society. When the respondents were asked

; ; : ; -1about the importance of funerals, 112 (88.9 per-
some kind of reciprocity. That is to say he will ent) answered in the affirmative. They eluci-

be expected to somewhat pay back this help t&@ted the fact that death marks the end of life

subsequent generations in either the same for . . : ;
from which he benefited or by offering job op-and itis believed that if a dead person is not wel
repared for his journey to the spiritual world,

portunities once he is in the position to help. Hi£ .
family's expectations might be in contrast to hi e would not be accepted and this would result

Table 1:  F-statistics for whether or not inefficimt HRM practice is a function of the extended famy

system
. Change Statistics
Adjusted R Std. Error of .
Model R R Square Square the Estimate R Square F Change dfi df2 Sig. F
Change Change
1 373 139 .081 63232 139 2.369 8 117 .021

a) Predictors: (Constant), Do your family membexpeaxt you to see to their needs first, before adyladse
when they visit you at your work place? , Has thiereded family system affected your work life ig an
way?, How has the extended family system affectedwork?, Did you in anyway benefit from your ex-
tended family in the course of your education?,yBa think the extended family system is too demand-
ing?, What has been your attitude/response to jamémbers in times of need?, Do your family members
exercise patience when they need help from yoowatwork place?, Do some of these demands conflict
with your organization's rules and regulations?

b) Dependent Variable: In your opinion, do you thihe practice of the extended family system shbeld
encouraged?
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in a bad omen for the deceased person's commexplained that they easily obtained permission to
nity. attend funerals. Apart from the financial support,
Funerals also portray the strong kinship bond ian important issue is absenting oneself from
the Ghanaian society. The kinds of questionwork to attend funerals. Thus, the HR manager
that are asked after funerals are, for examplean be in a dilemma as to the granting of permis-
“how was the attendance? Was it excitsion to staff to attend funerals if it did not con-
ing?” (Sarpong, 1974). Funerals must be suderm to the tenets of the Collective Bargaining
cessful. Not infrequently, one hears commentégreement (CBA). Policies are supposed to
on whether some particular relatives were preregulate behaviour in an organisation; therefore
sent. It is therefore not surprising that a largéhe proper adherence to them is what is ex-
number of Ghanaian workers consider it necegpected. But to prevent someone from attending
sary to leave their jobs to attend funerals. Than extended family member’s funeral might be
HR specialist is confronted with the difficult unheard of in the Ghanaian context. But 88 (69.8
task of reprimanding workers who do not comepercent) of those who were interviewed speci-
to work because they had to attend funerals died that they did not easily obtain permission to
deceased relatives without obtaining permissionattend funerals. In fact, the HR manager who
Despite the fact that most collective bargainingnitiated disciplinary measures against staff who
agreements and the civil service code of conduetbsented themselves from work to attend funer-
allow staff to attend funerals of deceased spousals may be branded a deviant.

children and legitimate parents, strict compli-

ance of this provision in the public sector conlateness and Absenteeism

text has not been successful. Workers sometim&enerally, it is observed that some workers in
take advantage of this provision to do otherwiseGhana are sometimes late for work due to trans-
A personnel officer who initiates disciplinary portation problems; occasionally most people
measures against offenders may be consideredrive late at the work place or absent them-
deviant in the Ghanaian society since there is selves because they visited relatives in their
popular saying that “death is a universal probhome towns and failed to arrive back on time.
lem”. It has become very necessary to suppokvhen the workers were asked about what par-
bereaved workers because apart from the gendieular days they reported late for work or ab-
ally low levels of salaries prevailing in the pub-sented themselves from work, 20 (15.9 percent)
lic service, funerals today have become so exnentioned Mondays and Fridays. They further
pensive that, without such a ‘push’ a lot of peoexpounded that these days are unique because on
ple find it difficult funding their funerals. As a Fridays people normally use it to prepare for
motivational factor therefore, HR mangers havdunerals and church service weddings. On Mon-
not much choice but to support their staff finandays, as a result of week-end activities, workers
cially when they are bereaved. Armstrongmay be recovering from fatigue or preparing the
(1991) states that bereavement is a time whdmome for the new week. As a result they are al-
many people need all the help and advice theways late for work. It is also observed from the
can get. Almost all the respondents (116: 92.data that most female workers very often report
percent) indicated that the organisation makeate to work sometimes due to their responsibil-
provision to help bereaved staff members. lity as wives and mothers to complete household
Ghana this gesture would go a long way to boosthores. In some cases, women employees absent
morale of workers in the work places because dhemselves from work as a result of a child’'s
the importance they attach to funerals. illness without obtaining permission from the
orkplace. This was expressed by 68 percent of

To the question “Do you easily get permission t
;. y ygetp gerespondents.

