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ABSTRACT

The study examines the impact of organisational culture on performance in project teams in the National Road Safety
Authority (NRSA) in Ghana. Quantitative methodologies and survey techniques have been adopted in analysing the types of
organisational cultures, testing for effective teamwork, and exploring the linkage between cultural dimensions and project
outcomes. Data collection involved a survey of 270 respondents in the NRSA through a structured questionnaire. Descriptive
and inferential statistics techniques have been utilised in analysing collected data. The analysis included correlation, ANOVA,
and regression techniques. Analysis revealed a predominantly clan-based characterised by high employee motivation,
effective information dissemination, and a high level of reward and career development concerns. Analysis reveals a strong
positive correlation between such a base and performance in terms of project teams, supported through effective collaboration
techniques. Nevertheless, through its analysis, the study acknowledged areas for improvement, most prominently in aligning
organisational objectives with project objectives. In contributing to current but narrow studies in the field of organisational
culture in road safety organs in developing countries, and in offering actionable tips for enhancing performance in terms
of project teams through cultural interventions, this study is significant and relevant not only for the NRSA but for any

public sector institution dealing with critical social concerns, providing a model for leveraging organisational culture for
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improving performance in terms of projects and, in a larger view, enhancing overall road safety programs.

Keywords: Organisational Culture; Road Safety; Teamwork; Project Outcomes; Innovation; Team Performance

1. Introduction

In contemporary work environments, companies in-
creasingly rely on projects to deliver their strategic objectives
and maintain competitive advantage. Successful delivery of
such projects is critical for satisfying customer requirements,
driving innovation, and success for the organisation!!. De-
spite such prominence, a significant proportion of projects
continues to underdeliver, incurring budget overruns, de-
layed timelines, and poor performance[?!. That such an issue
prevails reflects an important reason for studying factors
driving success in such projects, one critical in both aca-
demic and practice communities in current times. Central
to organisational dynamics is a key feature, namely, organi-
sational culture, a critical variable that underlies individual
behaviour, attitude, and performance. Consistent with shared
values, conventions, and practices, organisational culture
sets out social and psychological structures through which
workers function. In organisations focused on projects, with
mixed-disciplinary groups working together towards specific
objectives under specific timelines], such an aspect takes a
critical role in driving performance, particularly in collabora-
tion, effective communications, and adaptability in changing
circumstances ).

Organisational culture under a group can have a signifi-
cant impact in terms of enhancing such factors, contributing
value, and, in contrast, undermining value to such factors.
Project leaders and leaders in general, therefore, have a crit-
ical role in strengthening such factors, and such awareness
can contribute towards efficiency in groups and success in
individual projects ). Project-based programs in numerous
industries have become increasingly prevalent, and such an
environment heightens the imperative to study such an issue
in organisational culture. An increasing number of organisa-
tions have begun to apply project management approaches to
deliver their programs, taking full advantage of their strengths
in adaptability, efficiency, and multidisciplinary collaboration
supported through working professionals’ groups!? ¢!, Cul-
ture in organisations, in general, is a rigid and long-lasting

feature, and must increasingly become considered a variable

with a strong impact on work groups’ cultures!”].

Culture in organisations forms work performance,
decision-making, and relations between workers and between
departments in working environments, defining values and
normative standards for guiding workers’ behaviour and for
providing direction in collaboration, taking risks, innova-
tion, and adaptability® °]. With organisations increasingly
relying on virtual groups consisting of geographically scat-
tered workers, organisational cultures become even more
important in environments with little face-to-face contact
between workers and departments. In such environments,
shared values in cultures become a basis for developing trust,
supporting effective communications, and supporting co-

ordination between workers!'% 1]

. Having an awareness
of the impact of organisational cultures in virtual groups
can enable organisations to tailor approaches for developing
strong, high-performance groups regardless of geographical
distance!'!.

The relationship between performance and organisa-
tional culture for a team has been a target of many studies, and
an impressive wealth of academic studies has ensued[!? 131,
There have been studies conducted in many countries, in-
dustries, companies, and government agencies worldwide,
investigating these relations. However, a significant lack
of studies specifically focusing on organisational culture in
road safety agencies, in general, and in developing countries
like Ghanat'¥, can be seen. That problem is particularly
important in view of the critical role played by road safety
agencies in campaigning for and putting into practice inter-
ventions for preventing accidents and enhancing security on
the roads!'3 131, There is a critical necessity for knowing
the impact of organisational culture on the behaviour and
performance of a project team in such a sector, in terms of
enhancing effective road security programs and enhancing
overall organisational effectiveness.

Despite poor performance in some executed projects,
little investigation into explaining the cause and effect be-
tween such failures and the National Road Safety Author-
ity (NRSA) and similar agencies’ organisational cultures in

Ghana has been conducted. In an attempt to bridge such a
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lack of information, the current study seeks to assess the cur-
rent organisational culture at the NRSA, assess performance
in terms of a project team, and assess any relation between
performance and culture. The objectives include gauging
dimensions of organisational culture in terms of dimensions
at the NRSA, investigating group effectiveness, and inves-
tigating the relation between organisational culture and the
performance of a project team. By studying such factors,
such an investigation aims at producing useful information
that could inform policies and interventions for enhancing
success in a project in terms of improving performance at
such an institution and similar entities working in similar
environments.

The importance of such a study stems from its poten-
tial to promote a deeper understanding of the relationship
between organisational culture and the performance of work
groups in a specific case, namely, in the National Road Safety
Authority in Ghana. By investigating in detail how organisa-
tional culture impacts workgroup performance in this institu-
tion, such a study can have the potential to expose factors in
cultures that promote and hinder the practice of road safety

9161 This information can inform the develop-

programs!
ment of strategies and interventions geared towards creating
a supportive environment for collaboration, innovation, and
adaptability in project teams, and therefore, overall, con-
tribute to enhancing road safety performance.

