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ABSTRACT

The current study thoroughly explores the intricate ramifications of organisational learning
dimensions on performance outcomes within the Ghanaian maternal healthcare delivery sector.
Simultaneously, the moderating influence of knowledge management capabilities and the mediating
role played by organisational culture are investigated. A concurrent mixed method approach was
employed to investigate the impact of learning organisation dimensions, knowledge management
capabilities, and organisational culture on performance in Ghana's maternal healthcare system. The
sample for the quantitative part of the study encompasses 410 hospital employees, while the
qualitative part encompassed 12 management staff of Hospital A and Hospital B. The study's findings
showed the exceptional predictive capacity of team and organisational learning on organisational
performance, accentuating the prevalence of a collaborative learning culture within Ghana's maternal
healthcare delivery sector. Interestingly, though foundational, individual learning wields a
comparatively weaker influence on performance, necessitating targeted training and developmental
efforts at the individual level. It is paramount to foster a learning culture throughout all organisational
levels to transform individual learning into highly impactful team and organisational learning.
Furthermore, the current study sheds light on the significant mediating influence of organisational
culture in the relationship between organisational-level learning and performance. Cultivating an
organisational culture that fosters learning and encourages information sharing enhances the impact
of organisational learning on performance. However, intriguingly, this mediation is absent at the
individual and team levels, prompting the current study to advocate for a culture of continuous
learning across all organisational echelons. The study's contribution to the field lies in a deeper

understanding of how organisational culture shapes the translation of organisational learning into

Xi



tangible performance outcomes. The current study presents invaluable insights for Ghana's maternal
healthcare delivery sector and beyond, advocating wholeheartedly for investments in learning
initiatives, honing knowledge management capabilities, and cultivating a knowledge-sharing and
innovative culture. The alignment of key findings with the study objectives, alongside the presentation

of practical implications, heralds the path to organisational excellence and sustainable success.
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CHAPTER ONE

INTRODUCTION

1.1 Background to the study

Over the past decade, the Ghanaian maternal healthcare delivery sector has witnessed intense
competition and has attracted more new hospitals, both local and foreign, into the industry.
With the keen competition and rapidly growing market environment, organisations have found
learning, organisational culture, and knowledge management to be valuable tools and essential
for achieving better health outcomes, more effective service delivery, and organisational
performance and corporate objectives. To achieve their goals, enhance credibility, and grow,
organisations must develop and implement a practical management framework for attracting
and utilising human resources (Brudan, 2010; Briscoe, 2008). According to Bassette-Jones and
Lloyd (2005), the performance management framework refers to the strategies or principles
organisations utilise to achieve successful and effective employee or organisational
performance management. These principles are part and parcel of the avalanche of corporate
governance principles of which learning, knowledge management capabilities and

organisational culture form part.

Technological advancements, the evolving landscape of healthcare organisations, global
competition, and the ever-changing economic conditions in the healthcare sector are exerting
immense pressure on healthcare organisations to survive and excel. As challenges and
opportunities unfold in the fiercely competitive realm of maternal healthcare in Ghana, the
quest for effective organisational performance becomes increasingly critical (Jamali et al.,

2009; Lau et al., 2017).
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In the quest for competitive advantage, international and national healthcare entities are
compelled to embrace adaptive strategies and innovative approaches to enhance their
performance outcomes (Awasthy & Gupta, 2012; Farrukh & Waheed, 2015; Senge, 1990).
Given the dynamic nature of healthcare environments and the ever-accelerating pace of change,
healthcare organisations have come to recognise the pivotal roles that learning, knowledge
management, and organisational culture play in bolstering their performance and ensuring their
sustainability (Hsu & Lamb, 2020; Gold, 2001; Ellinger et al., 2002; Schwarts & McCarthy,

2007; Chen & Sawangpattanakul, 2011; Pedler & Hsu, 2019).

To address these challenges, healthcare organisations have identified practices such as
environmental adaptability as essential drivers to enhance the effectiveness of organisational
management within the maternal healthcare delivery sector (Mupamhadsi & Maloma, 2020).
They have continuously refined and improved their operational processes to foster a transition
from reactive responses to proactive and discerning capacity (Thomas & Allen, 2006). Some
healthcare organisations have leveraged internal knowledge as an untapped source of
organisational competitiveness, developing tools and procedures to provide tangible value to

their patients (Silver, 2000).

Moreover, numerous healthcare organisations have embraced and implemented the core
disciplines of a learning organisation, with an emphasis on knowledge acquisition, sharing, and
continual learning. This promotes knowledge transfer and fosters a culture of learning that
encourages healthcare professionals to acquire, share, and apply knowledge to enhance their
performance and improve maternal healthcare (Lee & Gandolfi, 2007). This holistic approach,
encompassing individuals, groups, and organisations, has significantly improved their ability

to acquire, transmit, and effectively utilise knowledge.
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As healthcare organisations strive for greater efficiency by reorganising and exploring
innovative methods within the maternal healthcare delivery sector, they have realised the
indispensable role of their skilled workforce in navigating the dynamic and challenging
landscape of maternal healthcare in Ghana (Kuo, 2011; Cho, 2011). This heightened interest
in organisational learning and knowledge stems from undeniable evidence demonstrating its
pivotal role in enhancing healthcare competencies, reducing stressors, and improving

performance (Barney, 1995).

In recent years, many healthcare organisations have implemented knowledge
management and organisational learning programs driven by the understanding that knowledge
has surpassed financial resources, market position, technology, and other assets to create
competitiveness for healthcare enterprises (Schwandt & Marquardt, 2000). Jack Welch once
pointed out that an organisation's most significant competitive edge lies in its ability to swiftly

learn and apply that knowledge in practice (Barnett, 2016, p. 1).

The concepts of learning organisation, knowledge management capabilities and
organisational culture have been extensively researched in developed countries such as Korea,
China, Singapore, the United Kingdom and the United States of America (Denison, 1994;
Denison & Mishra, 1995; Denison & Neale, 1996; Ellinger et al., 2002; Egan et al., 2004;
Chinowsky & Carrillo, 2007; Casselman & Samson, 2007; Goh & Ryan, 2008; Shehu &
Akintoye, 2010; Shipton et al., 2013; Retna & Jones, 2013; Dirani, 2013; Malik & Garg, 2017).
They discovered positive relationships between different levels of learning organisation
dimensions, knowledge management capabilities and organisational culture and work-related
outcomes such as organisational commitment, staff retention, and performance (Denison,
1994; Denison & Mishra, 1995; Denison & Neale, 1996; Ellinger et al., 2002; Dirani, 2013;
Retna & Jones, 2013; Malik & Garg, 2017). However, it is worth noting that these four pivotal
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constructs, namely learning organisation dimensions, knowledge management capabilities,
organisational culture, and their interplay with organisational performance, have received
relatively limited research attention within the context of Ghana. Existing research conducted
at the organisational level of Ghana's maternal healthcare delivery sector has made significant
strides in identifying critical issues related to service delivery shortcomings. These concerns
include well-documented challenges such as a lack of capacity, demanding working
environments, and inadequate infrastructure (Ghana et al., 2015; Afulani, 2016; Vanotoo,

2019).

In the context of maternal healthcare delivery in Ghana, the purpose of knowledge
transfer, as described by Davenport and Prusak (1998), is to bolster organisational capabilities
through shared vision and the utilisation of prior experiences, which are intricately linked with
organisational learning. Implementing a robust knowledge management system is paramount
to providing healthcare professionals with the necessary resources, particularly considering
their diverse cultural perspectives. However, the success of knowledge management is
contingent on the efficacy of a well-functioning learning management system and employees'
understanding of their roles in the knowledge generation, sharing, and application process

(Lord & Farrington, 2006).

It is essential to state that a comprehensive assessment of the framework that
encapsulates the concepts of learning organisation, knowledge management capabilities, and
organisational culture in the context of organisational performance, particularly within
maternal healthcare delivery providers, holds remarkable theoretical significance (Jamali et al.,

2009; Lau et al., 2017). The rationale behind selecting the maternal healthcare delivery sector
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as the focal point of this study is rooted in the pivotal role that healthcare, especially maternal

healthcare, plays in the socio-economic development of nations.

Within the spectrum of the healthcare sector, hospitals occupy a central position,
particularly in economically challenged regions like Ghana, where both physical and
intellectual vitality is essential for the prosperity of businesses and the overall economy. Recent
times have witnessed heightened scrutiny of the quality of Ghana's maternal healthcare
services, prompting discussions on the need for enhanced performance. There needs to be more
in the processes and methods employed to promote the acquisition of essential skills and

knowledge that are fundamental for improved performance in maternal healthcare delivery.

Notably, Ghana's maternal healthcare service sector is grappling with challenges related
to service quality, which have become a subject of public discourse. Observations reveal
competency gaps and deficits in knowledge and skills within the maternal healthcare domain
(McDonagh et al.; E., 2001). One of the critical areas within the public sector in Ghana that
demands substantial performance enhancement is the Ghana Health Service. This demand is
driven by the direct impact of its functions on human lives and the indirect implications on

poverty alleviation and economic growth (Ghana Health Service, 2015).

Despite a notable increase in proficient healthcare workers aimed at narrowing the ever-
expanding gap in healthcare delivery, specific segments of Ghana's healthcare service still need
to improve performance. Maternal healthcare outcomes are prime examples (Ministry of
Health, 2011; Ghana Health Service, 2015). This paper seeks to contribute theoretically by
delving into the interplay of learning organisation dimensions, knowledge management
capabilities, and organisational culture within Ghana's maternal healthcare delivery sector,
specifically focusing on their influence on organisational performance. This theoretical

exploration is critical for shedding light on how these factors can be strategically leveraged to
17



address the existing challenges and improve the performance of maternal healthcare providers

in Ghana.

1.2 Problem statement

One of the most critical areas in the public sector demanding substantial performance
enhancement is the Ghana Health Service, given the direct impact of its functions on human
lives and the indirect implications on poverty reduction and economic growth (Ghana Health
Service, 2015). According to the World Health Organisation (2008), maternal health services
entail the provision of immediate health system inputs, including staffing, necessary
equipment, and financial resources. Amplifying these inputs improves service quality and

accessibility (Chaudhuri & Mandal, 2020).

This comprehensive perspective underscores the significance of an effective
performance management framework in maternal healthcare delivery. It emphasises the
essential components of learning organisation dimensions, knowledge management
capabilities, and organisational culture in achieving optimal outcomes. This understanding has
broad implications for healthcare management, policy formulation, and the overall well-being

of mothers and infants in the region.

Unfortunately, most public hospitals in Ghana have not fully implemented employee
performance management frameworks and have been criticised for their inadequacies and poor
performance, particularly poor services, operational inefficiencies, poor attitude of staff
towards customers and long waiting hours. There appear to be deficits in processes and
methods that promote skills and knowledge enhancement necessary for performance. Thus,
Ghana's maternal health service delivery faces service quality challenges and has become the

subject of public discussions. Even though the number of competent health workers has
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increased to close the ever-widening gap in health delivery, some areas of Ghana's healthcare
service delivery still need to improve. A critical example is maternal healthcare outcomes
(Ministry of Health, 2011; Ghana Health Service, 2015). This sector needs more critical skills,
low retention and low employee engagement, which may be associated with organisational

learning lapses (Afulani, 2016; Ghana Health Service, 2015; Vanotoo, 2019).

Moreover, owing to deficiencies in service delivery, Ghana needed to achieve critical
maternal healthcare outcomes in alignment with the United Nations Sustainable Development
Goals (SDGs). According to WHO/UNICEF data from 2017, Ghana's maternal mortality rate
is estimated at 740 deaths per 100,000 live births, a figure significantly higher than the
ambitious targets set by the SDGs. Ghana's Ministry of Health, in contrast, estimated the
maternal mortality rate at 214 deaths per 100,000 live births, which, although lower, remains a

pressing concern.

Also, it is essential to note regional disparities within Ghana, with the Northern regions
experiencing a notably higher maternal mortality rate, approximately 18% above the national
average, as observed by Gumanga et al. in 2014. These alarming statistics highlight the
considerable gap between Ghana's current maternal healthcare outcomes and the targets set by
the SDGs, underscoring the urgency of addressing these issues to align with global goals for

maternal health.

While there exist areas for improvement, the general linkage between employee performance
management measured by their level of understanding and adopting learning dimensions,
knowledge management capabilities and organisational culture and the overall organisational
performance of public hospitals in Ghana has been largely overlooked by management of most
public hospitals directors or management. This apparent neglect and the need for more focus

on healthcare delivery performance management framework within such hospitals have
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brought about a weak motivational approach to work, which does not help hospitals
systematically deliver and organically grow. On the other hand, private hospitals have
successfully implemented extensive employee performance management strategies that seek
to develop and motivate employees to perform with little or no supervision. This has brought
impressive performance results for private hospitals with low employee attrition rates. It is,
therefore, against these thought-provoking questions that this study sought to investigate and
evaluate learning dimensions, knowledge management capabilities and organisational culture
performance management frameworks of the maternal healthcare delivery sector in Ghana and
the extent to which the frameworks can impact the overall organisational performance of the

maternal healthcare delivery sector.

While prior studies have shed light on critical operational challenges, they have
primarily centred on surface-level issues that impact maternal healthcare delivery in Ghana.
The research, while valuable, has often focused on the symptoms of the problems rather than
delving into the deeper organisational factors that underlie these challenges. This presents an
unexplored terrain where the intricate dynamics between learning organisation dimensions,
knowledge management capabilities, and organisational culture may be essential to unlocking
performance improvement within the maternal healthcare delivery sector. Furthermore, there
needs to be more comprehensive research that holistically examines how these constructs
collectively impact organisational performance, which constitutes a significant research gap

within the field (Addo, 2018; Dzomeku, 2019).

This research seeks to bridge this gap by comprehensively investigating the
interrelations between these constructs and their implications for the performance of maternal
healthcare delivery providers in Ghana. It recognises that the surface-level issues identified in
prior studies are often symptomatic of deeper organisational inefficiencies, and understanding
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how learning organisation dimensions, knowledge management capabilities, and
organisational culture contribute to performance within this sector is essential. By addressing
this theoretical and practical void, this study contributes to a more holistic understanding of the
healthcare delivery ecosystem in Ghana, with far-reaching implications for healthcare
management, policy development, and, ultimately, the well-being of mothers and infants in the
region. This demonstrates the need to research how to strengthen performance outcomes and

health systems in Ghana's maternal healthcare sector.

Finally, there needs to be more knowledge of how different teams interact during the
collaborative process, even in advanced settings where knowledge management and learning
initiatives have a long history in the health system. Studies frequently concentrate on the
effectiveness of collaboratives as a whole, as opposed to individual teams, where teams within
the health system are brought together to close the gap between best and current practice and
help to improve healthcare continuously through learning and sharing of experiences and

knowledge.

1.3 Aim and objectives of the study

The study aimed to investigate the moderating influence of knowledge management
capability and the mediating impact of organisational culture on the relationship between
learning organisation dimensions and organisational performance within Ghana's maternal

healthcare delivery sector. The specific objectives of the study are as follows:

1. To critically explore the understanding and conceptualisation of learning organisations

in Ghana's health sector.
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2. To ascertain the specific learning organisational practices prevailing in the Ghanaian
health sector and how these practices affect individual, group and organisational
performance outcomes.

3. To critically evaluate how knowledge management capability affects the relationship
between the learning organisation practices and organisational performance.

4. To critically assess the impact and implications of organisational culture on the
relationship between the learning organisation practices and organisational
performance.

5. To provide strategic and operational recommendations on how learning organisations

could be utilised to address issues related to underperformance.