attend funerals, 38 (30.2 percent) responden
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It may be noted that the study by Peil (1972)nvolved, resulting in incompetence and in most
revealed that lateness among workers was ramases the collapse of the organisation. Such in-
pant and many workers had never developed therferences conflicted with the job of the HR
sense of time necessary in urban industrial socimanager as regards the appropriateness of re-
ety. It is thus reasonable to argue that althougtruitment and selection procedures for candi-
lateness and absenteeism are mainly due tates who were looking for jobs.

transportation problems as indicated by 25 (19.8

percent) respondents during the study, sighifthe Concept of "Dwanetoa" (a customary
must not be lost of the fact that pressing familypractice of conflict resolution whereby a third
issues are also contributory factors. Thus, 2farty intercedes on behalf of an offender) In
(20.6 percent) respondents revealed that illFormal Organisation

health of family members, and sending childreOver the years several approaches have been
to school (23: 18.3 percent) were identified asidopted by traditional authorities and formal
some of the reasons for lateness and absentegganisations in mediating and resolving con-

ism. flicts. The "dwanetoa" concept is an institutional
arrangement for seeking redress in the traditional
Discrimination set up. "Dwanetoa" in reality is an act of inter-

Blunt et al. (1990) hold that in Africa, favour- ceding on behalf of an offender. Traditionally, it
able performance appraisal is linked more tds a recognised system, which involves a third
particularistic criteria as against universalisticparty. Mostly the third party can be a traditional
ones. For example, an appraiser may have cloksader, a person of repute, either a kinsman of
ethnic or kinship relations, thereby resulting inthe complainant or that of the authority with
unequal treatmenthereby one set of standards,whom one has a problem. The concept describes
procedure or facilities are used for a particulaa traditional form of appeal for clemency by
group and another for others. According to Nuanother, who has wronged a person, a group,
kunya (1992), “tribalism is motivated by a num-kinsman or an organisation and has admitted the
ber of factors which in various combinationsguilt or the offence. The offender knows he has
determine attitudes and behaviour towards mentommitted an offence and goes in for an inter-
bers of one group or the other”. cessor. "Dwanetoa” is seen best in litigation in

Discrimination, a canker in the Ghanaian socia%ourt where one is to be fined or foresees trou-

structure has contributed negatively to the effeq,—(;e' Int S,’,UCh situation ¢ the q oﬁe?ﬁer ubsles
tiveness of the role of HRM in public sector or- wanetoa: as a means 1o redress the probiem.

ganisations. One of the findings of the study ig)epending on the gravity of the offence, the

that heads of most organisations ignore the crit ffender is forgiven freely or asked to pay a to-

ria set forth for the appointment of candidates t en either in kind or cash as compensation to the
vacant positions so that they can employ theﬁ)ﬁended'

tribesmen. Hence, the appointment is not basddowever, at the formal workplace, for effective
upon competence or merit and the job may nand efficient interaction of persons the practice
be offered to the best person. Although 94 (74.8 different. To achieve organisational goals the
percent) respondents specified that recruitmemlax Weber’'s bureaucratic concept is seen to be
into the workplace had been fair, 20 (15.9 perene of the best models. The model emphasizes
cent) were of the view that people who spoke atrict compliance of laid down procedures and
common language were recruited and nursingules regulating behaviour of individuals in a
mothers were discriminated against. The effect®rmal organisation. As such when someone acts
were enormous and very often the person whoontrary to any of the rules, the procedure for
was offered the job could not cope with the tasksorrection is applied. To ensure fairness and
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objectivity such practice does not allow for irra-sistently the laid down rules again. He/she has to
tional actions or decisions. In this respect, thelepart from the norm.

respondents were asked to indicate if anybodyj,yithstanding the functional difficulties, the
had pleaded on their behalf for being punished gy qfer of "gwanetoa” to the formal system
work. Majority of the rgspondents (86: 68.3 per; ight create, there seems to be, an inherent
ce_nt) answered negatively but 40 (31.7 PETrCeNBPanefit. 1t should therefore, not be completely
said that they had requested for top officials tQ isen off. Considering the socio-cultural and

plead on their behalf. even economic implications of rigid application
A bureaucratic structure involves impersonalityof formal rules on individuals, "dwanetoa" could
that is supposed to create fairness because ndre allowed to operate along side the rules and
rational factors for example; personal relationtregulations of an organisation. For example,
ships have no function in the system. The systemisdemeanours should be settled informally.
is strict and insistent on rules and procedure®\gain, disputes involving two employees should
Many people are of the opinion that thebe allowed to rest if one of the parties involved
"dwanetoa” concept if transferred to formal or-accepts guilt and asks a third person to intercede
ganisation would lead to their dysfunctioning.on his/her behalf.