In addition, this study extends the meagre pool of stud-
ies in the field of studies of organisational culture and road
safety in Ghana and developing countries at large. In filling
the current gap in literature, the current body of knowledge
in the field is thereby augmented by this study and provides a
base for future research and a useful source for policymakers,
researchers, and practitioners interested in road safety and

17.18] ' Additionally, the understanding

organisational culture!
of specific dynamics and issues encountered in the delivery
of road safety is augmented by the study, and the scope for
future studies on organisational culture in public agencies
and government departments in developing countries is in-
creased. Overall, by its findings, the study may inform the
development of interventions for building a favourable and
positive environment that supports the ends and means of
the road safety authority.

The creation of a work environment that promotes col-

laboration, innovation, and adaptability can contribute to-

wards increased job fulfilment, talent attraction, and talent re-
tention, and contribute towards overall productivity improve-

[15.19.201 ' Al these improvements can go a long way

ments
in supporting an institution in its critical role of enhancing
road safety. Findings developed in such investigations could
make an important contribution to the creation of road secu-
rity programs, whose effectiveness, in turn, could contribute
to a drop in vehicular crashes and an improvement in secu-
rity performance in Ghana and similar settings. This study
represents the first empirical investigation of organisational
culture’s impact on project team performance within Ghana’s
National Road Safety Authority. While extensive research
exists on organisational culture in various sectors globally, no
previous study has systematically examined these dynamics
within road safety institutions in Ghana or similar developing
country contexts. This research fills a critical knowledge
gap by providing the first quantitative analysis of cultural
dimensions and their relationship to project outcomes in a
Ghanaian public safety organisation. The novelty of this
investigation extends beyond geographical boundaries, as
it pioneers the application of established organisational cul-
ture frameworks to the understudied domain of road safety
administration in sub-Saharan Africa.

Given the absence of empirical research on organisa-
tional culture in Ghana’s road safety sector, this study ad-
dresses three objectives through quantitative analysis of NRSA
employees. First, it assesses current organisational culture di-
mensions using established frameworks. Second, it evaluates
teamwork effectiveness within project teams. Third, it exam-
ines the culture-performance relationship through correlation
and regression analysis. The remaining sections contain five
sections; section two provides the literature and theoretical
framework, and section three provides the methodological
framework of the study. Sections four and five discuss the
results and discussion, and also the conclusion of the study

and recommendations for policymakers.

2. Literature Review and Theoretical
Framework

2.1. Theoretical Framework

This study integrates Organisational Culture Theory
and Team Effectiveness Models to examine the connections
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between culture and performance within Ghana’s road safety

organisation !> 221,

Unlike previous applications of these
theories within Western business environments, this research
adapts them for African governmental transportation de-
partments, where constraints on resources and hierarchical
frameworks introduce distinctive cultural dynamics. The
three-level culture model serves as a foundational concept
for understanding how artefacts, espoused values, and un-
derlying assumptions shape organisational behaviours 2% 24,
Nonetheless, existing investigations that prioritise private
sector applications of these models often overlook the ex-
ploration of how these cultural dimensions manifest within
governmental safety agencies. Although the relationships
between culture and performance have been substantiated in
commercial settings, such results may not inherently apply
to mission-driven governmental institutions, where perfor-
mance metrics encompass broader community value rather
than mere profitability (2> 2. The Team Effectiveness Model
enhances cultural theory by delineating specific mechanisms
through which culture influences performance outcomes.
Identified as critical operational elements are individual char-
acteristics, team processes, and the organisational environ-
ment!1% 271,

This study deepens the present theory by exploring re-
lationships among these variables in a bureaucratic setting
in Ghana, whereby hierarchical authority and traditional
governance procedures are likely to influence relationships
among culture and performance in a different way com-
pared with Western models of organisations!?® 2%, The
choice among four features of organisational culture, leader-
based culture, communication, decision-making, and inno-
vation, is based on their contemporary theoretical relevance
in both models and practical usefulness in project envi-
ronments. Leadership is a fundamental aspect in culture
development processes, and communication and decision-
making are identified as fundamental aspects in effective-

130,311 Tnnovation serves as a cultural focus

ness models
on innovation and flexibility, and it is most useful in or-
ganisations that face dynamic challenges in issues of road

32,331 The four measures, as a set, point both to the

safety!
cultural content, the things valued in the culture, as well as
the work-related aspects of culture, or cultural processes.
Four individual project team performance measures, namely

efficiency, effectiveness, stakeholder satisfaction, and in-

novation results, have been selected from public sector
performance literature rather than from corporate common

34,351 The distinction arises from the fact that

procedures!
the measures are most fundamental in public organisations
in order to shape diverse stakeholder expectations and work
in environments of resource constraints, and thereby pro-
duce performance dynamics hitherto undocumented within

the culture-performance literature.

2.2. Organisational Culture: Definitions and
Dimensions

Organisational culture consists of collectively-held as-
sumptions, beliefs, norms, and values, which direct be-
haviours and decisions in organisations®!. This culture re-
flects the collective personality and identity of the organisa-
tion and profoundly influences workers’ perceptions as well
as interactions among themselves and within the workplace.
The outcome of project working groups could be intensely
reliant on the prevailing organisational culture in the work-
place ¢l Effective and nurturing company culture provides
an environment in which people are respected, propelled, and
urged to contribute!!3]. A healthy and nurturing culture in
an organisation stimulates teamwork, synergy, and effective
communication among all employees and working unit mem-

bers 371,

Literature verifies that organisations with strong
cultural values, including adaptability, employee commit-
ment, and a sense of purpose, tend to be successful in their
project working activities 381,

Organisational culture, in addition, plays a primary
role in shaping the behaviours and relationships among
workers in a project-based workplace*’]. Organisational
culture influences work approaches, procedures in mak-
ing decisions, and interpersonal relationships among work-

ers[40],

Development of a culture facilitating innovation,
learning, and continuous development enhances the creative
potential and problem-spotting capacity among workers in a
working context involved in a project working scenario!'?].
Varieties in forms of organisational culture were realised in
the research, and different sorts and varieties were noted in
the domain[*!!. The comprehension of these particular types
of company culture could provide valuable information on
how they influence the effectiveness of project organisa-

tions[#2!,
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2.3. Corporate Governance in Public Sector Or-
ganisations