1.4. Research Questions
The study attempted to answer the following research question:

1. What is the understanding and conceptualisation of learning organisation in Ghana’s
health sector?

2. What are the specific learning organisation practices that may be prevailing in the
Ghanaian health sector and how these practices affect performance outcomes at the
individual, group and organisational level?

3. How does knowledge management capability affect the relationship between the
learning organisation practices pertaining to the sector and organisational performance?

4. What is the impact and implications of organisational culture on the relationship
between the learning organisation practices and organisational performance?

5. What are the strategic and operation recommendation on how learning organisation

could be utilised to address issues related to underperformance?
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1.5 Research Hypotheses

1.5.1 Organisational Culture, organisational learning and organisational
performance

Schein (1996) proposed that a lack of communication among the organisation's many cultures
could be the root of organisational learning failures. The effectiveness of organisational learning
and behaviour could be impacted by organisational culture since it could be a benchmark for
perceptions or interpretations (Mahler, 1997). Organisational learning serves as a catalyst for
implementing organisational learning, and the learning culture systematically enhances
organisational learning, claim Kululanga et al. (2001). Organisational learning is crucial to ensuring
the knowledge repository is constantly restocked and updated to enable effective responses to
change in its competitive environment. Organisational culture can be considered a knowledge
repository that stores and processes information (Lemon & Sahota, 2004). According to Brian and
Pattarawan's (2003) hypothesis, organisational culture and learning are positively correlated. In
order to examine the effects of organisational culture on knowledge management, organisational
learning, and financial results, according to Susana, Jose, and Camilo (2004), organisational
learning is influenced by collaborative culture, which in turn affects organisational performance.
Additionally, Organisational Culture was found by Czerniewicz and Brown (2009) to impact
Organisational Learning positively. However, just a few papers have looked into the effects of

various forms of organisational culture on these linkages

Studies examining the relationship between learning organisation features and outcomes
connected to the workplace, such as employee performance, organisational commitment, job
satisfaction, knowledge sharing, and work engagement, are abundant in the extant literature (Abu
etal., 2006; Xiaojun & Mingfei, 2008; Dirani, 2009; Jamali et al., 2009; Joo & Shim, 2010; Lopezet
al., 2005; Kerlavaj & Dimovski, 2009; Bolvar-Ramos et al., 2012; Jain & Moreno, 2015).

According to Huber (1991), organisational learning increases an organisation's capacity for



innovation, which raises the competitiveness and performance of the organisation. Lopez et al.
(2005) state that organisational learning benefits creativity, competitiveness, and corporate
performance. Additionally, individual and organisational learning has significant and advantageous
implications on organisational performance, according to Ruiz-Mercader et al. (2006). According
to Rhodes et al. (2008), organisational learning has the most vital favourable link with knowledge
transfer, improving organisational performance. According to Theriou and Chatzoglou (2008),
knowledge management and organisational learning play a particular role in building
organisational capacities that result in better performance. Furthermore, information sharing—a
trait of the learning organisation—is crucial for successfully applying the learning organisation
idea and is also required to develop skills and competencies for an organisation to remain

competitive (Birasnav, 2014; Li et al., 2015).

Li et al. (2015) found a correlation between information sharing and organisational
performance. Employees are more eager to share their knowledge and experience with the team
when they are intrinsically driven and committed to the organisation (Rtenblad, 2004b). From this
research's vantage point, examining the relationship between learning organisation aspects and
performance makes more sense. Based on the above review of the empirical studies within the
literature that explored the correlation between the learning organisation dimensions and

organisational performance, the hypotheses Hla, H1b, and H1c are composed for this research.

H1: Organisational performance is positively affected by learning organisation dimension

H1a: Organisational performance is positively affected by learning organisation at individual level

H1b: Organisational performance is positively affected by learning organisation at group level

H1c: Organisational performance is positively affected by learning organisation at organisational

level



1.5.2 Organisational Culture and knowledge management
In organisational effectiveness and productivity, scholars have consistently highlighted the pivotal
role of organisational culture. Ahammad et al. (2016) identified it as a critical element influencing
an organisation's efficacy and production. Groysberg et al. (2018) further underscored the
significance of maintaining a strong and beneficial culture, asserting that an organisation cannot
effectively carry out its objectives or survive in today's competitive corporate landscape. The
relationship between an organisation's strategy and culture is emphasised by Ansoff et al. (2018),
who posit that while strategy determines the destination, culture dictates the path towards achieving
those objectives. Gurung and Prater (2017) confirm the impact of culture on organisational
performance, emphasising that a weak organisational culture negatively influences implementation
irrespective of the size of a strategic plan (Hill et al., 2014). Brettel et al. (2015) aptly compare
building an organisational culture to constructing a house, emphasising that the organisation's

credibility emanates from this foundation.

Vijayakumar and Padma (2014) describe organisational culture as a shared mental style or
social glue binding an organisation together. However, they lament that many organisations
allocate more resources to hardware than to creating high-performance cultures, essentially serving
as the organisation's operating system (Humble & Kim, 2018). Omondi (2014) asserts that
organisational culture manifests in the values, principles, and standards upheld by members, as
well as in the behaviours, attitudes of workers, and ethical guidelines. This is reflected in
operational plans and narratives about organisational events. Considering the relevance of these
insights to the Ghanaian maternal healthcare sector, it becomes evident that a robust organisational
culture is crucial for the sector's effective functioning. The nature of healthcare delivery, especially
in maternal care, demands a coordinated and efficient approach. An organisational culture that

prioritises collaboration, communication, and continuous improvement can significantly enhance
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the performance of healthcare teams. In the Ghanaian maternal healthcare sector, where resource
constraints and infrastructural limitations persist, a solid organisational culture can catalyse positive
change. The alignment of values, principles, and standards within healthcare organisations can
foster a sense of shared purpose and commitment among healthcare professionals. This, in turn,

may lead to improved patient care, streamlined processes, and a more resilient healthcare system.

Moreover, the parallel drawn between organisational culture and an organisation's
credibility resonates profoundly with the Ghanaian maternal healthcare sector. Building and
sustaining trust in healthcare services is paramount for encouraging expectant mothers to seek
timely and appropriate care. An organisational culture emphasising transparency, empathy, and
patient-centric practices can contribute significantly to the credibility and reputation of maternal
healthcare providers in Ghana. The insights gleaned from the literature on organisational culture
hold immense relevance for the Ghanaian maternal healthcare sector. By acknowledging the
importance of fostering a solid and beneficial culture, healthcare organisations can enhance their
internal operations and contribute to improved maternal healthcare outcomes in the broader societal
context. The parallels drawn between organisational culture and effective performance
management further emphasise the potential impact of a positive culture on healthcare
professionals’ growth and professional development, ultimately benefiting maternal healthcare

services in Ghana.

Building upon the understanding of organisational culture's pivotal role in organisational
effectiveness, it is imperative to delve deeper into how this culture can foster or hinder
organisational performance. Arifin (2015) posits that an organisation's culture can tilt the scales
towards either excellent or poor performance. This observation underscores the direct impact of
organisational culture on the behaviour of employees (Razmerita et al., 2016). In the context of

organisational culture, its influence extends beyond mere behaviour, as it plays multifaceted roles
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within an organisation, including encouraging individuals to excel in their roles (Noe et al., 2017).
Shamsudin (2017) adds a tangible dimension to this by highlighting observable cultural cues within
the workplace, such as the physical layout and the display of staff portraits. These cues contribute
to the employees' respect and recognition as integral stakeholders in the organisation's success

(Wildavsky, 2017).

Furthermore, the outward manifestations of organisational culture, known as artefacts, encompass
elements like computers, staff handbooks, logos, and corporate products (De Mooij, 2019). These
artefacts symbolise organisational culture and foster a sense of connection among employees. This
connection, in turn, contributes to a positive work environment, motivating employees to perform

their duties diligently.

The importance of behavioural patterns in driving high performance within an organisation
cannot be overstated. Katzenbach and Smith (2015) highlight the role of specific behavioural
patterns, including communication styles and conduct in official and informal meetings, in
encouraging high performance. Consequently, organisational culture becomes a determining factor
in the success or failure of an organisation, as it can either stimulate or discourage excellent
performance (Naranjo-Valencia et al., 2016). The linkage to the Ghanaian maternal healthcare
sector becomes evident when considering the impact of organisational culture on the
implementation of the sector's strategies. Al Mamun and Hasan (2017) emphasise that a negative
organisational culture can impede the effective execution of the organisation's strategy. This
scenario holds implications for the delivery of maternal healthcare services. In the Ghanaian
context, where the maternal healthcare sector faces challenges, including resource constraints and
infrastructural limitations, a positive organisational culture becomes crucial for overcoming these
hurdles. The correlation between employee performance and a positive workplace culture aligns

seamlessly with the objectives of the Ghanaian maternal healthcare sector. Supanti et al. (2015)
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argue that improving employee performance involves enhancing team member competencies and
valuing individual contributions, factors that resonate with the collaborative and patient-centric
approach required in maternal healthcare. This aligns with the Ghanaian maternal healthcare

sector's goals of providing comprehensive and quality services to expectant mothers.

Additionally, utilising management resources, as Kerzner (2017) emphasised, including
strategic direction, priorities, task technology, and human relationships, becomes integral to
enhancing employee performance. In the Ghanaian maternal healthcare sector, where effective
management and utilisation of resources are essential for providing accessible and quality care, this
aspect of organisational culture gains heightened significance. The emphasis on how team
members interact and conduct official and informal meetings, highlighted by Moynihan and Kroll
(2016), resonates with the collaborative and interdisciplinary nature of healthcare delivery. In the
Ghanaian maternal healthcare sector, where teamwork is paramount for comprehensive and
effective care, the influence of organisational culture on these interactions becomes a critical factor
in achieving positive outcomes. Analysing organisational culture's impact on performance provides
valuable insights into the dynamics of influential organisations. It draws significant parallels with
the challenges and goals of the Ghanaian maternal healthcare sector. By understanding the interplay
between organisational culture and performance, the sector can leverage a positive culture to
overcome challenges, enhance collaboration among healthcare professionals, and ultimately

improve maternal healthcare outcomes in Ghana.

Most of an employee's life is spent at their place of employment (Beehr & Bennett, 2015).
People joining the organisation bring their distinct values and behaviours (Berry, 2015). Therefore,
organisational culture significantly impacts employees' performance and attitude toward their jobs
(Yousef, 2017). It either serves as the glue that holds people to an organisation or as the catalyst

for their departure (Stephen & Stephen, 2016). It entails standards and conventions dictating how
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employees behave at work (Carayon et al., 2015). Kotter (2012) asserts that organisational culture
is essential for improving problem-solving skills, job satisfaction, and organisational success.
Organisational culture is a phrase that describes employees' attitudes, beliefs, and norms in the
workplace that affect their ways of thinking and feeling (Schein, 2011). Nelson and Quick (2011)
defined four purposes of organisational culture: providing employees with a sense of identity,
fostering an organisational commitment among them, enhancing corporate values and using a
control mechanism to influence employee behaviour. So, an organisation's culture is its
management system's core values, beliefs, principles, and practices (Dubey et al., 2017). A positive
organisational culture demonstrates that employees share comparable values and views, while a
negative corporate culture demonstrates that employees do not share the same values and beliefs
(Mania, 2016). Therefore, organisations will only achieve their goals if their organisational culture
and performance management programme are compatible (Wu et al., 2015). Theoretically and
empirically, corporate culture and performance are related (Xenikou & Simosi, 2006).
Organisational culture and performance have been linked, and it has been found that culture is a
critical factor in creating competitive advantage. Because culture is an organisation's personality,
it interacts with organisational behaviour and mentality to determine whether or not a company
will perform well (Scholz, 1987). Employee dedication, productivity improvement, and the quality
of services firms provide strongly influence organisational culture (Avolio et al., 1991). Numerous
research has looked into the relationship between organisational culture and performance (Denison,

2000).

The influence of organisational culture on individuals within an organisation profoundly
shapes how they perceive, think, and behave in the workplace (Eisend et al., 2016). Stephen and
Stephen (2016) provide a comprehensive definition, describing organisational culture as the

amalgamation of customs, beliefs, values, rules, and attitudes that form the backdrop for every
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organisational action and statement. This cultural framework becomes a shared set of values,
beliefs, and norms that guide the collective behaviour of organisational members. The relationship
between organisational culture and performance is a subject that has garnered substantial attention.
Kotrba et al. (2012) assert that a respectable relationship exists between organisational culture and
performance. This relationship implies how an organisation's members collectively embrace and
enact its cultural elements, directly impacting its overall performance. Imam et al. (2013) delve
into the interplay between organisational culture, individual preparation, and performance in higher
education institutions. Their study suggests that individual preparation mediates the association
between organisational culture and higher educational institution performance. The findings
emphasise a statistically significant and favourable relationship between organisational culture and

performance in higher education.

Chang and Lee (2007) extend the discussion to innovation, highlighting the impact of both
inventive and supportive organisational cultures on administrative and technological innovation.
Their assertion underlines the importance of organisational culture in general performance and in
fostering an environment conducive to innovation, which is vital in dynamic and competitive
landscapes. Bates and Khasawneh's (2005) study adds another layer by examining the connections
between organisational learning culture, learning transfer climate, and organisational innovation.
They find that an organisational learning culture predicts the learning transfer climate, and together,
these factors significantly contribute to organisational innovation. This perspective reinforces the
idea that organisational culture, which promotes learning and adaptation, is crucial in driving
innovative practices within an organisation. Relating these insights to the Ghanaian maternal
healthcare sector reveals their potential applicability and relevance. A positive organisational
culture can significantly impact performance outcomes in maternal healthcare, where effective

collaboration, learning, and innovation are essential. The shared values and beliefs within the
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organisational culture can shape how healthcare professionals interact, collaborate, and innovate to

improve maternal healthcare services.

For the Ghanaian maternal healthcare sector, fostering an organisational culture that
prioritises innovation, continuous learning, and a supportive environment can contribute to
overcoming challenges and improving overall performance. By recognising the significance of
organisational culture in influencing the mindset and actions of healthcare professionals, the sector
can strategically align its cultural elements with the goals of providing accessible, quality maternal
healthcare services to the population. As highlighted in the literature, the relationship between
organisational culture and performance holds implications for the Ghanaian maternal healthcare
sector. By understanding and harnessing the power of organisational culture, the sector can create
an environment conducive to collaboration, learning, and innovation, ultimately enhancing its

ability to address the unique challenges and improve maternal healthcare outcomes in Ghana.

Knowledge management, a critical aspect of organisational functioning, is intricately
linked to the norms, attitudes, and behaviours established by individuals within an organisation.
The challenge organisations face lies in the creation and dissemination of organisational
knowledge. Various tactics, from adopting new technologies to organisational structural changes,
are employed to address this challenge. While these technologies are crucial to knowledge
management, they often fall short in accounting for the role of culture. Success and overall
performance, as indicated by Kaur, Kahlon, and Randhawa (2012), hinge on cultivating a
supportive culture within the organisation. The application of knowledge management is
significantly shaped by organisational culture, with a cultural shift being a vital component of the
knowledge management process (Najafbeigi et al., 2011). To effectively implement knowledge
management, organisations must foster a productive culture that encourages employee learning,

collaboration, and trust. This aligns with Gold's (2001) assertion that a cooperative culture, where
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individuals engage with one another and freely exchange ideas and expertise, is conducive to

successful knowledge management strategies.