To the proponents the concept will be dysfunc- . " i

tional because it by-passes the formal structurd! SUch circumstances “dwanetoa” may open
arrangements and makes use of procedures nUgYsS for reconsidering issues on their own
factored into the formal system. The person wh@€'it: for example, the head or the executor of
is consulted to mediate may not be knowledgeln® rule will rethink and be humane enough or
able in the organisational regulations. Even if af©t P€ too personal with issues. "Dwanetoa” may
all, appealing to factors other than what the or@/€rt people to some elements of the issues if the
ganisation permits, bends the rules. Thus, thg@Se is considered. The concept is likely to
concept and its practice deviates from the norm@rve as or have a cushioning effect on the rigid
of Weberian formal organisations. Hence, thdureaucratic system since the concept allows a
hypothesis that “dwanetoa” undermines the effithird party to temper justice with mercy. More-

cient performance of HR specialist was signifi-Over, it creates a leeway for the HR specialist to
cant in the study. set aside the bureaucratic hard and fast rules and

Th licati ¢ g " the Ideal with issues with a human face. This is par-
e application of "dwanetoa” in the forma ticularly used in redressing deviant behaviour in
organisation will be based on goodwill, kindness, | organisational setting. "Dwanetoa” may indi-

and borders on issues of morality or the ConseF’ectly serve as a social control mechanism be-
quences of the sanctions on the offender. Cor&-

A : . ; ause if used properly it will smoothen strained
sidering the actions and inactions of the of- ". : . .

o social relations. People will learn to forgive and
fender, formal organisational rules have bee Lt 0o anv intention of revenae. It mav also cre-
broken. Issues of morality do not matter. Th tegnew r):elationshi and integra.ctions xith eople
offender needs to be punished to serve as a ToUD O Or an'sgt'on) and _establish hF()eaIt%
terrent and a corrective measure to promot up ganisati ! y

good behaviour. The practice of the concept h %ks (onlylif_the .appedal ri1$ agcepted). BUthif th.?
introduced some dysfunctions into the opera.2Wanetoa™is rejected then it may create hostili-

tions of public sector organisations. It sets precdi€S: However, the concept of “dwanetoa” has

dence by compromising organisational princi-the potential to undermine the effective running

ples and thus, undermines discipline, fairnesQf the organisation if it is not used cautiously.
and objectivity. This is because once the conceBased on the merits and demerits of each case,
is applied in one case the administrator of theonditions and situations, a blend may be benefi-
rule is put in a dilemma and cannot follow conwial in enhancing achievement of organisational
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objectives. Nonetheless, there is the need for(@11: 88.1 percent) who were mostly males an-
much more detailed study of the concept ofwered negatively and only 15 (11.9 percent)
"dwanetoa" to allow for a better blending of theindicated that they would prefer to work with
two systems. "Dwanetoa" therefore could benybody in the organization.

adopted to serve as an opening for marryingn most societies, men are seen as the head of

traditional and rigid formal system of redressinqhe home, who have the final say and are treated

deviant acts. as such. This practice has been carried down to
From the regression results, testing the hypothéhe work systems in such a way that male domi-
sis whether dwanetoa undermines the efficiemance prevails in work places posing danger to
performance of HR specialists, the null hypothethe advancement of women. In the upbringing of
sis (Ho) was accepted and the alternative hychildren, the importance of the boy’s education
pothesis rejected. This was based on the entile paramount as compared to that of the girl
variations (51 percent) of the explanatory varichild who is always confined to the kitchen. This
ables regressed on the dependent variable (ileas resulted in the dominance of men at work
the R) explaining the positive influence of places, thus they occupy most of the leadership
dwanetoa in the efficient performance of HRpositions. A few of the women who make it to
specialists coupled with a high probability valuethe top have difficulty in giving of their best
which significant at 0.05 levels. The acceptanceecause of the frustration they face in a male
of the null hypothesis was further confirmed bydominated environment.

the explanatory variables which were significan‘

t must be emphasized that women are not seen
at the 0.05 levels. n

to be progressing much in their work due to the

traditional roles that overburden them. Whilst
Male Bias and HRM their male counterparts have ample time to en-
Male bias in the Ghanaian social structure corhance themselves (through training and so on)
sists of bias concerning the sexual division ofhey are rather stuck at home. It behoves the HR
labour, which means that some particular jobsanager to dichotomize this dual role of the
are reserved for men while others are fowoman so as to bring out the best in them and to
women. In this regard the respondents werensure equity between men and women at the
asked if they would prefer to work with col- work place.

leagues of the opposite sex. Majority of therT]:rom the above, it is clear that traditionally

Table 2: F-statistics for whether or not Dwanetoaindermines the performance of HR
specialist in public organization