Corporate governance principles, hitherto linked with
the private sector, increasingly influence management plans
in the public sector, particularly in project-based institutions
like NRSA 31, Organisational culture is profoundly affected
by governance mechanisms through processes oriented to-
wards facilitating transparency in communication, cooper-
ation, and shared decision-making behaviours, thus having
a bearing on the efficiency in the completion of projects[#4.
Public institutions in safety domains establish systems of ac-
countability within governance mechanisms that define the
expression of organisational culture in day-to-day activities

[43] . Governance processes,

and the effectiveness of a project
and especially those associated with monitoring and man-
aging risks, form the basic template from whose platform

1461 The interface

confident cultures of innovations can arise
between governance principles and organisational culture is
particularly significant in the public sector, where it is im-
portant to fit the multiple demands of the stakeholders with
the need for business efficacy*’l. Strong systems of gover-
nance can potentially broker the equation between culture
and project team performance by providing strict parameters

within which to engage with risks and innovations 1,

2.4. Team Dynamics and Collaboration

Teamwork is characterised in terms of a joint activity
with cooperation towards a shared goal*’]. It is a fundamen-
tal aspect of any winning campaign, facilitating effective
use of resources, information and intelligence dissemination,
and group decision-making processes>%l. Collaboration ef-
fectiveness is established through a multitude of significant

(201 First, it is through establishing explicit aims

aspects
and goals that are clearly comprehensible and valued by the
people in a group!l. Clearly established targets guide indi-
vidual work and infuse a sense and orientation in the group

1521, Furthermore, unrestricted and clear infor-

participants
mation circulation among groups allows effective informa-
tion dissemination and problem-solving to be maximised >3],
Trust and confidence among groups are a significant aspect
of successful collaboration.

Trust among groups has to be fostered in terms of

criticism, advice, and contribution, and no expectations of

31

reprisal or nasty results. Trust allows for a friendly and coop-
erative climate with a high level of cooperation, calculated
risks, and the development and introduction of new and differ-
ent solutions **. Successful collaboration is, to a significant
degree, a function of effective leadership. Through guiding,
collaborating, and delegating, a competent group manager
can optimise the group’s performance®>). Effective leaders
with a high level of performance and intelligence establish
a trustworthy climate, encourage a participatory behaviour,
and make the group’s contribution and advice accepted and
valued. Through establishing effective collaboration, firms
can optimise the work of employees[*®). Through coopera-
tion, a joint goal, professional knowledge and information
sharing, and contributions from all individuals, actors can
overcome challenges, respond to changes, and attain success

in activities.

2.5. Communication Patterns in Project Teams

Effective communication is a basic ingredient in
groups’ success, facilitating the unrestricted circulation, de-
velopment, and circulation of feedback among the mem-
bers7l. Clearly stated and concise communications estab-
lish a mutual foundation in a group’s goal, role, and expecta-
tions, thereby facilitating coordination and cooperation [*%].
The relative effectiveness in the circulation of information,
problem solving, and making decisions in a group relies
on information, experiences, and observational interchange.
Communication assumes a multiplicity of forms, namely
verbal communication, written record, and non-verbal cues.
Through verbal discussion, dialogues, or chats, humans
have access to timely cues and clarification information [,
Through reporting and documentation, archiving and report-
ing of information are carried out.

At the level of non-verbal communication, gestures and
postures convey intense communications in interpersonal re-
lations in groups (). Despite the medium utilised in present-
ing, transmitted messages should enjoy a significant level of
transparency and simplicity. Concise and specific communi-
cation easily dismisses misunderstanding and vagueness[®'].
Active listening is a cornerstone in realising effective com-
munication in groups into action. Active listening, seeking
clarification in case of uncertainty and participation in cue
sheets constitute a vital habit in ensuring a robust informa-

[62

tion circulation in a grouping!®?l. To achieve unrestricted
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circulation in information, members in a grouping should
be engaged in listening actively, seeking clarification in mo-
ments of uncertainty, and providing constructive cues¢3,
Cross-cultural communication research entails further
complexity. High context communication in Ghana!®! por-
trays likely communication problems in teams like NRSA
if they adopt Western communication protocols. Still, there
have not been studies regarding communication patterns in
Ghanaian institutions regarding intra-national communica-

tion patterns.

2.6. Leadership as a Cultural Driver

Leadership is a critical linkage through which organ-
isational culture influences project teams’ execution, both
as a product and a driver of organisational cultural develop-
ment (%], Leadership practices are a priority in organisational
cultures promoting joint work and successful project outputs,
whereby leaders use open communication and shared deci-
sions in facilitating joint effectiveness[®¥. Effective group
managers enhance teamwork through the provision of direc-
tion, formation of cooperation, and allocation of tasks, as
well as the development of trustworthy environments in sup-
port of shareable initiatives and the reward of participation by
work groups. Transformational leadership, in particular, stim-
ulates an innovation culture by permitting freer knowledge
flows, experimental resource provision, and development
of particular rules permitting informed risks, thereby em-
powering work groups in the extension of problem-dealing
abilities[®>). Leadership provides the main linkage through
which general organisational cultural values are translated
into specific work groups’ behaviour and execution results
in project-based organisations. Inclusive leadership stimu-
lates workplace execution through a considerable increase in
work-based engagement and development dynamic and men-

tally secure workplaces [

. Leadership style continues to
play a major mediating role in linking culture and execution

in modern organisational environments ™.