The statistically significant and beneficial link between organisational performance and
knowledge management further underscores the importance of a supportive culture (Kaur et al.,
2012). Knowledge management strategies are more likely to succeed in organisations with a robust
corporate culture that promotes learning, cooperation, and trust. This cooperative culture facilitates
the exchange of ideas and expertise among employees, contributing to the overall effectiveness of
knowledge management initiatives. Yousefi et al. (2016) emphasise the role of a knowledge-
oriented culture and employee support infrastructure in enhancing an organisation's ability to
implement knowledge management successfully. This highlights the interconnectedness of
organisational culture, employee support, and the effective deployment of knowledge management

strategies.

Moreover, it is essential to recognise that many issues organisations face have a cultural
component, as the statistics indicate (Kaur et al., 2012). This reinforces the idea that addressing
cultural aspects is crucial in tackling challenges related to knowledge management. In the Ghanaian
maternal healthcare sector context, where effective knowledge management is essential for
improving healthcare delivery, understanding and addressing the cultural components becomes
paramount. The literature underscores the critical role of organisational culture in the success of
knowledge management initiatives. For the Ghanaian maternal healthcare sector, embracing a
culture encouraging learning, cooperation, and trust among healthcare professionals is vital. By
fostering such a culture, the industry can enhance its ability to effectively manage knowledge,
ultimately leading to improved maternal healthcare outcomes. Therefore, the following hypotheses

are developed in light of the discussion above:
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H2 Knowledge Management capabilities is positively affected by Organisational Culture

H2a. Knowledge Management capabilities is positively affected by involvement trait

H2b. Knowledge Management capabilities is positively affected by consistency trait

1.5.3 Knowledge Management Capabilities, Organisational Culture, Learning
Organisation Dimensions and Performance

The synthesis of findings from diverse studies underscores the intricate interplay between
organisational culture, knowledge management, and organisational performance. These insights
carry significant implications for the Ghanaian maternal healthcare sector, where effective
knowledge management and a conducive organisational culture are paramount for enhancing
healthcare outcomes. The empirical study by Helena, Erkko, and Harry (2001) in the UK high-
technology ventures reveals the nuanced relationship between social capital and knowledge
acquisition. While social interaction and network ties positively correlate with knowledge
acquisition, the quality of relationships presents a challenge. This insight prompts a reflection on
the importance of fostering meaningful social connections within the healthcare sector in Ghana.
Establishing robust networks among healthcare professionals can facilitate the exchange of
valuable knowledge and expertise, ultimately improving maternal healthcare practices. Hsieh and
Su's (2005) identification of knowledge acquisition, storage, diffusion, and application as key

knowledge management activities resonates with healthcare delivery's multifaceted nature.

For the Ghanaian maternal healthcare sector, efficient knowledge acquisition is crucial for
staying abreast of medical advancements, while practical knowledge storage ensures the
accessibility of critical information. The diffusion and application of knowledge are equally pivotal
in implementing evidence-based practices, thus elevating the overall quality of maternal healthcare

services. The relevance of organisational learning in the context of Enterprise System

33



implementation, as highlighted by Weiling and Kwok (2006), prompts considerations for the
Ghanaian maternal healthcare sector's adoption of technological solutions. The sector's IT vision
and commitment to allocating resources for organisational learning during technology
implementation will impact the effectiveness of knowledge acquisition and dissemination. In an
industry striving for improved healthcare infrastructure, these insights underscore the need for a

strategic approach to technological integration.

Gold et al.'s (2001) emphasis on a knowledge infrastructure comprising technology,
structure, and culture provides a framework for understanding how organisational effectiveness
directly correlates with the capacities of conversion, application, and protection of knowledge.
Translating this to the Ghanaian maternal healthcare sector, integrating technology, organisational
structure, and supportive culture can fortify the sector's ability to convert knowledge into effective
practices, apply advancements, and protect vital healthcare information. Lin and Lee's (2005)
survey data analysis on organisational learning elements, knowledge management practices, and
e-business system adoption aligns with the growing importance of technological solutions in
healthcare. The positive correlation between organisational learning elements, knowledge
management practices, and adopting e-business systems indicates that the Ghanaian maternal
healthcare sector can enhance its technological capabilities to streamline operations and improve
healthcare service delivery. As highlighted by Sarros, Gray, and Densten (2002), the intersection
of organisational culture and leadership and its impact on organisational innovation draws attention
to the leadership dynamics within the Ghanaian maternal healthcare sector. Leadership leveraging
organisational culture to influence subordinates and foster innovation aligns with the need for

visionary leadership in addressing the unique challenges of maternal healthcare in Ghana.

Chang and Lee's (2007) findings on the significant positive impact of innovative and

supportive cultures on knowledge acquisition, diffusion, and administrative and technical

34



innovation provide actionable insights for the Ghanaian maternal healthcare sector. Nurturing an
organisational culture that encourages innovation and supports knowledge-sharing initiatives can
propel advancements in healthcare practices, ultimately benefiting maternal health outcomes in
Ghana. In the realm of knowledge transfer climate and organisational innovation, Bates and
Khasawneh's (2005) study emphasises the importance of a culture fostering organisational change.
An adaptive culture becomes crucial in the rapidly evolving healthcare landscape, especially in
maternal care. The Ghanaian maternal healthcare sector can enhance its adaptability by promoting
a culture of transparency and trust, encouraging knowledge-sharing and collaborative efforts

among healthcare professionals.

The empirical findings from various studies converge to underscore the critical role of
organisational learning in mediating the impact of IT expertise on business performance, as
demonstrated by Michael and Ravipreet's survey in 2003. This insight is particularly relevant to
the Ghanaian maternal healthcare sector, where the integration of IT solutions can significantly
influence operational efficiency and healthcare outcomes. Llorens-Montes, Moreno, and Garcia-
Morales' (2005) study on the impact of support leadership, teamwork cohesion, and organisational
learning on technical and administrative innovation provides a framework for understanding
Ghanaian maternal healthcare sector dynamics. A collaborative culture and effective leadership
can enhance teamwork cohesion and organisational learning, driving innovation in maternal
healthcare practices. Morales, Liorens-Montes, and Verdu-Jover's (2006) exploration of the
relationship between strategic competencies, organisational learning, innovation, and
organisational performance suggests that strategic competencies influence an organisation's
learning and innovative capabilities. Applying this insight to the Ghanaian maternal healthcare
sector, strategic competencies in resource allocation and policy formulation can positively impact

organisational learning, innovation, and overall performance.
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Weerawardena et al.'s (2006) empirical study highlights the positive effect of
organisational learning on creativity and innovation in various industrial structures. It reinforces
the potential benefits for the Ghanaian maternal healthcare sector. Creating an environment that
fosters continuous learning can stimulate innovation, thereby enhancing the effectiveness and
productivity of maternal healthcare services. Lin, Huang, and Tung's (2004) findings on the
positive impact of market orientation on organisational learning and innovation and the indirect
relationship between organisational learning and performance through organisational innovation
present strategic considerations for the Ghanaian maternal healthcare sector. Aligning
organisational strategies with market needs and promoting a culture of innovation can improve
maternal healthcare outcomes and organisational performance. Chang and Lee's (2007) empirical
findings on the significant positive impact of innovative and supportive cultures on knowledge
acquisition, diffusion, and administrative and technical innovation provide actionable insights for
the Ghanaian maternal healthcare sector. Nurturing an organisational culture that encourages
innovation and supports knowledge-sharing initiatives can propel advancements in healthcare

practices, ultimately benefiting maternal health outcomes in Ghana.

Claudette's (2003) exploration of the positive correlations between organisational learning,
organisational innovation, organisational growth, competitive advantage, and knowledge
acquisition further emphasises the multifaceted impact of learning processes on organisational
outcomes. This perspective is particularly relevant to the Ghanaian maternal healthcare sector,
where continuous learning and innovation are essential for addressing evolving healthcare needs.
Su and Tsai's (2006) investigation into Taiwanese universities, which explores how social capital
affects knowledge acquisition and innovation behaviour, offers valuable insights into the Ghanaian
maternal healthcare sector. The emphasis on external networks and social capital underscores the

importance of collaborative efforts and partnerships in acquiring knowledge and driving innovation
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in maternal healthcare practices. The amalgamation of insights from these studies provides a
holistic understanding of the intricate relationships between organisational culture, knowledge
management, and organisational performance. Translating these insights to the Ghanaian maternal
healthcare sector context highlights the need for strategic investments in technology, supportive
organisational cultures, leadership development, and collaborative initiatives. By fostering a
culture of continuous learning, innovation, and knowledge-sharing, the Ghanaian maternal
healthcare sector can navigate the complexities of healthcare delivery, ultimately improving

maternal health outcomes and contributing to the population's overall well-being.

1.5.4 Mediator role of Organisational Culture
It is conceivable to see organisational Culture in the dominant literature as one of the psychological
factors that has received the most attention when forecasting an organisation's prosperity.
Numerous research studies have examined the relationship between organisational Culture and
employee performance (Jehanzeb et al., 2013; Ling et al., 2016; Sow, 2015). The majority of
culture studies (Addae et al., 2008; Igbal, 2010; Ling et al., 2016; Lumley et al., 2011; Meyer et
al., 2002; Perrewe et al., 1995; Sow, 2015) have been done on the topic of the United States.
Organisational culture has influenced job outcomes at work and has been utilised as an independent
variable (Suliman, 2002). The relationship between organisational performance and the dimensions
of learning organisations lends credence to the idea that organisational Culture might act as a
mediator. Although there is theoretical agreement regarding the function of organisational Culture
as a mediator (Guchait & Cho, 2010; Kebriaei et al., 2016; Samad & Yusuf, 2012), fewer studies,
particularly multidimensional construction studies, have attempted to explore the reality of this
function (Solomon, 2002). The success of an organisation is correlated with the growth of training

as a tool for developing organisational learning dimensions.
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Organisational Culture is a set of shared meanings, beliefs, and values that impact
members' attitudes, behaviours, and ways of thinking (Jaskyte & Dressler, 2004). The existence of
the organisation should be based on its organisational Culture. A successful organisation is willing
and able to learn from its failures and successes. Creative acts are impossible without a strong
organisational culture (Valencia et al., 2010). Culture can unleash tremendous energy toward a
shared goal and enhance an organisation's capacity for learning when correctly matched with
individual beliefs, desires, and needs. According to this concept, employees are more motivated
and devoted to the organisation's objectives when its Culture aligns with their beliefs, motivations,

and needs.

Additionally, numerous research designs in the literature have demonstrated the impact of Culture
on an organisation's performance and employees' results regarding their jobs (Al-Malki et al.,
2014). A study on the impact of organisational Culture on the financial performance of Malaysian
enterprises was undertaken by Rashid et al. in 2003. The study's conclusions revealed a significant
and favourable correlation between Organisational Culture and financial performance. In light of
this, Culture significantly impacts the working environment. This suggests that the type of
corporate Culture and organisational dedication can significantly influence an organisation's
exceptional performance or success. According to Kandula (2006), a strong culture is essential for
good performance. Without taking organisational Culture into account, Magee (2003) argues that
approaches like performance management may be ineffective because the two are interrelated, and

changes to one would affect the other.

Srensen (2002) asserts that a more robust organisational culture may result in higher
performance. The organisational level, Culture, values, and workforce diversity are additional
significant factors influencing organisational performance (Ferris et al., 1999; Youndt et al., 1996).

One of the most significant organisational level predictors of performance is organisational
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Culture. This has to do with the impact of various dimensions on performance (e.g., Huang & Wu,
2000; Lund, 2003; McKinnon et al., 2003; Silverthorne, 2004). The focus on researching the link
between Culture and performance is because Culture fosters a shared way of knowing that affects
how employees see organisational reality and, in turn, determines their attitudes and behaviours
(Bellou, 2010). According to some studies, Culture and job satisfaction are positively correlated
(Lund, 2003; McKinnon et al., 2003; Platonova et al., 2006), although no such correlation was
discovered by G. Johnson (2004) and Navaie-Waliser, Lincoln, Karutri, & Resich (2004). Despite
all the research done to study the connection between Culture and job happiness, Masa'deh (2016)
claims that more research is still needed to understand this relationship fully. Fard et al. (2009)
compare organisational cultures and learning organisations. According to the research, learning
organisations enhance organisational learning culture, teamwork, learning, and system level of
engagement and critical thinking. The findings strongly link organisational cultures and learning
organisations (Fard et al., 2009). The strong link between organisational cultures and organisational
learning is critical to achieving good organisational performance (Khandekar & Sharma, 2006).
An Organisational learning culture was cited as a crucial factor in determining the growth and
performance of an organisation by Khandekar and Sharma (2006). Evidence indicated that
organisational Culture played a key role in organisational learning, which was crucial in

determining an organisation's performance.

A crucial element for supporting organisational learning is a culture that embraces change.
An organisation needs a more adaptable culture, especially in such competitive circumstances, to
promote mutual collaboration and learning among its members (Daft, 2001). A culture of openness
and trust between people is necessary for effective learning, according to Weiling and Kwok's
(2006) conclusion. Organisational Culture was found to play a part in the learning process and is

employed as a means of development (Ariani, 2003). Since it is understood as a process rather than

39



an objective, it must change and improve continuously rather than only dramatically. Culture is
necessary to support and facilitate organisational learning (Schein, 2010). It can thrive where open
communication is encouraged and practised (Singh, 2010). According to Sathe in Azadi et al.,
2013, five fundamental processes determine an organisation's Culture: communication, teamwork,
commitment, decision-making, and implementation (Azadi et al.,2013). Higher degrees of
innovativeness in an organisation's culture are linked to an increased ability for innovation to

provide a competitive advantage, as Hurley, Tomas, and Hult (1998) claimed.

In examining the interaction between organisational culture and organisational performance, it is
crucial to consider how Ghanaian national cultural elements such as power distance, uncertainty
avoidance, and long-term orientation influence organisational dynamics. These cultural
dimensions play a pivotal role in shaping behaviours, attitudes, and decision-making processes

within organisations in Ghana.

Power distance, a concept introduced by Hofstede (1980), refers to the extent to which less
powerful members of organisations accept and expect unequal distribution of power. In Ghanaian
organisations, where hierarchical structures are often pronounced, power distance influences how
decisions are made and communicated. Leaders are typically respected and their decisions are
rarely questioned, which can impact the openness to new ideas and innovation within the

organisation.

Uncertainty avoidance reflects the extent to which members of a society feel threatened by
ambiguous situations and have developed institutions and practices to avoid uncertainty. In Ghana,
where stability and predictability are valued, organisations may exhibit a preference for structured
and formal procedures. This inclination can affect the organisation's ability to adapt quickly to

changes in the external environment, potentially hindering innovation and responsiveness.
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Long-term orientation emphasises perseverance, thrift, and a sense of shame or honour in business
dealings. In the Ghanaian context, where societal values are deeply rooted in tradition and long-
term relationships, organisations may prioritise sustainable growth and development over short-
term gains. This orientation fosters stability and resilience but may also lead to a cautious approach

towards risk-taking and change.

The impact of these cultural dimensions on organisational culture is profound. In Ghanaian
organisations, hierarchical structures, formal procedures, and a preference for long-term stability
often shape the organisational climate and values. Leaders are expected to provide clear direction
and maintain order, which can influence decision-making processes and employee behaviours.
Moreover, the emphasis on tradition and honourable conduct can encourage loyalty and

commitment among employees but may also discourage dissent and innovation.

It is important to note that the existing literature predominantly draws upon research conducted in
Western countries to explore the relationship between organisational culture and performance.
While these studies provide valuable insights, they may not fully capture the nuances and
complexities of organisational cultures in non-Western contexts such as Ghana. Therefore,
incorporating Ghanaian cultural elements into the discourse is essential for a comprehensive
understanding of how organisational culture influences organisational performance in diverse

cultural settings.