R R Square  Adjusted RStd. Error of Change Statistics
Square the Estimate
Model R Square F Change dfl  df2 Sig. F
Change Change
1 715 511 454 .39844 511 8.986 13 112 .000

a) Predictors: (Constant), How long have you beemking at Komfo Anokye Teaching Hospital (KATH)?,
If yes to the above, what was his/her status dt tinee?, Have you been punished again for any other
offence after the one above?, Department, RankjtMatatus, Educational qualification, Sex, Wenaiy
forgiven?, Have you repeated the offence for wiimh were punished?, If yes, why did you choose him/
her over others?, Age, Did you ask that persomtercede for you?

b) Dependent variable: Has anybody pleaded on yaimalf for being punished at work?
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women are bestowed with certain duties in thefficers in the performance of their jobs.
home, especially reproductive roles as well ag.

household chores. These, may not have caus e. Peoples’ cultural values are said to be very

too much problems In the past when WOMEMaar to their hearts. These same people must
were basically housewives. In the contemporang . 1o pe able to survive and take care of their

world, women like men would I.'ke to deVGIOpfamily, whether nuclear or extended. If a person
their potential and contribute their quota toward%orks on his/her own he can do without any

the socio-economic development of their SOCIe(')rganisational rule. But once a person decides to

tes. This IS not to say that, they have reling ork in a formal (bureaucratic) organisation he/
quished their reproductive roles or househol he must be prepared to submit to the rules and
chores. regulations in the organisations. However, strict
adherence to rules and regulations make it diffi-
_II?EC(?'\flME.NDATION dati q cult for people to practice their culture, which
€ loflowing recommenadations Wwere macd& g part of their values. It would therefore be

W'th the.wew to improve the rolg of HR f‘!”.C“O” appropriate if HRM practices and cultural prac-
in a socio-cultural environment, in the opinion of

the author. If the recommendations are carriet.Ces were worked out in a way that would en-
’ . ure harmony in the public institutions.

out successfully, the role of the HRM in the pub- y P

lic and civil service may improve. CONCLUSION

ltures differ among various societies with

Management should do well to encourage andihe traditional values and socio-cultural factors
support women to take up courses to enableave put strains on the effective and efficient
them upgrade themselves into higher manageriperformance of the roles of HR managers.
positions. There is abundant evidence thafhere are situations where the HR manager has
women can match men in managerial work orto bend the rules in order to satisfy the demands
ganisations. One of the key qualities womemf kinsmen at the expense of established organ-
bring to the job is emotional intelligence. Also,isational norms.

women are able to do things men can do as we'& functional role of HRM in the public sector
as things men cannot do, thus making wome

Brganisations includ tunities for the HR
unique. Thus, women should build on thes rganisa’ions Incudes opportunities for the

. L PSpeciaIist to act as an agent of change. How-
strengths rather than see their femininity as 8ver, cultural and social aspects are decisive in

hindrance. It is recommended that everybody ithe role of HR managers, for example, the effect
a position 1o help women in the_ publi_c Sector “dwanetoa”, funerals f;md attitudes,on HRM.
should work hard to help them in their Care€hparefore, operating an HR department in the
enhancement endeavours so that COIIeCt'V?I}Xuinc sector organisations may be rather differ-
b.Oth men an_d women WOL.“d gffectlvely and effl'ent from running a department somewhere else.
ciently contribute to organisational deveIopmentHence, the application of inappropriate strategies
There is the need to have built-in mechanisms iis often a source of conflict, and this may be
terms of awareness creation so that the workerpiite acute when seeking a choice for a change
become aware that the work organisation is difstrategy.

ferent and independent of the traditional valueﬁ

and socio-cultural factors of the society of Whicl} 's therefore imperative to say that in spite of
they belong. Understanding this concept WiIIapIOI changes the Ghanaian society has under-

" q d.in fut dicate th rgone, it still retains most of the norms of its-tra
greatly reduce and in tuture eradicate the COorg;qng) society for most of its people living in

I!'Ct bet\évefen fclhe dematn(;l.s of ttr;]e tvvork forgc’t:mgssthe traditional social organisation. The focus of
ion and family expectations that contron life is gradually shifting to the urban centrest bu
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traditional values and socio-cultural factors aréoser, C.O.N. (1993). Gender Planning and
certainly not left behind. The traditional values  Development: Theory, Practice and Train-
and socio-cultural factors, which the society ing, Routledge, New York: 53-102.

maintains, remain strong among workers in Spitﬁlukunya G., (1992). Traditioand Change in
of the conflicting values prescribed by the public Ghar,la' ;Ay\n Introduction to Sociology, Uni-

sector organisations. versities Press, Accra: 235.

Nukunya, G. (2003). Tradition and Change in
Ghana: An Introduction to Sociology, Uni-
versities Press, Accra: 230-245.
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