2.7. Innovation Culture and Risk-Taking Be-
haviour

Innovation, alongside the desire to take calculated risks,
acts as a central motivator in driving the success among

project teams and contributing significantly towards the suc-

cess of an organisation[®”). Through its intrinsic definition,
innovation involves the development and execution of orig-
inal and nonconventional methodologies, techniques, and
end-products designed towards generating improvement and
overcoming prevailing issues!®%]. Similarly, calculated risk
involves the courageous undertaking of venturing into new
and untrodden fields in order to seek new opportunities and
garner desired results. In a project team, innovation, along-
side ensuring competitiveness, serves as a springboard for
transformation and creates opportunities towards generating
innovative solutions that are specific and tailored towards
certain challenges in a project(®”). Through defying age-old
conventions, exercising critical analysis, and boldly ventur-
ing into untrodden spheres, there arises a culture facilitating
innovation. Through empirical evidence, it emerges that or-
ganisations embracing and placing innovation on the priority
agenda are increasingly likely to be successful in their under-

s[7%. Through ensuring an experimental environment

taking
that facilitates exploration into new ideas and undertaking au-
dacious initiatives, alongside having an intrinsic perception
about potential failure, it allows teams to develop problem-
solving abilities and achieve tremendous breakthroughs '),

Nevertheless, the quest towards innovation requires a
sense of undertaking calculated risks; it necessitates over-
coming age-old barriers, accepting uncertainty, and having
confidence in arriving at well-informed decisions!’?]. Risks
are a part and parcel of venturing into new opportunities,
exercising rationality in decision-making, and converting
novel ideas into usable applications 3. Successful project
teams foster a culture that allows and facilitates the informed
and judicious undertaking of well-calculated risks. This re-
quires the development of a culture of psychological safety,
whereby the members are willing to participate in risking
and expressing their opinions without fear of negative con-
sequences following from it!’4l. Effective leaders assist in
the formation of a culture of innovation and sanctioning cal-
culated risks in a project team. Leaders can assure there
is a culture of innovation by facilitating the freest possible
circulation of ideas, providing resources and experimental
opportunities, and sanctioning efforts by subordinates[’>).
Leaders draw clear boundaries within which risks are taken
and firmly stress the role of failure, including on purpose,
and provide guidance and directions in the course of knowl-

edge gained from failure and setbacks. Leaders are critical
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in the mitigation of risks through evaluation, creating vari-

ous scenarios, and executing error-minimising procedures.

Through innovation and giant leaps within a project team,

an organisation can reach a point that gives a sense of com-

petitiveness 7%,

2.8. Organisational Culture and Project Perfor-
mance in Developing Countries

The culture and performance literature demonstrates
routine positive relations in a range of settings, yet significant
theoretical and empirical gaps remain!”’l. Multiple settings’
research shows that project performance significantly relies
on organisational culture, yet existing research mainly fo-
cuses on the private sector and construction, thus leaving
public safety organisations underscrutinized[’®). This re-
search differs from previous work in three important ways.
First, in contrast to research that has focused on construc-
tion companies, this work aims at a mission-driven public
organisation, in which performance refers to social results,
not a mere function of efficiency in operation!!l. Second,
while previous work has examined software development
environments, here the study examines software develop-
ment in a specific technological and institutional context in
Ghana, namely, in the area of road safety environments 71,

Third, prior work normally examines culture-performance

relationships within a fixed organisational context, yet this
study examines relationships in an organisation faced with
dynamic changes in addressing issues in road safety and
diminished resources.

The theoretical contribution is in applying clan culture
theory in African public sector settings (%], Earlier work hinted
at cultural diversity impacting teamwork, but it dealt with in-
ternational joint ventures and not organisational culture in a
domestic context!®!). This study adds by exploring organisa-
tional homogeneity in a Ghanaian organisation and its impact
on the effectiveness of teams, offering counterpoints on re-
search on diversity[®?]. The methodological contribution is
in borrowing Western instruments of cultural measurement
and applying them in the public sector in Africa. Since there
are no instruments certified in Ghanaian public institutions,
the contribution of this study is important in culture measure-
ment in public sector settings with limited resources. The
practical contribution goes beyond knowledge in the academy
and into policy aspects®}]. Contrary to earlier work offering
prescriptions for managers in the private sector, the work pro-
vides a basis for public sector reform in low-income countries.
The study informs organisational development interventions
on how public service delivery can be improved in settings
in which management methods faill'”). Figure 1 shows the

conceptual framework of the study.

~

Organisational Culture
Leadership Style
Communication Openness
Decision Making Process

Conflict Resolution Mechanisms

Reward and Recognition System

Employee Behavior and Attitudes
Innovation and Risk Taking /

Project Team Performance
Timeliness
Budget Adherence
Quality of Deliverables
Stakeholder Satisfaction
Efficiency in resource utilization

Figure 1. Conceptual Framework.

Source: Author’s construct (2024).

3. Methodology

This research utilised a quantitative methodological
framework for gauging dimensions of organisational culture,
collaboration effectiveness, and the impact of organisational
culture on group performance in a National Road Safety Au-
thority (NRSA) executed project in Ghana. A cross-sectional

study design was utilised, allowing for the collection of in-

formation at one point in time and providing a snapshot of
current dynamics in an organisation in existence at the Na-
tional Road Safety Authority[®#. Participants in the study
included workers drawn from departments and hierarchical
ranks in the National Road Safety Authority. 270 respon-
dents were drawn through purposive selection, and enough
diversity in terms of demographics and occupations (the pur-

poseful selection to secure a range of experiences and view-
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points in an institution®*). The questionnaire was distributed
to the respondents in person. Respondents completed the
structured questionnaires independently while the researcher
remained available to clarify questions if needed. Informa-
tion was collected through a structured survey tool, a tool that
is universally regarded for its effectiveness in quantitative
information collection®]. The survey tool was designed to
collect information in four key dimensions: participant de-
mographics, organisational culture in NRSA, effectiveness
in collaboration, and performance in group work. In section
three, when dealing with organisational culture, a 5-point Lik-
ert scale was utilised to evaluate participants’ feelings about
a range of dimensions in culture, such as leadership, commu-
nications, decision-making, and values to objectives 4.

To assess effectiveness in collaboration, a binary format
(Yes/No) was utilised in rating several dimensions of col-
laboration, such as communications, trust, cooperation, and

(871 Before actual collection, a pilot study

resolving conflicts
was conducted to assess the survey tool for reliability. After
collecting feedback, considerable improvements were incor-
porated in a redesigned, pilot-tested survey tool in a move
to make questions posed to respondents more relevant and
understandable. Data were collected through face-to-face
administration of structured questionnaires at NRSA offices
across different departments and hierarchical levels. The in-
person approach ensured immediate clarification of questions
and complete responses. To achieve the target sample size
and account for potential non-response, 300 questionnaires
were initially distributed to ensure adequate representation
across all departments. The final sample comprised 270 com-
pleted questionnaires, representing a 90% response rate from
those distributed. All returned questionnaires were complete
with no missing data, eliminating the need for missing data
handling procedures. The high response rate was facilitated
by prior coordination with department heads, scheduled data
collection sessions, and the voluntary nature of participation
clearly communicated to all respondents.