In conclusion, the integration of Ghanaian national cultural dimensions into discussions on
organisational culture enriches our understanding of how these cultural elements shape
organisational dynamics. By recognising the influence of power distance, uncertainty avoidance,
and long-term orientation on organisational behaviours and practices, organisations in Ghana can
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develop strategies that leverage cultural strengths while addressing potential challenges. This
approach not only enhances organisational effectiveness and performance but also contributes to a
more inclusive and contextually relevant analysis of organisational culture worldwide. This
research acknowledges the substantial body of literature from Western contexts, which has
informed much of the discussion on organisational learning and performance. However, it is
essential to recognise that national cultural dimensions, such as power distance, uncertainty
avoidance, and long-term versus short-term orientation, play a significant role in shaping
organisational practices and learning outcomes. In Ghana, these cultural variables might influence
how organisational learning is perceived and implemented differently than in Western settings.
Therefore, this study considers these cultural factors to provide a more nuanced understanding of
how organisational learning impacts performance within the Ghanaian context. Future research
should further explore these cultural dimensions and their implications for organisational learning

to bridge the gap between Western research findings and local practices

Based on those mentioned above, cultural characteristics affect how people perceive learning
organisations and how well their personnel perform. As a result of the study's finding that
organisational learning influences Organisational performance through Organisational Culture,

and based on these justifications, the research hypothesised:

H3 Organisational Culture mediates the relationship between learning organisation and

organisational performance

H3a Cultural involvement traits mediates the relationship between learning organisation

dimensions and organisational performance
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H3b Cultural consistency traits mediates the relationship between learning organisation dimensions
and organisational performance. The research's developed and proposed hypotheses are

represented graphically in Figure 2.5.

1.5.5 Moderator role of Knowledge Management Capabilities

Although the linkages between learning organisation dimensions and organisational performance
and knowledge management capabilities and performance have received much attention, little
research has focused on knowledge management capabilities as a moderator in the relationship
between learning organisation dimensions and organisational performance. One of the crucial ways
an organisation can permanently improve its performance is through organisational learning,
claims King (2009). As mentioned, learning dimensions are more conducive to information sharing
among employees. The likelihood that performance will improve is higher the more knowledge is
shared and accessible (Men et al., 2018). Existing research demonstrates that people are responsible
for the knowledge generation, transfer, and sharing processes, which are essential for enhancing
knowledge of tasks and routines and improving performance (Jennex, 2008; von Krogh et al.,
2000). Using knowledge process compatibility enhances organisational activities, including
creativity, teamwork in decision-making, and individual and group learning (King, 2008).
Members can learn more because of knowledge exchange, which has beneficial effects (Park &
Kim, 2018). Organisations must foster a creative learning culture, and knowledge management
practices support innovation to maintain competitive advantage. A lack of knowledge management
capabilities increases the likelihood of an organisation falling behind in innovation and losing its
competitive edge. Better decisions, organisational behaviours, goods, services, and relationships
are some of the immediate results of these improved organisational processes, which lead to

excellent organisational performance. Li-An Ho (2008) conducted a survey and discovered that
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both the learning organisation and knowledge management capability directly and significantly

affect organisational performance.

It is advised by Theriou and Chagzoglou (2008) that knowledge management and learning
organisation dimensions play their respective notable roles in fostering organisational capability
that results in superior performance. Further evidence comes from Kuo (2011), who discovered
that knowledge management capabilities and learning organisation dimensions boost
organisational performance. Finally, because learning culture is centred on achieving objectives,
knowledge management capabilities assist employees in understanding the organisation's vision
and mission and working together to implement strategies successfully. The knowledge that is
helpful to the organisation's members can be shared and absorbed continuously thanks to an
influential culture, which is essential for increased performance (Cleveland & Ellis, 2015). A strong
learning culture, determined by how much an organisation's people concur with and hold the same
values and views, calls for the free flow of knowledge, which is more likely to be feasible through
effective knowledge management capabilities. The term technological capability refers to an
organisation's capacity to use a variety of technologies to carry out any necessary technical function
or volume activity within the organisation, including the acquisition, application and production of
new information (Kang et al., 2017; Tzokas et al., 2015; Afuah, 2002), supporting fundamental
ideas to provide new products. Technological advancements are crucial to how organisational tasks
are carried out since they can make employees more productive. Results showed that employees'
satisfaction with their working circumstances, connections with co-workers, and personal job
characteristics increased as an organisation's investment in IT increased (Attar & Sweis, 2010;

Hajir et al., 2015; Obeidat & Al-dalahmeh, 2015).

According to the widely accepted theory of technological capability, organisations with

solid technological capability can successfully innovate new products by quickly identifying
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technological opportunities and the value of technological resources, acquiring those resources,
and capitalising on them (Wu, 2014; Zhou & Wu 2010; Srivastava et al., 2015; Blomkuvist et al.,
2017). Other advantages, such as quicker information availability, quicker job completion, and
improved collaboration, were noted by Attar and Sweis (2010). When an organisation develops
technological aptitude, it is more likely to be open to the knowledge of new external technologies
and resources (Berkhout et al., 2010). Organisations with varying levels of technical innovation
capability have varying capacities for identifying technology opportunities and acquiring and
utilising technological resources, leading to varying performance increases. An organisation is
more likely to be responsive to fresh external technology knowledge as its technological capability
grows (Berkhout et al., 2010). According to Lichtenthaler and Lichtenthaler (2009) and Hansen
and Ockwell (2014), an organisation's ability to receive information about its partner's and rivals'
technology and knowledge base is further improved by this receptivity. By boosting the efficacy
of product innovation, this insight promotes innovation development and could result in high

performance (Cheng & Huizingh, 2014; Sears & Hoetker, 2014).

On the other hand, organisations with low technological capability are less likely to tap into
technological knowledge bases and, as a result, have fewer options to lower the resistance to
acquiring external resources, resulting in lower inbound open innovation efficacy. This study has
claimed that knowledge management capability improves organisational performance and learning
dimensions by encouraging innovation. Literature, however, suggests that Organisational context
characteristics like Organisational structure may behave as situational elements that influence how
well capabilities contribute to performance results. Given that learning organisation dimensions
and knowledge management are both seen as dynamic capacities, Organisational structure may

affect how well they can forecast outcomes.
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Additionally, Miller (1987) claimed that organisational structures and strategy-making
processes must be complementary and highly interrelated to ensure high performance. Therefore,
it makes sense to investigate the moderating effects of organisational structure in this study.
Because it is crucial in determining an organisation's interaction patterns and information flow,
structure is a crucial component of our study (Mihalache et al., 2014). According to the study,
organisational structure is a critical boundary condition that affects how well an organisation can
forecast outcomes. The study creates an integrated conceptual framework and suggests that one
capability, knowledge management capability, influences another capability (learning
Organisation dimensions), which then affects an organisation's performance; as a result,
moderation at both stages tends to broaden our understandings of the learning Organisation

dimension-knowledge management capability-performance context.

Given that knowledge is developed at the individual level and that Organisations have an organic
structure based on teams, structure enables members of Organisations to build a better
communication framework characterised by trust through which they can establish a productive
and supportive environment for interaction and open sharing of information with one another
(Mihalache et al., 2014), which is a crucial context fostering knowledge management activities.
Organisations are seen as institutions that integrate information; hence, developing the
organisation's structure should receive much attention (Islam et al., 2015). One of the prerequisites
for maintaining efficiency in an organisation is maintaining a consistent learning culture, and
organisational structure can assist in incorporating new information into services, products, and
Organisation processes (Turner & Minonne, 2010). Much research has not been done on how
structure affects learning organisation and performance relationships. The structure guarantees a
fundamentally supportive atmosphere that benefits the organisation and its members in achieving

its goals.
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The amount and quality of information available to an organisation's members increases
(Mihalache et al., 2014), making it easier for them to seek out novel ideas and radical solutions and
to find solutions by utilising already-existing resources. According to Kotrba (2012), an
organisation’s consistent learning culture favourably correlates with performance when it performs
well in other crucial areas and when its employees concur on some essential topics. Because of
this, Organisations with flat Organisational structures appear to be more innovative and creative
than those with more hierarchical systems, and their employees are less likely to engage in informal
interaction and open communication. Open communication between department members and
outside people is made possible by an organisational structure that encourages flexibility in the
workplace, where faculty members can have some latitude because there are not many rules and
regulations. Organisations that operate in such a setting will express more significant levels of job
satisfaction (Kessler, 2007). Therefore, it is plausible to posit that knowledge management
capability supports a high degree of participation of companies in both exploitation and exploratory
innovation activities when the structure enhances high connections in the organisations. Therefore,
it is reasonable to suggest that when knowledge management capabilities (structure and
technology) are high, the relationship between learning organisation dimensions and organisational

performance will be stronger. Based on these justifications, the research hypothesised:

H4: The relationship between learning organisation dimensions and organisational performance is
moderated by knowledge management capabilities such that the relationship will be stronger

among the organisation with higher levels of knowledge management capabilities.

H4a: The relationship between learning organisation dimensions and organisational performance
is moderated by technological knowledge management capabilities such that the relationship will

be stronger among the organisation with higher levels of technology.
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H4b: The relationship between learning organisation and organisational performance is moderated
by Structural knowledge management capabilities such that the relationship will be stronger among

the organisation with higher levels of structural knowledge management capabilities.

1.6 Significance of the study

The study is substantial from theoretical, organisational, and practical perspectives. It
highlights the critical importance of developing a comprehensive framework encompassing
learning dimensions, organisational culture, and knowledge management for both public and
private hospitals. This framework aims to enhance service delivery outcomes and overall
performance, making it relevant to scholars, healthcare officials, and stakeholders.

First, this research contributes by extending existing knowledge and proposing theories

that inform strategies and interventions to enhance maternal healthcare delivery in Ghana.

The pivotal contribution of this study to Human Resource Development (HRD) lies in its
profound advancement of our comprehension of learning organisation dimensions within the
intricate landscape of Ghana's maternal healthcare sector. This research endeavours to dissect
and illuminate how the diverse dimensions of a learning organisation intricately influence
performance, offering nuanced insights into specific facets that can be precisely targeted for
enhancement within HRD initiatives. This holds particular significance within the domain of
maternal healthcare, where the imperatives of continuous learning and adaptation are paramount
for delivering high-quality services. Examining learning organisation dimensions goes beyond
a superficial understanding, delving into the unique challenges and intricacies faced by Ghana's
maternal healthcare sector. The findings shed light on the multifaceted nature of learning within

the organisational context, encompassing leadership commitment, employee involvement, and
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knowledge sharing. These dimensions are not merely theoretical constructs but represent
actionable domains that HRD practitioners can focus on for tangible improvements.

The study validates the theoretical structure of a learning organisation in the context of
Ghana's maternal healthcare sector. The study is situated within the context of Ghana, which is
unique to Ghana's maternal healthcare sector and bridges the gap between theory and practice.
This validation not only enhances the credibility of the theoretical underpinnings but also
provides a solid foundation for implementing practical measures to improve maternal healthcare
delivery. In essence, the research extends beyond the mere accumulation of knowledge; it
represents a concerted effort to translate theoretical insights into actionable strategies. It
establishes the relevance of a learning organisation framework and underscores the necessity of
cultivating a dynamic and adaptable healthcare system. In the context of maternal healthcare,
where the stakes are exceptionally high and the need for timely, informed decision-making is
critical, understanding the specific dimensions that impact performance becomes a strategic
imperative. For instance, the research reveals that a learning organisation's commitment to
continuous improvement significantly influences the effectiveness of HRD initiatives. This
understanding prompts HRD professionals to design interventions that foster a culture of
continuous improvement, ensuring that healthcare practitioners are equipped with the latest
knowledge and skills to address evolving challenges.

Furthermore, the study goes beyond a generic exploration of learning organisation
dimensions by contextualising its findings within the specific challenges healthcare providers
face in Ghana. It recognises that the organisational context, resource constraints, and cultural
nuances significantly shape learning dynamics. Armed with this nuanced understanding, HRD
practitioners can tailor their strategies to align with the realities of the maternal healthcare sector

in Ghana.
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Furthermore, the proposed theory emanating from this research contributes to the global
discourse on maternal healthcare, offering insights that extend beyond the specific context of
Ghana. The implications of these theories have the potential to resonate in diverse healthcare
settings, fostering a broader understanding of effective strategies for enhancing maternal well-
being. Ultimately, by intertwining theoretical exploration, model validation, and practical
application, this research acts as a beacon for policymakers, healthcare practitioners, and
researchers. It illuminates a path towards a more resilient, responsive, and ultimately effective
maternal healthcare system in Ghana, setting the stage for a positive impact on the well-being
of mothers and newborns within the country and potentially influencing maternal healthcare
practices on a broader scale.

The significance of this contribution becomes even more pronounced considering the
evolving nature of healthcare practices globally and the imperative for organisations to stay
abreast of these changes. By advancing our understanding of learning organisation dimensions,
the study equips HRD practitioners with a roadmap for meeting current challenges and preparing
healthcare professionals to adapt to future developments. The insights from this research can
serve as a foundation for developing targeted training programs, mentorship initiatives, and
knowledge-sharing platforms that align with the specific dimensions crucial for performance
improvement. Moreover, the study recognises the interconnectedness of learning organisation
dimensions, illustrating how they operate synergistically rather than in isolation. This holistic
perspective is instrumental for HRD practitioners as they navigate Ghana's complex terrain of
maternal healthcare. It prompts a shift from isolated interventions to integrated strategies that
address multiple dimensions concurrently, fostering a comprehensive and sustainable learning
environment.

This groundbreaking study adopts a pioneering approach by delving into the intricacies

of employee performance management across both public and private hospital settings. Through
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the meticulous scrutinisation of the frameworks employed in these institutions, the research
focused on critical dimensions such as learning, knowledge management, and organisational
culture. Including both public and private hospitals in the study adds a layer of complexity that
enriches the analysis. This inclusive strategy recognises the nuanced differences in
organisational structures, resource allocation, and operational priorities between the two sectors.
Consequently, the findings promise a more holistic understanding of the challenges inherent in
managing employee performance, offering valuable insights that can be tailored to specific
contexts.

In essence, the research does not merely scratch the surface. However, it delves deep into
the intricate web of learning organisation dimensions, unravelling their impact on performance
within Ghana's maternal healthcare sector. It provides HRD practitioners with a toolkit of
insights, strategies, and actionable recommendations tailored to the specific needs and
challenges of the healthcare landscape in Ghana. By advancing our understanding in this
manner, the study becomes a cornerstone for the evolution of HRD practices in the context of
maternal healthcare, ensuring that continuous learning becomes not just an aspiration but a
tangible reality with transformative implications for service quality and patient outcomes.

Examining the learning dimensions within these frameworks provides a nuanced
exploration of how hospitals cultivate and enhance their workforce's skills and competencies.
The study goes beyond mere performance metrics and investigates the strategic utilisation and
dissemination of institutional knowledge, emphasising its impact on employee performance by
addressing the role of knowledge management. Furthermore, delving into the organisational
culture component sheds light on the intangible yet influential factors that shape workplace
behaviour, attitudes, and interactions.

One of the pivotal contributions of this study to Human Resource Development (HRD)

stems from the meticulous identification and exploration of the moderating role played by
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knowledge management capabilities, specifically technology and organisational structure. This
exploration delves into the intricate relationship between learning organisation dimensions and
performance, propelling our understanding beyond conventional boundaries. The significance
of this contribution extends the current HRD literature by accentuating the crucial role of
fostering a learning culture and strategically leveraging technology and organisational structure
to amplify the effectiveness of learning initiatives.

The traditional discourse on learning organisation dimensions often underscores the
qualitative aspects of organisational culture and leadership commitment. However, this study
ventures into uncharted territory by recognising the dynamic interplay between learning and an
organisation's technological and structural foundations. It emphasises that a learning culture,
while indispensable, must be complemented by a robust technological infrastructure and an
organisational framework conducive to knowledge management. In Ghana's maternal
healthcare sector, where the stakes are high and the need for informed decision-making is
paramount, the study reveals that technology plays a pivotal role in moderating the relationship
between learning organisation dimensions and performance outcomes. This goes beyond
acknowledging technology as a facilitator; it underscores technology as a strategic enabler that
can enhance the speed, accessibility, and dissemination of knowledge within the healthcare
ecosystem.

By unveiling this moderating role, the study provides HRD practitioners in the maternal
healthcare sector with a strategic roadmap for incorporating technological advancements into
their learning initiatives. For instance, the research underscores the importance of investing in
cutting-edge technologies for knowledge capture, storage, and dissemination. Electronic health
records and collaborative digital spaces emerge as crucial components in fostering a seamless
flow of information and insights. Furthermore, exploring the moderating role of the

organisational structure adds another layer of strategic insight. The study recognises that how
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knowledge is organised, distributed, and accessed within the organisational framework
significantly influences the impact of learning initiatives on performance outcomes. In the
context of maternal healthcare, where interdisciplinary collaboration is imperative, the
organisational structure can either facilitate or impede the flow of knowledge among different
healthcare professionals. This insight prompts HRD practitioners to evaluate critically and, if
necessary, reconfigure the organisational structure to optimise knowledge management
capabilities. Implementing cross-functional teams, establishing knowledge-sharing protocols,
and integrating learning into the fabric of daily operations emerge as actionable strategies to
enhance the moderating effect of organisational structure on the learning-performance
relationship.

The extension of the current HRD literature through this contribution is profound. It
advocates for a paradigm shift in HRD strategies by recognising that fostering a learning culture
is not an isolated endeavour but an integrated process that involves a strategic interplay of
culture, technology, and structure. This aligns with the evolving nature of organisational
learning in the digital age, where the efficacy of learning initiatives is intricately tied to the
organisation's ability to harness technological advancements and optimise its structural
foundations. The study's revelation of the moderating role of knowledge management
capabilities, specifically technology and structure, provides a nuanced understanding of the
intricate dynamics within Ghana's maternal healthcare sector. It equips HRD practitioners with
strategic insights, urging them to foster a learning culture that integrates technology and
optimises organisational structures strategically. This holistic approach ensures that learning
initiatives become not only a cultural norm but a strategically aligned force driving enhanced
performance within Ghana's complex and dynamic landscape of maternal healthcare.

The study's comprehensive approach broadens the scope of analysis and captures the

interplay between these dimensions. It recognises that effective employee performance
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management is a multifaceted process intricately woven into organisational dynamics. The
research aims to provide a nuanced and context-specific understanding of the challenges faced
by hospitals in optimising employee performance. The study's innovative methodology
positions it as a valuable resource for healthcare professionals, administrators, and policymakers
seeking to enhance employee performance management practices. Embracing the holistic
perspective and recognising the complexities of both public and private healthcare settings lays
the groundwork for informed decision-making and the implementation of targeted strategies to
foster a culture of continuous improvement and excellence in healthcare organisations in Ghana.

Additionally, this research sheds light on the significance of organisational culture,
knowledge management capabilities, and learning organisation dimensions in improving
performance, emphasising that focusing solely on financial outcomes overlooks the potential
for sustained performance resulting from continuous learning and innovation by the
organisation's human resources. The study's theoretical and empirical contributions are precious
as it addresses a gap in the literature regarding the relationship between learning organisations
and organisational performance in developing countries, with few such studies available. It also
fills a gap by examining the impact of cultural factors on the relationship between learning
organisations and performance. One of the cardinal contributions of this research to Human
Resource Development (HRD) lies in the meticulous examination and elucidation of the
mediating role played by organisational culture in the relationship between learning organisation
dimensions and performance within Ghana's maternal healthcare sector. This exploration goes
beyond mere acknowledgement, delving deep into the intricate dynamics that underscore how
organisational culture becomes the linchpin in shaping the nexus between learning initiatives
and ultimate performance outcomes. This contribution stands as a beacon, illuminating the
profound impact of organisational culture on the learning-performance relationship and paving

the way for a more nuanced understanding within HRD literature.
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Organisational culture serves as the bedrock upon which the ethos of continuous learning
is cultivated. Within Ghana's maternal healthcare sector, the research unearths that a positive
and adaptive organisational culture acts as a catalyst, shaping how learning initiatives unfold
and influencing their ultimate impact on performance. This revelation adds depth to the
conventional understanding of learning organisation dimensions, emphasising that it is not just
about implementing structures and processes but about cultivating a cultural milieu that propels
learning to the forefront of organisational priorities. In maternal healthcare, where work is
inherently demanding and adaptability is crucial, the mediating role of organisational culture is
paramount. The study showcases that a culture that values learning fosters an environment
where healthcare professionals are more inclined to engage in continuous development,
collaborate across disciplines, and embrace innovation in patient care. This cultural shift
becomes a driving force, infusing energy into learning initiatives and steering them towards
more effective outcomes.

Furthermore, the research underscores that organisational culture is not a static entity but
dynamic and responsive to the prevailing circumstances and leadership ethos. Thus, HRD
practitioners are prompted to play a proactive role in cultivating and sustaining a culture that
aligns with the imperatives of continuous learning. This involves fostering a culture that values
openness and experimentation and ensuring that leadership actively champions and exemplifies
a commitment to learning.

The impact of organisational culture as a mediating force extends beyond the immediate
learning environment. It influences the mindset of healthcare professionals, shaping their
perceptions of the importance of ongoing education and knowledge sharing. In maternal
healthcare, where teamwork and effective communication are integral, a positive organisational
culture becomes the adhesive that binds interdisciplinary teams together, fostering a

collaborative spirit that transcends traditional silos. The significance of this contribution is
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heightened when considering the implications for HRD strategies. It advocates for a paradigm
shift in which HRD practitioners move beyond conventional training models to embrace
interventions that deliberately shape and mould organisational culture. This may involve
targeted leadership development programs, initiatives to instil a shared purpose among
healthcare professionals, and mechanisms to recognise and celebrate a commitment to
continuous learning.

Moreover, the study illuminates that a positive organisational culture is not just a
facilitator but a potent mediator that influences the magnitude and direction of the learning-
performance relationship. In maternal healthcare, where the delivery of services is deeply
intertwined with the cultural fabric of society, the study highlights the need for HRD
practitioners to acknowledge and leverage the cultural nuances to enhance the impact of learning
initiatives. The mediating role of organisational culture emerges as a linchpin in the intricate
relationship between learning organisation dimensions and performance within Ghana's
maternal healthcare sector. It provides HRD practitioners with a deeper understanding of the
underlying mechanisms that govern the efficacy of learning initiatives. By recognising the
profound impact of organisational culture, HRD strategies can be recalibrated to focus on
structural and technological aspects and deliberately nurture a cultural environment that sustains
and amplifies the impact of continuous learning. The research sets the stage for a transformative
approach to HRD in maternal healthcare, where organisational culture becomes not just a
backdrop but the heartbeat, pulsating with the rhythm of continuous learning and optimal
performance.

Practically, this research informs human resource management strategies, training, and
motivation of healthcare workers, offering insights on enhancing profitability and organisational
performance. The findings would benefit human resource practitioners, healthcare workers, and

policymakers in making informed decisions regarding employee management in the healthcare
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sector, ultimately boosting organisational performance. This study provides a foundation for
future research and discussions on employee performance management frameworks,
particularly in the maternal healthcare industry in Ghana. It underscores the role of innovative
tools, such as learning dimensions, knowledge management, and organisational culture, in
addressing employee underperformance and driving organisational success.

The study's findings offer practical implications for HRD practitioners within Ghana's
maternal healthcare sector. Insights into the dimensions of a learning organisation that
significantly impact performance can guide the development of targeted training programs and
interventions. Moreover, understanding the role of knowledge management capabilities as
moderators can inform HRD strategies incorporating technological advancements and
optimising organisational structures. The research illuminates a significant dimension in the
Human Resource Development (HRD) realm within Ghana's maternal healthcare sector by
unravelling profound implications for HRD strategies. As the study delves into the intricate
relationship between learning organisation dimensions and performance, it unfurls a strategic
roadmap for HRD practitioners. This roadmap is not merely theoretical; it offers tangible
insights that can be strategically harnessed to refine and elevate HRD initiatives in the
challenging context of maternal healthcare.

The implications of this research resonate as a transformative guide, shaping the path
towards optimal learning and performance within the unique landscape of maternal healthcare.
The study underscores the need for HRD to target learning organisation dimensions within
organisations to optimise effectiveness strategically. The study underscores the imperative of
strategic targeting within HRD initiatives, emphasising that not all learning organisation
dimensions may hold equal weight in influencing performance outcomes. HRD practitioners are
prompted to discern and prioritise the dimensions that wield the most significant impact within

the maternal healthcare context. For instance, the research reveals that a strong emphasis on
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leadership commitment to continuous learning yields substantial dividends. This insight guides
HRD strategies to invest resources and efforts in fortifying leadership capabilities, fostering a
culture where leaders actively champion and participate in learning endeavours.

Moreover, the research invites HRD practitioners to consider the interconnectedness of
learning organisation dimensions. Rather than isolated interventions, a holistic approach that
simultaneously integrates and reinforces multiple dimensions is advocated. This may involve
initiatives that nurture employee involvement, facilitate knowledge sharing, and fortify a
commitment to continuous improvement. The synergistic effect of such interventions creates a
comprehensive learning environment, amplifying the impact on performance outcomes in
maternal healthcare. The research underscores the need to tailor HRD interventions to
organisational context. The research recognises that organisational context's intricacies
significantly shape HRD strategies' effectiveness. In the realm of maternal healthcare, where
resource constraints, cultural nuances, and unique challenges abound, a one-size-fits-all
approach is rendered ineffective. HRD practitioners are called upon to meticulously assess the
specificities of their organisational context and tailor interventions accordingly.

For instance, if the research reveals that employee involvement is critical, HRD strategies
may pivot towards mechanisms that foster collaborative decision-making processes within the
maternal healthcare setting. This could involve establishing multidisciplinary teams, forums for
idea exchange, and platforms empowering frontline healthcare professionals to contribute to the
learning culture actively. By aligning HRD interventions with the contextual fabric,
organisations can ensure that learning initiatives resonate with the realities of maternal
healthcare practice in Ghana.

Technology integration in HRD initiatives is a crucial highlight of this study. The study
underscores the pivotal role of technology as a moderator in the relationship between learning

organisation dimensions and performance outcomes. HRD practitioners are prompted to
58



integrate technology strategically within their initiatives, recognising it as a facilitator and a
transformative force that can enhance the reach and impact of learning endeavours. For example,
the research reveals that technology is crucial in knowledge dissemination within the maternal
healthcare sector. HRD strategies can then incorporate the implementation of digital platforms,
e-learning modules, and telemedicine solutions to ensure that knowledge is captured and
disseminated efficiently. This technological integration enhances accessibility, scalability, and
the overall effectiveness of HRD interventions, aligning them with the fast-paced nature of
maternal healthcare.

The study underscores the need to foster an adaptive organisational culture. The
mediating role of organisational culture emerges as a critical implication for HRD practitioners.
A positive and adaptive organisational culture is revealed as the linchpin that mediates the
relationship between learning organisation dimensions and performance. HRD strategies,
therefore, must extend beyond traditional training programs to intentionally cultivate a culture
that nurtures continuous learning. This implies that HRD initiatives should encompass cultural
development programs, leadership training that reinforces a commitment to learning, and
mechanisms for recognising and celebrating a culture that values experimentation and
innovation. By intentionally fostering an adaptive organisational culture, HRD practitioners
ensure that learning initiatives endure and thrive within the unique cultural milieu of maternal
healthcare.

Creating feedback mechanisms for continuous improvement is a critical operational
effectiveness tool highlighted by this research for the consideration of HRD. The research
considers the imperative of creating robust feedback mechanisms within HRD strategies. The
dynamic nature of maternal healthcare demands continuous improvement, and HRD
practitioners must establish mechanisms that capture feedback, evaluate the effectiveness of

interventions, and iteratively refine their strategies. For instance, if the study reveals that a
59



particular dimension, such as knowledge sharing, requires enhancement, HRD practitioners can
introduce mechanisms for regular feedback from healthcare professionals. This can involve
forums for open communication, surveys to gauge the perceived impact of HRD initiatives, and
mechanisms for continuous dialogue between HRD teams and frontline healthcare
professionals. These feedback loops ensure that HRD strategies remain adaptive and responsive
to the evolving needs of maternal healthcare delivery.

In conclusion, as unravelled by this research, the implications for HRD strategies in
maternal healthcare serve as a compass guiding practitioners towards a transformative approach.
By strategically targeting learning organisation dimensions, tailoring interventions to
organisational context, integrating technology, fostering an adaptive organisational culture, and
creating feedback mechanisms, HRD practitioners can navigate the intricate landscape of
maternal healthcare. This strategic orientation not only enhances the efficacy of HRD initiatives
but ensures that learning becomes an ingrained and transformative force, ultimately optimising
performance within Ghana's unique and challenging domain of maternal healthcare.

It should be noted that studies that provide recommendations for improving the work
climate and performance within the sector still need to be included. As a result, this study
contributes to filling in some of the gaps by offering ideas on how to improve performance
outcomes using the learning organisation concept in the Ghanaian context. The study further
adds to the general body of knowledge and enlightens the general public or society on the effect
of learning dimensions, knowledge management capabilities, organisational culture, and their
impact on the overall performance of public hospitals.

The research significantly contributes to Management Literature by extending our
understanding of Learning-Performance Relationships. In the broader field of management
literature, the research extends our understanding of the relationship between learning and

performance within the specific context of Ghana's maternal healthcare sector. By investigating
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the nuances of this relationship, the study adds valuable insights that contribute to the ongoing
discourse on organisational performance. The research integrates Knowledge Management and
Learning. The research uniquely integrates knowledge management and learning within the
management literature. By exploring the moderating role of knowledge management
capabilities, specifically technology and structure, the study emphasises the interconnectedness
of these two domains. This integration provides a more holistic view of organisational
functioning, advancing our understanding of how knowledge management complements
learning initiatives in achieving enhanced performance.

The study is relevant for Managers and Policymakers. The study's findings hold practical
relevance for managers and policymakers in the maternal healthcare sector. Insights into the
dimensions of a learning organisation, coupled with an understanding of the moderating and
mediating factors, offer actionable guidance for decision-makers. This can inform the
development of management strategies, policies, and interventions to improve organisational
performance and healthcare outcomes. The study bridges the Gap between theory and practice.
This research bridges the gap between theoretical frameworks and practical applications by
offering empirically grounded insights. The findings provide managers and policymakers with
evidence-based knowledge, allowing them to make informed decisions aligned with the specific
challenges and dynamics of Ghana's maternal healthcare sector.

Finally, findings may serve as a point of reference for policymakers trying to enhance
Ghana's healthcare services in national conversations about the performance of healthcare
services. Healthcare services could become a change agent for economic development in
Ghana's growing economy as a result of the findings of this study. To put it another way,
improving Ghana's general economic outlook will need the development of human capital and
the implementation of performance-enhancing reforms in the public healthcare system.

Healthcare costs have strained healthcare services in a sub-Saharan African country such as
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Ghana, necessitating changes in healthcare performance. The findings from the study would
contribute to closing a critical knowledge gap. Decision-makers and frontline healthcare staff
should use them to provide maternal healthcare services to better guide the development of
quality improvement programmes in Ghana and other countries within sub-Saharan Africa.