To examine and reveal the correlation of project team
performance and organisational culture, inferential statisti-
cal methods were adopted. Specifically, regression anal-
ysis applying the linear model was adopted to test how
strongly organisational culture could predict project team
performance ®®). The analysis involved calculating the co-
efficient of determination (R-squared) and F-statistic, and

p-values produced by tests of significance and global model
performance evaluation tests (level of significance tests). Be-
sides, correlation analysis applying Pearson’s r was adopted
to test the direction and strength of correlation of organisa-
tional culture and project team performance ®). To ensure
stringent ethical requirements for the study, pre-consent from
every individual involved in the study was acquired. Assur-
ances of the anonymity of respondents and confidentiality
of responses were given, and participation was entirely vol-

untary (see Appendix A).

3.1. Model Specification

The study employed a linear regression model to ex-
amine the relationship between organisational culture and
project team performance®. The study employed sim-
ple linear regression to establish the foundational culture-
performance relationship as the primary research objective.
While demographic controls were collected, the exploratory
nature within Ghana’s road safety context prioritised iden-
tifying this direct relationship before introducing analytical
complexity. Simple regression provides a clearer interpreta-
tion without confounding effects from multiple predictors,
valuable given the limited existing research on organisational
culture in Ghanaian road safety agencies™®! 21, The model
is specified as follows:

Y:[30+B1X+£

Where:

e Y =Project Team Performance (dependent variable)
e X = Organisational Culture (independent variable)
e o= Intercept (constant term)

e i = Regression coefficient (slope)

e ¢ = Error term

This model allows us to estimate the effect of organisa-
tional culture on project team performance, controlling for

other factors through the error term.

3.2. Variable Measurement

Independent Variable: Organisational Culture

Organisational culture was measured using a 5-point

Likert scale questionnaire based on the Competing Values
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93, 94

Framework[®> °4. The questionnaire included items assess-

ing various aspects of organisational culture, such as:

1. Leadership style (1 = Strongly disagree, 5 = Strongly
agree)

2. Communication openness (1 = Strongly disagree, 5 =
Strongly agree)

3. Decision-making processes (1 = Strongly disagree, 5
= Strongly agree)

4.  Conflict resolution mechanisms (1 = Strongly disagree,
5 = Strongly agree)

5. Alignment of organisational values with project goals
(1 = Strongly disagree, 5 = Strongly agree)

6.  Reward and recognition systems (1 = Strongly disagree,
5 = Strongly agree)

7.  Employee behaviouurs and attitudes (1 = Strongly dis-
agree, 5 = Strongly agree)

8.  Organisational structure (1 = Strongly disagree, 5 =

Strongly agree)

An overall organisational culture score was computed
by calculating the mean of these items, with higher scores

indicating a more positive organisational culture.
Dependent Variable: Project Team Performance

Project team performance was measured using a com-
posite scale developed based on previous literature 3371,
The scale included items assessing various aspects of project

team performance, such as:

1 Meeting project deadlines (1 = Never, 5 = Always)

2. Achieving project objectives (1 = Never, 5 = Always)

3. Quality of project outputs (1 = Very low, 5 = Very high)

4 Team member satisfaction (1 = Very low, 5 = Very
high)

5. Stakeholder satisfaction (1 = Very low, 5 = Very high)

6 Innovation in project execution (1 = Very low, 5 = Very
high)

7. Efficiency in resource utilization (1 = Very low, 5 =
Very high)

An overall project team performance score was com-
puted by calculating the mean of these items, with higher
scores indicating better project team performance. These
variables were measured through direct questions in the de-

mographic section of the questionnaire.

3.3. Reliability and Validity

To ensure the reliability and validity of the measure-

ments:

1. Cronbach’s alpha was calculated for both the organisa-
tional culture and project team performance scales to
assess internal consistency reliability.

2. Apilot study was conducted to test the face validity of
the questionnaire items.

3. Content validity was ensured by basing the question-
naire items on established theoretical frameworks and

previous literature.

4. Results and Discussion

4.1. Biographical Data on Respondents

This section discusses the background information of
the respondents. All 270 questionnaires distributed were
error-free, representing a hundred percent (100%) and thus
appropriate for examination. The tables below show the de-
mographics of the respondents. Gender, age, Educational
Background and Years of Experience.

The demographic profile in Table 1 of workers at the
National Road Safety Authority (NRSA) reflects a predomi-
nantly male workforce, a relatively young workforce, and a
high level of educational achievement with a mix of experi-
ences. In detail, 60% of respondents report being male and
40% report being female, a strong gender imbalance in the
institution, and possibly reflective of trends in governance in
general and in road safety in general in Ghana specifically. The
age distribution skews predominantly towards junior profes-
sionals, with a full 55.7% of respondents in the 26-35 age range
and a further 25.7% in the 3645 age range. As a reflection of a
predominantly youth workforce, such an age distribution could
introduce vigour and new thinking into an organisation, but at
the cost of possibly representing a future need for programs
designed to retain and develop experienced staff (Table 1).

Respondents’ educational qualifications are at a high
level, with at least a bachelor’s level cited by 85.9%, and a
master’s level by 38.8%. On such a high education achieve-
ment level, it is feasible to assume the NRSA has done well
in attracting highly qualified professionals, and such may
well rank as a competitive strength in tackling intricate road
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safety issues. The scenario for years of experience distri-
bution, however, presents an interesting contradiction, with
almost half of the respondents (45.7%) having 1-3 years
of experience. In conjunction with age distribution, such a
situation may well create a launching pad for many junior

professionals in terms of career progress, but at a price in

terms of generating a need for proper knowledge transfer
and mentoring programs to try and optimise the skill sets of
22.9% of staff with 10 years or years of service. The organi-
sation needs to place career building and talent retention at
the centre of its plans for it to have an optimal mix of new

and veteran expertise in its staff base.

Table 1. Demographic Characteristics of Respondents.