In conclusion, the research title substantially contributes to both Human Resource
Development and management literature. By advancing our understanding of learning
organisation dimensions, exploring the moderating role of knowledge management capabilities,
and highlighting the mediating role of organisational culture, the study provides a nuanced and
context-specific perspective that has implications for both theory and practice in HRD and

management.

1.7 Organisation of the Study

In this foundational chapter, the study sets the stage by providing a comprehensive
overview of the research. It begins with thoroughly exploring the background, offering
insights into the historical context and evolution of the subject matter. The research problem
is articulated, presenting a clear and concise statement that establishes the need for the study.
The research's overarching aim and specific objectives are then outlined, serving as guiding
beacons for the ensuing investigation. Research questions are meticulously formulated in
chapter one to guide the inquiry process, providing a framework for data collection and
analysis. The chapter also encompasses the significance of the study, elucidating its potential
contributions to the existing body of knowledge and the real-world implications.

Furthermore, the scope of the study is delineated, specifying the boundaries within
which the research is conducted. To facilitate a comprehensive understanding, the
organisation of the study is presented, offering a roadmap for the reader. This roadmap serves

as a guide to the subsequent chapters, providing a glimpse into the logical flow and structure
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of the research. Each section within this introductory chapter is meticulously crafted to
establish a strong foundation, laying the groundwork for the subsequent in-depth exploration.

Chapter two is a literature review that reviews existing and related research by other
authors. The thesis is centred on three main areas, namely, the theoretical, empirical, and
conceptual frameworks. The theoretical review is based on the theories of learning
dimensions, knowledge management capabilities and organisational culture, which form the
basis of the study. The empirical review evaluates existing studies by renowned scholars and
other researchers in organisational performance management. Based on the theoretical and
empirical review, a conceptual framework is developed to guide the study. Building upon the
foundation established in the introductory chapter, the literature review critically examines
existing scholarly works, theories, and empirical studies relevant to the research topic. This
chapter aims to identify gaps in current knowledge, highlight areas of consensus or
contention, and contextualise the study within the broader academic discourse. The synthesis
of existing literature is a basis for formulating hypotheses and guiding the research
methodology.

Chapter three focuses on the research methodology, which explains the methods and
approaches used in the study. It details the methodological approach employed to gather and
analyse data. It covers research strategy, design, population, sampling technique, sample
sizes, data collection procedures and method of data analysis. Thus, the chapter provides a
rationale for selecting a research design, data collection methods, and data analysis
techniques. The chapter also addresses issues related to research ethics, participant selection,
and data validity and reliability, ensuring the rigour and integrity of the research process.

Chapter four discusses qualitative and quantitative analysis of findings. It analyses the
data obtained from the field survey, presents the results, and discusses the findings revealed

thereon. Following the data collection, this chapter presents a detailed analysis of the findings.
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Utilising appropriate statistical and qualitative techniques, the results are interpreted and
contextualised within the framework of the research objectives and questions.

Chapter five of the study focuses on the discussion of research findings. The
discussion chapter critically evaluates the findings in light of the existing literature. It explores
the implications of the results, identifies patterns or anomalies, and offers insights into the
broader significance of the research. Additionally, this chapter explores potential limitations
and suggests avenues for future research.

Chapter six presents the conclusion and recommendations, summarising the findings,
conclusions arising from the study, recommendations, and suggestions for further studies. The
final chapter synthesises the study's key findings, reiterating the research problem and its
significance. It offers conclusive insights and practical recommendations based on the
research outcomes. This chapter serves as the culmination of the study, providing closure and

contributing to the cumulative knowledge within the field.

CHAPTER TWO

LITERATURE REVIEW

2.0 Introduction

In undertaking this research, a comprehensive exploration of the existing literature and
study areas has been conducted, encompassing both international and local perspectives. This
thorough review serves the purpose of providing a well-rounded understanding of the chosen topic
and situating it within Ghana's specific socio-cultural and economic context. The chapter
commences by presenting the conceptual framework for the study. This conceptual framework
serves as a roadmap for the research, illustrating the interrelationships among critical variables

and guiding the empirical investigation. The chapter offers a comprehensive overview of the
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various concepts central to the research. This section aims to clarify key terms, establish acommon
understanding among readers, and create a solid foundation for further exploring related studies.
Subsequently, the chapter delves into a critical review of pertinent studies in the field, both
globally and within the local context. By synthesising existing research findings, this section
identifies gaps in the current knowledge and contributes to the evolution of ideas and
methodologies. Noteworthy hypotheses derived from these studies are emphasised, providing a
bridge to formulating hypotheses specific to the present research. The chapter ends with a
meticulous examination of the theoretical framework that underpins the study. This theoretical
foundation serves as the intellectual scaffold upon which the research is constructed, offering a
theoretical lens through which the phenomena under investigation can be analysed and interpreted.
This chapter functions as a scholarly compass, navigating the reader through the intricate
landscape of existing knowledge, theoretical perspectives, and empirical evidence, ultimately
laying the groundwork for the unique contribution this research aims to make within the Ghanaian
context.

Summary

Rationale for Selected Themes

The themes identified in the literature review—Learning Organisation Dimensions,
Organisational Culture, Knowledge Management Capabilities, and Organisational
Performance—were selected based on their relevance to the research focus. Here’s how these
themes were derived and why they are central to the study:

Learning Organisation Dimensions:

Rationale: This theme encompasses the various aspects and characteristics of a learning
organisation that are relevant to the research. These dimensions include practices, processes,
and structures that support continuous learning and knowledge sharing within the organisation.
Understanding these dimensions is crucial for evaluating how they influence organisational

performance.

65



Importance: This theme provides the foundation for examining how different aspects of a
learning organisation contribute to improved performance, aligning with the study’s objective
to explore the impact of learning organisation dimensions.

Organisational Culture:

Rationale: Organisational culture plays a significant role in mediating the relationship between
learning practices and performance. Culture influences how learning is perceived,
implemented, and sustained within the organisation. This theme addresses how cultural factors
can either facilitate or hinder the effectiveness of learning initiatives.

Importance: By exploring the mediating role of organisational culture, this theme helps in
understanding the contextual factors that affect the relationship between learning organisation
dimensions and performance outcomes.

Knowledge Management Capabilities:

Rationale: Knowledge management capabilities, including technology and organisational
structure, are crucial in moderating the relationship between learning practices and
performance. This theme examines how these capabilities impact the effectiveness of learning
initiatives and their influence on organisational performance.

Importance: This theme provides insights into how different knowledge management practices
can enhance or impede the benefits of learning, linking directly to the study’s focus on
moderating factors.

Organisational Performance:

Rationale: Organisational performance is the outcome variable of interest in the study. This
theme focuses on how learning organisation dimensions and the moderating role of knowledge
management capabilities impact performance within Ghana’s maternal healthcare sector. It
includes both quantitative and qualitative measures of performance.

Importance: Understanding performance outcomes in relation to learning practices and
capabilities is essential for evaluating the effectiveness of learning organisation dimensions

and for drawing actionable conclusions.

Item Summary

Introduction In examining organisational performance within
Ghana's maternal healthcare sector, the study
draws on several theoretical models to illuminate
the intricate relationships between learning
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organisation dimensions, organisational culture,
and knowledge management capabilities.

Learning Organisation Dimensions

Watkins and Marsick's Learning Organisation
Dimensions propose that successful
organisations  continually  evolve through
learning ingrained at all levels. This model
identifies critical dimensions such as continuous
learning, dialogue and inquiry, collaboration,
empowerment, and systems thinking. These
dimensions are pivotal in creating an
environment where healthcare professionals can
adapt to new challenges, innovate in patient care,
and enhance overall organisational effectiveness.

Organisational Culture

Denison's  Organisational ~ Culture  Model
contributes by highlighting four essential cultural
traits for organisational success: involvement,
consistency, adaptability, and mission. In the
context of Ghana's maternal healthcare sector,
fostering a culture that encourages involvement
in decision-making, maintains consistency in
practices, adapts to evolving healthcare needs,
and aligns with the mission of improving
maternal health outcomes is crucial. Such a
culture supports the integration of learning
organisation practices into daily operations,
thereby improving performance at individual,
group, and organisational levels.

Knowledge Management Capabilities

Gold's Model of Knowledge Infrastructure
Capabilities focuses on enhancing organisational
knowledge management capabilities. This model
identifies technological, structural, and cultural
capabilities as crucial for effectively managing
knowledge within healthcare organisations.
Technological capabilities involve the use of
advanced information systems to capture and
disseminate medical knowledge. Structural
capabilities pertain to organisational frameworks
that facilitate  knowledge sharing and
collaboration among healthcare professionals.
Cultural capabilities encompass norms and
values that promote knowledge sharing and
innovation, essential for maintaining high
standards of care in maternal healthcare delivery.

Organisational Performance

Kaplan and Norton's Balanced Scorecard
provides a comprehensive  performance
measurement framework advocating for a
balanced approach to assess organisational
performance. It suggests incorporating financial,
customer, internal business process, and learning
and growth perspectives to provide a holistic
view of organisational health and performance.
In the context of maternal healthcare in Ghana,
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this framework aids in aligning strategic
objectives with operational activities, monitoring
performance across various dimensions, and
ensuring continuous improvement in line with
learning organisation principles and cultural
values.

Integration and Application: In this study, these
theoretical frameworks are integrated to explore
how learning organisation dimensions interact
with organisational culture and knowledge
management  capabilities  to influence
performance outcomes. The research investigates
how organisational culture mediates the
relationship between learning organisation
practices and performance metrics within
Ghana's maternal healthcare sector. It also
examines how  knowledge management
capabilities moderate these relationships,
particularly in enhancing the effectiveness of
learning organisation initiatives. Synthesising
these models, the study aims to provide strategic
recommendations for healthcare organisations in
Ghana to leverage learning organisation
principles, strengthen organisational culture, and
enhance knowledge management capabilities.
These recommendations are designed to address
underperformance issues and foster sustainable
improvements in maternal healthcare service
delivery. In conclusion, the integration of
Watkins and Marsick's dimensions, Denison's
cultural  traits, and Gold's knowledge
infrastructure capabilities offers a
comprehensive theoretical framework  for
understanding and enhancing organisational
effectiveness in Ghana's maternal healthcare
sector through improved learning, cultural
alignment, and effective knowledge
management.

2.1 The concept of learning organisation

The massive changes in the economic environment brought about by globalisation and
improved technology have compelled organisations worldwide to undergo drastic modifications
to thrive in the future (Schwandt & Marquardt, 2000). Jamali, Sidani, & Souein, 2009; Shipton,
Shou, & Mooi, 2013). This has drawn much attention in the Human Resource Development

literature to assist organisations in surviving in the current tumultuous climate. Human Resource
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Development has studied the impact of learning organisations on the correlation between work-
related outcomes such as retention, job satisfaction, commitment, and performance. The research
has been expanded to examine the impact of learning organisations on performance. Other
research has presented models on how to create a learning organisation and how to transform an
organisation into a learning organisation.

Organisational learning and learning organisations terminologies have been used
interchangeably in the literature of Human Resource Development, Organisational Learning, and
Learning Organisations (Sense, 2011). Organisational learning is tied to the organisation's
organisation process, whereas learning organisation is the organisation's practices, culture,
emphasis, and outcomes, according to several research studies (Wang & Ahmed, 2003; Dirani,
2009). Learning organisation, which is the focus of this study, is a notion that was created on the
premise that organisations can learn and transfer knowledge (Marsick & Watkins, 2003).
Employees and processes are how organisations learn. A learning organisation is defined as an
environment structured to promote learning, cooperation, collaboration, innovation, and
knowledge exchange. The concept of a learning organisation is not new but has evolved due to

the current economic climate.

The learning organisation concept was conceived over 30 years ago (Pedler & Hsu, 2019).
Senge (1991), who first discussed learning organisation in 1990, defined it as a place where
individuals constantly learn how they create their world and how they might change it. According
to Senge (1991), organisations must change their traditional thinking methods (mental models),
learn to be open with others (personal mastery), comprehend how their organisation works
(systems thinking), develop a shared organisational vision (shared vision), and then collaborate to
achieve that vision (team learning). On the other hand, other scholars have defined learning

organisation according to their own interpretations and perceptions of the notion. As a result,
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different definitions of the idea have been proposed in the literature. The goal is to increase
intrinsic motivation and a sense of commitment among employees. Organisations can use this
process to establish an atmosphere that encourages continuous learning. According to Pedler et al.
(1997), a learning organisation enables learning for all its members and consciously modifies itself
and its environment. Ortenblad (2004) defined learning organisation as an organisation where the
four characteristics of organisational learning, learning at work, generating a learning atmosphere,
and constructing a learning structure exist or are present, using the same approach and perspective
as Ortenblad (2004). In contrast, Marsick and Watkins (2003) characterised a learning
organisation as one that has embedded the capacity to adapt or respond swiftly and in creative
ways while aiming to remove learning barriers.

Scholars have developed many theoretical models, methods, scales, and various
definitions and interpretations of the notion of learning organisation. Senge (1990) defined five
core disciplines an organisation must have to be a learning organisation. These disciplines include
systems thinking, personal mastery, shared vision, mental models, and team learning. These
disciplines, according to Senge, are a process in which organisations strive to expand individual
capacities to achieve the desired result (mental models), learn how to communicate and share
knowledge (Personal Mastery), comprehend the organisation's processes and procedures (systems
thinking), comprehend the common goals and objectives (shared vision), and then work with the
team to achieve those goals and objectives (team learning). Senge's theory, emphasising that
organisations can navigate cultural transitions by embracing a core principle rooted in vision and
purpose, resonates with the challenges faced by Ghana's maternal healthcare delivery sector in
adapting to the current turbulent times. The sector, guided by its mission, values, and vision, may
find this transition more manageable. However, criticism has been raised despite the appeal of
Senge's concepts. Senge has been chastised for leaving numerous issues unresolved, offering

overly abstract recommendations, and needing a clear framework for action (Garvin, 1993). The
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complexity of the theory, with its inclusion of multiple components, has made it challenging to
grasp (Garvin, 2000). The consideration of behavioural aspects, processes, policies, leadership
styles, organisational culture, and systems raises a question of clarity regarding when individuals
should perceive their organisations as learning organisations, adding a layer of complexity to the
application of Senge's theory.

The complexity of Senge's introduction to the concept of learning organisation has
prompted other scholars to delve deeper into the topic, focusing on a variety of angles in order to
simplify it (Corby, 2014; Ortenblad, 2015). For instance, Garratt (1987) focuses on the underlying
structures and thought processes required to create a learning organisation, recognising that
learning has become an organisation's most valuable, developable and tradeable asset. Garratt's
(1987) model includes five components: the creation of a vision, the refinement of thinking
processes, the formation of policy and strategy, the concept of management as a holistic process,
and the acquisition of new managerial talents outside of traditional bounds. Garratt, like others
(Kofinan & Senge, 1993; Garratt, 1987; Deevy, 1995; Goh, 1998), thinks that the directors'
leadership duties are critical to the learning organisation. Directors are those at the top of an
organisation whose task is to give it direction and purpose. Their job is to bring the knowledge
flows together, synthesise them, and allow for learning, development, adaptability, and change.
Garratt even goes so far as to claim that organisations can only become effective if the people in
charge are capable of learning and offering direction constantly.

Snell and Chak (1998) express scepticism that the learning organisation can genuinely
embody a cooperative and egalitarian spirit. They propose that it might guide those in power to
consolidate control, particularly in larger companies where redistributing power proves
challenging—a fundamental requirement for a learning organisation. They contend that the
establishment of new systems of political representation and formal democratic rights is essential

for achieving a genuinely cooperative learning environment. Hayes and Allinson (1998) add
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another layer to the discussion by asserting that individual learning remains the primary focus
within an organisation unless the administration is willing to confront and potentially reshape its
existing beliefs and mental models. Snell and Chak (1998) call for a more in-depth examination
to illustrate how democracy and liberation can be effectively fostered within learning
organisations. The relevance becomes evident when analysing this within the context of Ghana's
maternal healthcare delivery sector. Unlike large corporations, the maternal healthcare sector in
Ghana often involves more significant partnerships. The concept of empowerment, highlighted in
these discussions, is especially crucial for a sector that relies on cooperative efforts. It is imperative
to understand how principles of democracy and liberation can be effectively integrated into the
learning processes within healthcare delivery organisations in Ghana. This analysis is pivotal for
ensuring that the adoption of learning organisation principles aligns with the unique dynamics and
partnerships prevalent in the maternal healthcare sector of Ghana.

Except for the largest companies, critical relationships in organisations usually consist of
a small number of employees, customers, and owners. Significant relationships typically involve
a limited number of employees, customers, and owners in organisations, excluding the largest
corporations. Establishing connections for the maternal healthcare sector is vital with various
stakeholders, including employees, clients, government, and other sectors. Given the bureaucratic
nature of the government, which maintains ongoing relationships and funds various sectors, the
learning organisation concept holds the potential to enhance and streamline these interaction
processes. The focus on learning organisation principles within the maternal healthcare sector can
contribute to more effective collaboration and communication among the diverse constituents
involved, ultimately improving the sector's overall functioning and responsiveness to the dynamic
healthcare landscape in Ghana.

In his two competing designs for work organisations, the Bureaucratic Organisation and

the Rapid Response Organisation, Deevy (1995) responds to the objections of Snell and Chak
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(1998). Bureaucratic, mechanical, and stable organisations must be transformed into resilient, self-
renewing entities in which each individual has a stake in the outcome and is not only given the
appearance of participation. According to Deevy (1995), the learning organisation is an adaptive
organisation in which workers are free to think for themselves and solve problems. His five-step
strategy for creating a learning organisation, which he calls the resilient organisation, includes
using vision as the framework for learning, developing a plan, institutionalising learning,
promoting creativity and innovation, and cultivating a perpetual learning culture. Total quality
management (TQM) and organisation process reengineering still need to address the essential
processes required to turn organisations into responsive enterprises, according to Deevy (1995).
Pedler, Burgoyne, and Boydell (1991) take a different approach to the learning
organisation’s evolution than Deevy. Total Quality Management, organisation growth, and the
pursuit of excellence (Peters & Waterman, 1982) are seen as some of the evolutionary phases of
companies, according to them. For example, Pedler et al. (1997) claim that rather than a single
process and independent components, learning organisations combine many factors such as
process, decision-making, tasks, structure, and employees (Moilanen, 2001). In contrast to their
predecessors, Pedler's (1997) work has been expanded beyond developing the learning
organisation concept. Pedler's study has developed an instrument to assess the learning
organisation. Pedler's tool has nine dimensions in its initial stage and eleven in its ultimate
iteration. These include an organisational strategy emphasising learning, an inclusive approach to
policymaking, knowledge, accounting and control, internal exchange, reward systems,
organisational structure, industrial learning, an enabling learning environment and personal
development opportunities for all (Aboukhadra, 2021). Furthermore, Pedler's tool emphasises
employees' position in the organisation rather than only leading or being a learning agent (Jamali
etal., 2009). The peddler's tool is a holistic and all-encompassing organisational tool that includes

operations, structure, strategy, and processes (systems) (Moilanen, 2001).
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Pedler's tool is called the Learning Organisation Questionnaire, and it was employed by
various British companies, according to Jamali, Sidani, and Souein (2009). On the other hand, the
tool has yet to be evaluated and is only focused on increasing learning within the organisation
(Moilanen, 2001). Interviews, workshops, and joint workdays with British companies were used
to design the tool. However, the tool's validity and reliability needed to be statistically verified
(Moilanen, 2001), which was a crucial flaw in the instrument. Watkins and Marsick (1993) state
that a learning organisation's performance depends on senior management's support. Leaders who
model learning are essential in the studies they looked at (Watkins & Marsick, 1996). However,
both Senge (1990) and Watkins and Marsick (1993) believe that adequate progress toward
becoming a learning organisation can begin in the centre or at the bottom of an organisation and
at the top. Because many of these institutions are hierarchical and bureaucratic, this is especially
important in the maternal healthcare delivery sector. Marquardt and Reynolds (1994) and others
(Pedler et al., 1991; Watkins & Marsick, 1996) give the learning organisation a global perspective.
According to them, it is defined as a group of empowered employees who develop new knowledge
and strive for a higher purpose of service. Nineteen characteristics of a learning organisation were
identified by Marquardt (199S). He lists six criteria of a learning organisation in a more recent
paper (Marquardt, 1996). These are the six elements: empower employees, integrate quality
initiatives with quality of life at work, generate open space for learning, stimulate collaboration
and sharing of gains, promote inquiry, and provide chances for continual learning. Instruments
like the one discussed above can assist in addressing Garvin's (1993) and others' (Kerka, 199S;
Belasco, 1998) complaints that the learning organisation literature is too reverent and abstract.

Garvin (1993) established a framework outlining five core practices for creating a learning
organisation: systematic problem-solving, experimenting with new ideas, learning from
experience and history, learning from others' experiences and best practices, and swiftly and

efficiently disseminating knowledge. The emphasis on knowledge-sharing and networking in
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Garvin's learning organisation model holds significant potential for the maternal healthcare sector,
potentially more so than for-profit organisations, in addressing complex health concerns. Maternal
healthcare providers in Ghana already operate within diverse teams and are increasingly
collaborating to achieve their objectives. Effective partnerships and strategic alliances in this
sector necessitate learning from others' experiences and adopting best practices. In contrast to most
of the learning organisation literature's emphasis on positive behavioural changes, Garvin's focus
on learning becomes particularly relevant. This emphasis aligns seamlessly with the needs of
Ghana's maternal healthcare delivery sector, where learning is crucial for overall performance and
survival and the well-being of the workers providing essential services and programs. The
emphasis on a learning organisation approach becomes imperative in this context, emphasising
the continuous improvement and adaptation needed in Ghana's dynamic field of maternal
healthcare.

Different scholars have developed diverse instruments for measuring learning
organisation. Notable among these are the ones developed by Sarala and Sarala (1996) and
Redding and Catalanello (1997), who studied the learning organisation concept and produced
instruments to measure it within organisations. The central feature of these tools is the ability to
determine whether or not an organisation is a learning organisation. These tools have not been
widely used in the literature due to a lack of testing and a comprehensive view. Moilanen (2001)
developed the Learning Organisation Diamond, often known as The Diamond, based on the work
of Sarala & Sarala (1996) and Redding & Catalanello (1997). Moilanen's tool, the Diamond, is
distinguished by its ability to address personnel and organisational levels. Driving forces,
discovering purpose, questioning, empowering, and evaluating are the five primary parts of a
learning organisation covered by the Diamond (Moilanen, 2001). Nonetheless, Marsick and
Watkins (2003) have continued to define the learning organisation idea and investigate a

measurement instrument. According to Marsick & Watkins (2003), learning organisation is a
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capability rather than a condition or procedure that an organisation implements. They say that
learning organisations can receive knowledge, convert it to knowledge, and adjust it to
environmental changes. Other researchers, such as Dirani (2007) and Jamali, Sidani, and Souein
(2009), have made similar arguments and come to the same result.

Creating continuous learning opportunities, promoting inquiry and dialogue, encouraging
collaboration and team learning, establishing systems to capture and share learning, empowering
people toward a collective vision, and connecting the organisation to its environment are all
included in their learning organisation design (Watkins & Marsick, 1993). Marsick and Watkins
(2003) devised a scale to measure learning organisation perception at many levels in addition to
their concept of the learning organisation. The scale, known as the Dimensions of Learning
Organisation Questionnaires (DLOQ) (Moilanen, 2001; Jamali et al., 2009), assesses individual,
group, and organisational perceptions of learning organisations. Furthermore, the DLOQ's full
version assesses organisational performance (Marsick & Watkins, 2003). According to Watkins
and Marsick (1993), the first step in creating a learning organisation is to assess the organisation's
current capacity to learn and change on four levels: Changes in people's behaviour, knowledge,
motivation, and learning capacity; A shift in a group's ability to create and generate new ideas;
Changes in organisational capability for innovation and the creation of new knowledge; Change
in the community's and society's total capacity through work-life quality and other measures. The
model divides those qualities into three categories based on their importance: individual, group,
and organisational.

Watkins and Marsick (1993; 1996) define a learning organisation as capturing,
communicating, and using knowledge to modify how it responds to challenges. The process,
which promotes systems thinking and builds organisational memory, is ongoing. According to
Nonaka and Takeuchi (1995), learning in organisations is a process that amplifies the knowledge

created by individuals throughout the organisation. The individual generates knowledge, which
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the organisation then amplifies. Hayes and Allinson (1998) point out that crisis conditions, such
as changes in the environment or internal problems, are frequently required to set off an
organisation's journey toward becoming a learning organisation. For two compelling reasons,
Watkins and Marsick's model proves particularly fitting for Ghana's maternal healthcare delivery
system. Firstly, the model intricately connects the organisation with its surroundings, emphasising
the importance of environmental sensitivity and a comprehensive understanding of the
environment.

Given that maternal healthcare directly impacts constituents and society, this linkage
establishes a crucial foundation, setting the tone and guiding the mission. Secondly, Watkins and
Marsick's concept goes beyond the organisational boundaries, fostering learning that extends to
benefit society as a whole. This external orientation is particularly significant for Ghana's maternal
healthcare delivery sector, aligning with its overarching goal of positively impacting society. By
emphasising societal learning and extending the benefits of learning beyond the corporation, this
model aligns well with the broader mission and objectives of the maternal healthcare sector in
Ghana.

The learning organisation has been criticised since there has yet to be a clear definition
and few practical studies to prove how the idea works in practice (Belasco, 1998; Garvin, 1993;
Kerka, 1995). The variance among the variables measured is due to discrepancies in
conceptualising organisational learning. Furthermore, there needs to be a comprehensive data
source to make meaningful comparisons. This creates a conundrum because more needs to be said
about the efficacy of one technique over another, the relationships between interventions, or the
performance outcomes. Based on the discussion of learning organisation definitions, models, and
measurement scales in the literature, it can be concluded that, despite the growing understanding
and research of the learning organisation concept in the literature, there is ambiguity surrounding

the concept and its definition (Corby, 2014; Ortenblad, 2015). This uncertainty, on the other hand,
77



attracts scholars to examine the concept and its applicability further. As Ortenblad (2004) argues,
vague and ambiguous thoughts are more adaptive and creative than explicit ones.

Despite the differences in definitions, there are several common elements, such as
continuous learning, knowledge transfer, empowering, structure, challenging the status quo,
mental models, teamwork and learning, shared vision, organisational learning, and improving the
learning process within the organisation. As a result, this study employs Marsick and Watkins'
(2003) definition and model of the learning organisation. The Dimensions of Learning
Organisation Questionnaires are also used as a scale to assess the perception of learning
organisations at various levels. However, while there is a rising awareness of the learning
organisation idea in Western, Far Eastern, and American contexts (Shipton et al., 2013), this effort
was not mirrored in developing country regions, such as Ghana. The literature on learning
organisations in developing nations such as Sub-Saharan Africa, the Middle East, and North
Africa is scarce. For example, Dirani (2009) argues that there is little research on learning
organisations in poor nations, justifying the importance of this study in addressing this gap. There
is a gap in the literature since there has been little research on learning organisations in those
countries. As a result, this study provides an opportunity to contribute to the body of knowledge
by filling in some of the gaps.

Several studies have explored the relationship between learning organisation dimensions
and work-related outcomes, including staff retention and financial performance. Notable
investigations by Joo & Shim (2010), Jamali et al. (2009), Weldy & Gillis (2010), and Dirani
(2010) have delved into these aspects. Additionally, research has examined the applicability of
the learning organisation model in diverse environments and cultures. Shipton, Shou, and Mooi
(2003) explored this model's relevance in different global contexts, although their study did not

directly consider the impact of culture, potentially influencing their conclusions.
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Notably, Retna and Jones (2013) emphasised the role of culture in interpreting findings,
highlighting the importance of cultural considerations in implementing learning organisation
models beyond their original context. In contributing to this discourse, this study examines the
learning organisation in the Ghanaian setting, explicitly considering the cultural aspect. By doing
so, it aims to bridge the gap in understanding how learning organisation principles can be
effectively applied and adapted within the unique cultural context of Ghana, providing valuable
insights for the maternal healthcare sector and potentially informing broader practices in

organisational learning.

2.2 The Concept of Knowledge Management

Depending on the context, the basic concept of knowledge might connote various ideas.
While researchers and practitioners agree on the importance of organisational knowledge, they
disagree on how to define it. This section looks at organisational knowledge typologies, the role

of knowledge in competitiveness, and knowledge management approaches.

2.2.1 Knowledge

Defining knowledge is a complex and contested endeavour, needing a singular,
universally accepted definition. As an abstract concept, knowledge lacks a tangible counterpart in
the real world (Andriessen & Boom, 2007), embodying complexity and carrying diverse meanings
(Nonaka, 1994, p. 15). Terms such as experience, know-how, insight, and capacities fall under the
broad umbrella of knowledge (Chou & He, 2004; Dixon, 2000). However, to comprehend the role
of knowledge within organisations, establishing a consistent definition becomes imperative, given
the diverse perspectives on its significance. The explicit-tacit dichotomous model, which
categorises knowledge based on characteristics like code-ability, availability, and organisational
value, has been extensively explored in the literature (Chou, 2005; Frappaolo, 2006; Noe, 2002;

Nonaka, 1994; Nonaka et al., 2000). This model categorises organisational knowledge into two
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primary forms: explicit and tacit (Chou, 2005; Frappaolo, 2006; Noe, 2002; Nonaka, 1994;
Nonaka et al., 2000).

Explicit knowledge is tangible, easily documented, and often presented as numerical or
factual data (Argyris & Schon, 1978). This knowledge constitutes a significant portion of an
organisation's knowledge base but has limitations in fostering organisational competencies
beyond routine operations (Peace, 2000). Examples of explicit knowledge in the workplace
include sales reports, product specifications, and compensation details. In contrast, tacit
knowledge is subjective, residing within individuals and evolving through personal experiences
(Williams & Sherman, 2002). It is challenging to detect, code, or disseminate because it remains
unspoken, existing in the minds of individuals (Baumard, 1999). Despite its difficulty in
translation, tacit knowledge is the source of existing organizational competencies and the primary

avenue for acquiring new competencies (Paraponaris et al., 2002).

Both explicit and tacit knowledge are essential for organisational functions, and a
comprehensive knowledge management system should manage both (Pemberton & Stonehouse,
2000). Explicit knowledge, being visible and codifiable, is relatively easier to manage, while tacit
knowledge, residing in individuals' minds, poses challenges in description and dissemination
(Polanyi, 1966). A holistic knowledge management system acknowledges the need for both types
(Barney, 1995; Williams & Sherman, 2002). Tacit and explicit knowledge are mutually
reinforcing qualities that are not mutually exclusive but mutually exclusive (Polanyi, 1964). Tacit
knowledge lays the foundation for constructing explicit knowledge, and organisations value both
types, although tacit knowledge is often not explicitly shared (Ford & Chan, 2002; Frappaolo,
2006). Effectively managing both types is essential to maximise the value of intellectual assets
(Cohen, 1998). To delve deeper into the discussion, understanding the explicit-tacit dichotomy is

crucial. Explicit knowledge refers to concrete, codifiable information, such as data presented as
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numbers or simple facts (Argyris & Schon, 1978). It constitutes most of an organisation's available
knowledge and is essential for day-to-day operations. Examples of explicit knowledge include
sales reports, product specifications, and employee compensation data.