Characteristic Category Frequency Percentage (%)

Male 146 60.0

Gender Female 124 40.0

Less than 25 years 7 2.9

26-35 years 150 55.7

Age 3645 years 69 25.7

46-55 years 31 11.4

56 and above 13 43

Diploma 39 14.3

Educational Background Bachelor’s Degree 127 47.1
Master’s Degree 104 38.8
1-3 years 123 45.7

. 4-6 years 46 17.1

Years of Experience 7-9 years 39 143
10 years or more 62 229

Note: Total number of respondents (N) = 270.
Source: Field data (2024).

4.2. Nature of Organisational Culture at NRSA

The findings and analyses of the data gathered in accor-
dance with the study’s first research objective are presented
in this part. In particular, the section covered the findings
about the nature of the organisational culture present at the
National Road Safety Authority. The results are shown in Ta-
ble 2 after being examined with descriptive tools like means
(M) and standard deviations (S.D.).

The information provided in the table suggests that the
organisation’s beliefs and values align with the goal and aim
of project teams, indicated by a mean score of 4.06 and a
standard deviation of 0.657. The type of leadership exercised
in the NRSA ensures an enabling environment for project
teams, which is indicated by a mean score of 3.77 and a
standard deviation of 0.765. The communication practices
in the organisation include openness and an encouragement
of inputs from every member of the project teams, indicated
by a mean score of 3.71 and a standard deviation of 0.705.
The organisational architecture of the NRSA facilitates the
effectiveness and efficiency of project teams, and its mean

score and standard deviation amount to 3.79 and 0.832, re-

spectively. The behaviours and attitudes of employees in
the organisation positively impact project team performance,
and their mean score and standard deviation amount to 3.91
and 0.717, respectively.

The decision-making processes of the organisation are
inclusive and facilitate inputs from project team members,
indicated by a mean score of 3.29 and a standard deviation
0f 0.965. The reward and recognition structures set by the or-
ganisation act to motivate project team members and enhance
performance, and their mean score and standard deviation
amount to 3.06 and 0.961, respectively. The organisation
has effective mechanisms for conflict resolution, and they
enhance project team performance, with its mean score and
standard deviation amounting to 3.04 and 0.984, respectively.
The mean score overall for the nature of organisational cul-
ture stands at 3.58 with a standard deviation of 0.823. These
results imply that the NRSA has an optimistic organisational
culture that supports team performance. There may, never-
theless, be instances of improvement needed in particular
pockets, and these include the decision-making processes

and reward and recognition structures.
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Table 2. Nature of Organisational Culture at NRSA.

Statements Mean S,tdZ
Deviation
The leadership style within the National Road Safety Authority promotes a positive environment for project teams. 3.77 0.765
Communication within our organisation is open and encourages feedback from all members of project teams. 3.71 0.705
The decision-making processes within our organisation are inclusive and consider input from project team members. 3.29 0.965
Our organisation has effective conflict resolution mechanisms that contribute to project team performance. 3.04 0.984
The values and beliefs of our organisation are aligned with the objectives and goals of our project teams. 4.06 0.657
Our organisation’s reward and recognition systems motivate project team members and enhance performance. 3.06 0.961
The behaviours and attitudes exhibited by employees within our organisation positively impact project team performance. 391 0.717
The organisational structure of the National Road Safety Authority supports the effectiveness and efficiency of project teams. 3.79 0.832
Overall Mean 3.58 0.823

Source: Field data (2024).

4.3. Effectiveness of Teamwork at the NRSA

The demographic profile of workers at the National
Road Safety Authority (NRSA) reflects a predominantly
male workforce, a relatively young workforce, and a high
level of educational achievement with a mix of experiences.
In detail, 60% of respondents report being male and 40%
report being female, a strong gender imbalance in the in-
stitution, and possibly reflective of trends in governance in
general and in road safety in Ghana specifically.

Table 3 portrays the effectiveness of collaboration at
the NRSA. According to the information, encouragement and

practice of free communication in groups at the NRSA is well

in place, supported by a 92.9% positive feedback rating of
participants’ agreement. Trust and confidence between group
members stand out, with 88.6% reporting positive feelings
towards such statements. In addition, a strong level of collab-
oration and cooperation in groups is in practice, with 88.6%
reporting positive experiences with such statements. Conflicts
experienced in group work are handled effectively and on time,
with 55.7% of respondents reporting positive feedback about
such statements. A significant portion of group members have
complementary skill sets, a fact attested to by 98.6% of re-
spondents having positive feelings towards such a statement.
In addition, 90% of respondents concur in terms of collective

accountability for group success (Table 3).

Table 3. Effectiveness of Teamwork.

Yes No
Statements (%) (%)
Is open communication encouraged and practised within teams at NRSA? 92.9 7.1
Do team members at NRSA trust and depend on each other to fulfil their responsibilities? 88.6 11.4
Is there a strong sense of collaboration and cooperation among team members at NRSA? 88.6 11.4
Are conflicts within teams at NRSA resolved in a constructive and timely manner? 55.7 443
Do teams at NRSA comprise members with complementary skills necessary for the accomplishment of tasks? 98.6 1.4
Is there a shared sense of responsibility among team members at NRSA for achieving team goals? 90 10
Are team members at NRSA held accountable for their contributions to the team’s objectives? 85.7 14.3
Is mutual respect among team members at NRSA evident in team interactions? 95.7 43
Is there a system in place at NRSA for measuring team performance and providing feedback to team members? 81.4 18.6
Average Percentage 86.36  13.64

Source: Field data (2024).

There is accountability for individual contribution to
group success, supported by 85.7% of respondents having
positive feedback for this statement. In addition, high con-
sideration and respect among group members towards one
another is exhibited, with a 95.7% level of positive feedback
rating. There is an evaluation mechanism for gauging group

performance, with feedback channels for group members,

and 81.4% of respondents report positively about such state-
ments. Overall, a mean proportion of 86.36% positive feed-
back rating for all statements has been documented. Thus,
effective group work at the NRSA, with high values for open
communication, trust, collaboration, and cooperation among
its members, is supported in the present study. There seems,

however, to be room for improvement regarding effective-
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ness in resolving conflicts and feedback processes in group

work.

4.4. Organisational Culture and Project Team
Performance

This section clarifies the analysis and findings devel-
oped through data collected in conformance with the third
objective of the study. Specifically, the discussion addresses
the results regarding the impact of organisational culture to-

wards a project team’s performance. The findings have been
represented in Table 4 and have been subjected to inferential
statistics, such as Regression and ANOVA.

Regression Analysis

The objectives of the study included developing a
model of regression and explaining the variance between
independent and dependent factors. Linear regression analy-
sis was conducted, and its findings have been presented in
detail in Table 4.

Table 4. Model Summary of Multiple Regression Analysis.

Change Statistics

Adjusted Std. Error of the
R R Square .
R Square Estimate R Square Change F Change dfl  df2 Sig. F Change
0.408* 0.166 0.154 0.517 0.166 13.578 1 68 0.000

a. Predictors: (Constant), Organisational Culture.
Source: Field data (2024).

The third objective in this current study involved testing
for a relationship between a project team’s performance and
organisational culture at the NRSA. In an endeavour towards
attaining this objective, a linear regression analysis was con-
ducted, and the respective findings have been presented in
Table 4. As represented in the table, a value for a coefficient
of determination (R-squared) of 0.166 signifies that a 16.6%
variance in a project team’s performance can be explained
through organisational culture. In addition, an F-statistic
value of 13.578, with a respective level of 0.000, signifies
the presence of a significant model for a model of regression
analysis. Inferred through these, a positive relation between
a project team’s performance and a respective organisational
culture at the NRSA is seen to have been determined through
these findings.

Validation for a significant model for a model of re-
gression (F = 13.578, p < 0.001) in Table 5, and confir-
mation for all respective included individual variables in
a model of multiple regressions, strengthens its use in de-
ciding for multiple regression analysis in explaining the
role of a model of organisational culture in a model of a
project team’s performance. In more specific terms, it can
be stated that the present study utilises several regression
analysis tests to assess which organisational culture impacts
performance in a project team working under the National
Road Safety Authority (NRSA). At its heart is its Model
Summary, in which its use of the statistic R takes form in
a multiple correlation coefficient, an indication of a capac-
ity for predicting a dependent variable with a variety of
independent variables (Table 5).

Table 5. ANOVA and F Statistics.

Model Sum of Squares df Mean Square F Sig.
Regression 3.624 1 3.624 Y
! Residual 18.148 68 0.267 13.578 0.000
Total 21.771 69

a. Dependent Variable: Project Team Performance.
b. Predictors: Organisation Culture.
Source: Field data (2024).

It varies between a range of -1 and 1, with positive
values representing a strong relation between an independent

variable and a dependent variable. In the tests for regres-

sions, an R-value of 0.267 reflects a relatively strong rela-
tion between performance in a project team working in an

NRSA environment and organisational culture. In addition,
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a coefficient of determination (R?) is useful in reporting pro-
portionate variance in a dependent variable shed in terms of
a regression model. In this case, an R? value of 0.166, with
an accompanying adjusted value for R of 0.154, reflects that
several dimensions of an organisational culture allow for its
regression models to explain a 15% variance in performance
in a project team working in an NRSA environment.

The regression analysis presented in Table 6 reveals a
statistically significant relationship between organisational
culture and project team performance at NRSA. The model

shows that organisational culture explains 16.6% of the varia-
tion in team performance (R? = 0.166). While this represents
a moderate effect, it indicates that other factors beyond cul-
ture also influence performance outcomes. The analysis
demonstrates that for every one-unit increase in organisa-
tional culture scores, project team performance increases by
0.346 units. This relationship is statistically significant (p
< 0.001), meaning there is confidence that it is not due to
chance. The 95% confidence interval ranges from 0.158 to
0.533, suggesting the true effect likely falls within this range.

Table 6. Coefficientsa.

Unstanda.rdlzed Standarfl ized 95.0% Confidence Interval for B
Model Coefficients Coefficients ¢ Sig.
B Std. Error Beta Lower Bound Upper Bound
1 (Constant) 2.803 0.346 8.105 0 2.113 3.493
Org. Culture 0.346 0.094 0.408 3.685 0 0.158 0.533

Dependent Variable: Project Team Performance.
Source: Field data (2024).

The correlation analysis presented in Table 7 con-
firms a moderate positive relationship between organisa-
tional culture and project team performance (r = 0.408, p <
0.001). This finding indicates that as organisational culture
becomes more positive, project team performance tends to
improve correspondingly. The relationship demonstrates
moderate strength, meaning it is neither weak nor exception-
ally strong but represents a meaningful association between
the variables. The statistical significance of this correlation
allows us to be highly confident that this relationship ex-

ists in the broader NRSA population. Organisations with
stronger, more supportive cultures generally experience
better project outcomes. However, since culture explains
only 16.6% of performance variation, other factors such
as resources, leadership quality, external constraints, and
individual skills also play important roles in determining
project success. This finding aligns with organisational
behaviour theory, suggesting that performance outcomes
result from multiple interacting factors rather than single

variables.

Table 7. Correlations

Organisational Culture Project Team Performance

Pearson Correlation 1 0.408"
Organisational Culture Sig. (2-tailed) 0.000
N 270 270
Pearson Correlation 0.408™ 1
Project Team Performance Sig. (2-tailed) 0.000
N 270 270

**Correlation is significant at the 0.01 level (2-tailed).
Source: Author’s construct (2024).

4.5. Discussion

The findings of this study are in line with prior re-
search on organisational culture on multiple fronts, while

contributing novel knowledge applicable to public institu-

tions dedicated to road safety. Our study provides a signifi-
cant positive relationship between organisational culture and
the effectiveness of project teams, congruent with the theo-
retical perspective combining Organisational Culture Theory
and Team Effectiveness Models!'% 261, The higher levels of
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cooperation, information sharing, and shared goals witnessed
in the NRSA demonstrate characteristics of a clan culture,
which previous research suggests is particularly effective in
promoting project effectiveness in mission-oriented organi-
sations®!. Our findings support leadership, communication
systems, and incentive mechanisms as keys in ensuring pos-
itive project results, thereby confirming prior research on
organisational effectiveness[®l. The high alignment within
the NRSA among organisational values and project targets
demonstrates how a shared sense of mission serves as a unify-
ing force overriding individual differences, thus lending sup-
port to the theory of goal congruity in public institutions'3].
This finding adds value to the knowledge repository by re-
vealing the unique dynamics of operation in clan culture
within public institutions without resources, as compared to
private institutions in which most prior research was con-
ducted.

The study presents a contribution to theory develop-
ment by showing the applicability of Western organisational
culture constructs in the African public sector case. Despite
previous work highlighting the advantages of cultural diver-
sity in increasing work by the team[®%), the results indicate
that in some areas, such as road safety, shared cultural
beliefs could yield larger dividends than diversity in achiev-
ing meaningful mission objectives. This implication fits
within the NRSA thrust on road safety as a collective or-
ganisational goal, stimulating joint efforts and higher work

(171, Our study applied the culture-performance re-

outputs
lationship from the private and building sectors to public
safety institutions, thereby validating its application in gov-
ernment institutions for social welfare activities(!l. The
NRSA’s focus on improvisation, innovation, and improve-
ment on a continuous basis hints at a need on the part of
public institutions themselves to keep pace with dynamic
technological and social landscapes in maintaining their
basic mission focus[7®l.

But there are also aspects highlighted by the study
which require improvement, and most notably in conflict
management and reward system alignment. These estab-
lished gaps indicate that, despite the NRSA having laid
strong cultural foundations, a systematic emphasis on gover-
nance systems and communication processes could enhance
a performance outcome**!. The moderately-sized R2 value

(0.166) indicates that organisational culture explains only

a small portion of the variance in team performance, high-
lighting the influence of other factors such as the availability
of resources, external demands by stakeholders, and institu-
tional settings that characterise public sector work in Africa
and elsewhere in developing regions. The practical impli-
cations of this research are generalizable more broadly than
within the NRSA, providing lessons in other public sector
organisations in developing countries that face similar re-
strictions in resources and institutional challenges. The re-
sults guide the blending of governance ideals with culture
efforts in enhancing the effectiveness of project deliveries
without compromising accountability towards different audi-

ences 47,

5. Conclusions

This study has uncovered an intertwined interrelation-
ship between organisational culture, effective teamwork, and
performance in a project team. The study’s findings reveal
a predominantly clan-like culture, characterised by a high
level of employee engagement, free flow of communications,
and a strong orientation towards development and reward
for individual and group performance. This cultural base, in
concert with strong teamwork, proves a key driving force
for positive performance in both the organisation and in
its respective project groups. Nevertheless, the study also
identifies areas for improvement, most notably in aligning
organisation and project objectives. To make it even more
effective, the NRSA can strive to develop a yet more diverse
organisation culture, combining an increased role for hier-
archy for enhancing structure and adhocracy for increased

adaptability and innovation.

5.1. Policy Recommendations

Based on these findings, several actionable recom-
mendations emerge for NRSA leadership and policymak-
ers. NRSA management should implement structured con-
flict resolution training programs to address the identified
weakness in this area, while establishing quarterly alignment
assessments between organisational and project objectives.
The organisation should redesign reward systems to better
motivate project teams and recognise collaborative achieve-
ments, and create formal mentorship programs to leverage

the experience of senior staff (22.9% with 10+ years) for the
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predominantly junior workforce. At the policy level, gov-
ernment officials should develop standardised organisational
culture assessment frameworks for public sector agencies
and establish performance-based incentive structures that
reward cultural improvements in government institutions.
Additionally, policymakers should mandate regular team-
work effectiveness evaluations in agencies handling critical
public safety functions to ensure optimal performance in

delivering essential services to citizens.

5.2. Study Limitations

This study has several limitations that should be ac-
knowledged. The research was conducted within a single
institution (NRSA), limiting the generalizability of findings
to other road safety agencies or public sector organisations.
The cross-sectional design prevents establishing causal rela-
tionships between organisational culture and performance.
The modest R? value (0.166) indicates that organisational cul-
ture explains only 16.6% of performance variance, suggest-
ing other unmeasured factors significantly influence team
performance. Additionally, the predominantly young work-
force (55.7% aged 26—35) may not represent the broader
public sector demographic. Future research should employ
longitudinal designs across multiple organisations and in-
clude additional variables such as leadership styles, resource
availability, and external environmental factors to provide a
more comprehensive understanding of culture-performance

relationships in public sector contexts.
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Appendix A. Informed Consent Form

Research Study: The Role of Innovation Culture in
Enhancing Road Safety Project Outcomes in Ghana

Principal Investigator: Seth Acquah Boateng

Institution: University of Cape Coast

Contact: sboateng013@stu.ucc.edu.gh

INVITATION TO PARTICIPATE

You are invited to participate in a research study exam-
ining organisational culture and project team performance at
the National Road Safety Authority (NRSA). Please read this

information carefully before deciding whether to participate.

PURPOSE OF THE STUDY

This study aims to understand how organisational cul-
ture influences project team effectiveness within NRSA. Your
participation will help identify factors that enhance project

outcomes and inform organisational development strategies.
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WHAT PARTICIPATION INVOLVES CONTACT INFORMATION
Complete a structured questionnaire (approximately For questions about this study, contact:

15-20 minutes) Seth Acquah Boateng: sboateng013@stu.ucc.edu.gh
Answer questions about organisational culture, team-

work, and project performance CONSENT STATEMENT

No follow-up sessions required
By completing and submitting the questionnaire, I ac-

VOLUNTARY PARTICIPATION knowledge that:

. . 0] Ihave read and understood the information about this
Participation is entirely voluntary

You may withdraw at any time without penalty study

. . I understand that participation is volunta
You may skip any questions you prefer not to answer p p Y

D . I understand my responses will remain anonymous and
Non-participation will not affect your employment status y resp Y

confidential

CONFIDENTIALITY AND ANONYMITY 0 I consent to participate in this research Study

Date:

Participant Signature:

All responses will remain completely anonymous

No personal identifiers will be collected

. . Pl tai f thi t fi f
Data will be reported in aggregate form only case fetain a copy of this consent form lot yout

Individual responses cannot be traced back to partici- records.
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