On the other hand, tacit knowledge is more elusive, residing within individuals' thoughts
and hearts and evolving through personal experiences (Williams & Sherman, 2002). This type of
knowledge is difficult to detect, code, or disseminate, as it is subjective and not outwardly
articulated, remaining within the individual's mind (Baumard, 1999). Many organisations struggle
to translate tacit knowledge into clear, usable, and valuable knowledge (Bennet & D. Bennet,
2004). However, tacit knowledge is the source of existing organisational competencies and a
significant contributor to knowledge that can be acquired to enhance those competencies (P. et al.,
2002).

The significance of explicit and tacit knowledge becomes more evident when considering
their applications in organisational settings. Being concrete and easily documented, explicit
knowledge is critical for an organisation's daily operations, including routine tasks, decision-
making, and information dissemination (Sack, 1999a). This knowledge is straightforward to
codify, preserve, and disseminate, making it accessible to a broader audience (Sack, 1999a).
Examples of explicit knowledge in the workplace include procedural manuals, databases, and
documented processes. Tacit knowledge, on the other hand, is deeply embedded in individuals'
actions, commitments, and involvement in a specific environment (Nonaka, 1994). This type of
knowledge is less visible and refers to knowledge that exists only in the minds of organisational
employees (Polanyi, 1966). Tacit knowledge is challenging to describe, codify, and distribute
since it is developed by applying personal talents and experiences (Sack, 1999a; Grossman, 2006).
In practice, organisations require both forms of knowledge to support their regular work activities
effectively. Tacit knowledge, encompassing cognitive and technical characteristics, is deeply

intertwined with action, commitment, and involvement in a specific environment (Nonaka, 1994).
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This knowledge is the bedrock of existing organisational competencies and is a primary source
for acquiring additional competencies (P. et al., 2002).

While explicit knowledge is crucial for everyday operational tasks, it has limitations when
developing and expanding organisational competencies (Peace, 2000). The codification and
control of explicit knowledge are essential for routine operations, yet they may not fully capture
the depth of expertise and insights held by individuals within the organisation. Tacit knowledge,
residing within the minds of individuals, is often overlooked or challenging to articulate, limiting
its visibility and accessibility (Polanyi, 1966). The interplay between tacit and explicit knowledge
is essential for organisations aiming to harness the full spectrum of their intellectual assets
(Barney, 1995; Williams & Sherman, 2002). Tacit knowledge, the foundation, is pivotal in
constructing the structure to build and comprehend explicit knowledge (Polanyi, 1964).
Organisations recognise the value of both forms of knowledge, yet tacit knowledge is frequently

not made explicit or shared (Ford & Chan, 2002; Frappaolo, 2006).

Efficiently managing both types of knowledge is vital to maximise the value of intellectual
assets within an organisation (Cohen, 1998). This is particularly pertinent in today's dynamic and
competitive business environment, where knowledge is a crucial driver of innovation,
adaptability, and sustainable competitive advantage. In the healthcare sector, and specifically
within Ghana's maternal healthcare delivery system, explicit and tacit knowledge is of added
importance. The complex and sensitive nature of healthcare delivery requires a comprehensive
understanding of medical procedures, patient care protocols, and evolving health practices —all of
which are aspects of explicit knowledge. This knowledge's codification and effective
dissemination are critical for ensuring the quality and consistency of healthcare services.
Simultaneously, the tacit knowledge healthcare professionals hold, encompassing their

experiential insights, clinical intuition, and interpersonal skills, is invaluable. Tacit knowledge is
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crucial in decision-making, especially when standardised procedures may not fully capture the
nuances of individual patient needs or emergent medical conditions. Tacit knowledge becomes
particularly relevant in the dynamic and unpredictable realm of healthcare, influencing patient-
centred care and improving outcomes.

Recognising the interdependence of tacit and explicit knowledge in healthcare,
specifically in maternal healthcare in Ghana, is pivotal. A comprehensive knowledge management
system that acknowledges and leverages both forms of knowledge can enhance the effectiveness
of healthcare delivery, improve patient outcomes, and contribute to the ongoing professional
development of healthcare providers. The dichotomy between tacit and explicit knowledge
underscores the nuanced nature of knowledge within organisational contexts. Explicit knowledge,
visible and codifiable, facilitates routine operations and information dissemination. Tacit
knowledge, residing within individuals, is more elusive, evolving through personal experiences
and contributing to organisational competencies. Both forms of knowledge are essential, and their
effective management is critical for organisational success, particularly in dynamic sectors such
as healthcare. In the context of Ghana's maternal healthcare sector, understanding and leveraging
explicit and tacit knowledge can enhance the quality and responsiveness of healthcare services,

ultimately benefiting both healthcare providers and the communities they serve.

2.2.2 Knowledge Management Systems
Knowledge management, in general, is a multifaceted process that involves identifying, collecting,
developing, disseminating, employing, and storing valuable knowledge in organisations (Biichel
& Probst, 2000; Yen, 2001). Knowledge management is known as obtaining, preserving, and
disseminating organisational knowledge (Davenport & Prusak, 1998). Organisations frequently
develop knowledge Management methods to make internal sources of knowledge accessible to

their employees, typically backed by Knowledge Management Systems (Roy & Roy, 2002). The
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process of acquiring knowledge begins with identifying helpful knowledge and progresses via
developing systems that aid in gathering and creating that knowledge. Knowledge storage
necessitates an organisational structure that allows employees to access and use knowledge
quickly. Knowledge dispersion also entails the development of a system that encourages, enables,
and stimulates the application of stored organisational knowledge in everyday tasks (Simmonds et
al., 2001). Knowledge-sharing behaviours primarily support knowledge acquisition and dispersion
processes, which is vital to mention (Armistead, 1999). Furthermore, knowledge storage processes
are frequently supported by technological structures known as knowledge management systems
(Silver, 2000). Knowledge Management includes dealing with both explicit and implicit
knowledge.

The organisation must manage both tacit and explicit knowledge through systematic and
precise methods for acquiring, organising, sustaining, applying, sharing, and renewing both forms
of knowledge to improve organisational performance and create value (Bhirud et al., 2005).
Collaboration, organisational learning, best practices, workflow, intellectual property
management, document management, a customer-centric emphasis, and effective data use are all
common themes in knowledge management organisations (Milam, 2001). In its ideal state, a
knowledge management system effectively organises and disseminates knowledge while
encouraging the generation of new knowledge (Bhirud et al., 2005; Gorelick & Tantawy-Monsou,
2005). It also taps into communal knowledge and fosters responsiveness and innovation by
bringing people together to share diverse perspectives and experiences (Frappaolo, 2006).
Expertise management brings people with different viewpoints together to look at specific
challenges, and by encouraging people to share their knowledge, a better solution can be found.
Organisations without proper knowledge management may overlook countless good practices,
repeat mistakes, and lose what staff learn from customers, partners, or competitors, resulting in

knowledge that could be enhanced, shared, and reused (Gorelick & Tantawy-Monsou, 2005).
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These systems often represent the structures, methods, and tools that manage and often
centralise an organisation's knowledge (Evans & Wruster, 1999). Knowledge Management
systems are often designed in one of three ways (Hauschild et al., 2001; Grossman, 2006).
Knowledge management systems are often technology-driven structures that allow vast amounts
of data to be coded, stored, and quickly disseminated (Cross & Baird, 2000; Davenport, 1994).
This encompasses technological, sociological, and techno-social elements. Researchers frequently
identify the techno-social approach as the most effective Knowledge Management system design
because of its capacity to accommodate both explicit and implicit kinds of knowledge (Hauschild
etal., 2001).

Organisations that want to establish Knowledge Management Systems usually start by
expanding their current Knowledge Technology capabilities (Brown & Duguid, 2000). These
organisations generally make structural changes to their data warehouses, network directories, and
messaging systems to facilitate knowledge-management activities. However, notwithstanding
structural soundness, two things limit an organisation's ability to improve its competitiveness
(Polanyi, 1966). The first is the difficulty of building a successful system as an extension of
another created for a completely different purpose. IT executives are frequently unprepared to
imagine, construct, and support knowledge systems (Gupta & Govindarajan, 2000). Second,
technology systems have limitations when storing and disseminating tacit knowledge. As a result,
these organisations' ability to use internal learning as a source of new knowledge growth is limited
(Roy & Ray, 2002).

To address the constraints and shortcomings that plagued purely technology approaches
to knowledge management, socially driven Knowledge Management systems were developed
(Tasi, 2001). As a result, social system designers place a premium on acquiring and disseminating
tacit knowledge through social interactions like formal and informal communication and

collaboration (Gupta & Govindarajan, 2000; Hansen et al., 2005). The model assumes that
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collaborative social interactions are the only method to acquire and disseminate tacit knowledge
(Amrit, 2003; Barney, 1995). However, these systems, like technology approaches, have two
drawbacks. First, available knowledge is constrained to an organisation's immediate social circle
since socially oriented Knowledge Management systems rarely provide a mechanism for
centralising knowledge (Tasi, 2001). Second, in socially driven Knowledge Management systems,
there is a lack of attention to explicit knowledge (Spender, 1996). Regular work-related actions
(responses) require a combination of explicit (i.e., complex knowledge) and tacit knowledge (i.e.,
expertise) since tacit knowledge is the primary source of organisational competencies
(Edmondson et al., 2003). Large and multinational enterprises have rejected social Knowledge
Management systems due to their limited formality and inability to cross structural and
geographical borders (Lee & Peterson, 2000).

Socio-technological systems are designed to take advantage of the strengths of both social
and technical techniques while also addressing the limits of each system. These systems include
technical structures such as data warehouses and a comprehensive staff directory to consolidate
and categorise explicit and tacit knowledge. While it is obvious that tacit knowledge cannot be
maintained centrally, employee directories are constructed to serve as a central reference point for
identifying people based on their specialised knowledge (Kesner, 2003; Tasi, 2001). As a result,
these technical solutions assist in locating knowledge sources and establishing communication
links (e.g., messaging, conferencing) among different individuals in an organisation. Once
connections have been made, collaborative activities are used to transfer and create new tacit
knowledge (Roy & Roy, 2002). In an ideal world, every organisation would use a sociotechnical
approach to knowledge management (Davenport, 1994). On the other hand, financial, structural,
and cultural constraints frequently limit an organisation's ability to sustain these systems

(DeTienne & Jackson, 2001). As a result, most organisations opt for ways that are polarised
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toward the technological or social extremes, limiting their ability to effectively employ their

knowledge resources (Williams & Sherman, 2002).

2.2.3 Knowledge Management Capabilities
In today's global economy, knowledge has become one of the only sustainable sources of
competitive advantage. Specific specialised expertise can significantly impact an organisation’s
performance and serve as a competitive advantage. Knowledge has long been regarded as the
primary source for developing organisational core skills and the foundation for long-term
prosperity (Grant, 1996). Organisational capability refers to an organisation's ability to deploy
resources, usually in tandem, through organisational processes to achieve a specific goal (Amit &
Schoemaker, 1993, p. 35). According to Grant (1991), capabilities entail intricate patterns of
coordination between individuals and between people and external resources (p. 122), and a
capability is fundamentally a routine or a collection of interacting routines. An organisational
routine is a regular and predictable pattern of coordinated behaviours, and the organisation can be
thought of as a massive network of routines. The effectiveness with which a knowledge-based
organisation manages knowledge is critical to its performance. Organisations can improve their
competitive advantage by effectively and correctly applying knowledge. Knowledge management
capabilities are necessary to facilitate knowledge management. By integrating and combining
various resources and activities, these capabilities help create knowledge and positively impact
competitive advantage, knowledge management effectiveness, and organisational effectiveness
(Aujirapongpan et al., 2010; Masa'deh et al., 2017). This is further backed up by Nielsen (2006),
who said that organisations functioning in dynamic environments need to have strong Knowledge
Management capabilities to create and support work habits and routines, adapt to shifting

conditions, and maintain competitive advantage.
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While many organisations have engaged in improving knowledge management, Gold,
Malhotra, and Segars (2001) found that many of those projects have remained in the realm of
knowledge projects, which contribute little to product and service innovation. Knowledge
management, encompassing the processes of recognition, creation, transformation, and
dissemination of knowledge, is fundamental for organisational success (Gold, 2001). The
organisational ability to effectively recognise, generate, transform, and share knowledge is a
knowledge management capability (Gold et al., 2001). Dawson (2000) defines knowledge
management capability as the proficiency in deploying knowledge resources and executing
knowledge processes to attain organisational goals. Processes within organisations that foster the
gathering, storing, safeguarding, and sharing of knowledge are encapsulated in knowledge
management capabilities (Lin, 2013). The evolution from knowledge management to knowledge
management capabilities is challenging, requiring developing skills enabling organisations to
perceive, produce, transform, and disseminate knowledge effectively (Gold, 2001). Gold,
Malhorta, and Segars (2001) present a model that delineates two components of knowledge
management capabilities: knowledge infrastructure capability and knowledge process capability
(Figure 5). The former encompasses acquisition, conversion, application, and protection, while the

latter involves technology, structure, culture, and incentives (Figure 2.1).

This study focuses on knowledge management infrastructure capabilities, highlighting two
essential competencies: structure and technology (Gold et al., 2001). Knowledge infrastructure
management is responsible for creating an infrastructure conducive to knowledge generation and
sharing, whether IT or non-1T (Carrillo et al., 2003). Adequate technological and organisational
infrastructures increase the likelihood of successfully implementing knowledge management

projects within organisations (Davenport et al., 1998). Gold, Malhotra, and Segars (2001)
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emphasise technology, structure, and culture as the three fundamental building blocks of
knowledge infrastructure capabilities. In the context of knowledge management, which often
demands substantial time and effort, ensuring that employees supporting these activities are pretty
rewarded (Iftikhar, 2003). Incentives motivate employees to engage in knowledge management
procedures actively, necessitating judicious use by organisations. The original knowledge
management capabilities framework includes the fourth feature of knowledge infrastructure

capability—incentives.

Relating this discussion to the healthcare sector, particularly Ghana's maternal healthcare
delivery system, underscores its relevance and significance. Effective knowledge management
infrastructure capabilities are paramount in healthcare, where accurate and timely information can
impact patient care outcomes. In the Ghanaian context, where maternal healthcare providers face
unique challenges, having a robust knowledge infrastructure becomes crucial. As a core
competency within knowledge management infrastructure capabilities, structure implies the need
for well-defined organisational structures within the healthcare system. Delineated roles,
responsibilities, and communication channels facilitate the flow of critical medical knowledge,
ensuring that healthcare professionals are well-informed and can deliver optimal care. Technology
is equally essential, especially in a healthcare setting. Adopting advanced healthcare technologies

ensures medical knowledge's efficient capture, storage, and dissemination.

In Ghana's maternal healthcare sector, where access to advanced technology may vary,
strategic investments in technological infrastructure can bridge gaps, improve communication, and
enhance overall healthcare delivery. Moreover, Ghana's healthcare landscape's cultural and
contextual nuances necessitate a tailored approach to knowledge management infrastructure
capabilities. The unique challenges and opportunities in maternal healthcare require a structure and

technology that align with the specific needs of the Ghanaian population. Including incentives in
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the knowledge management capabilities framework is particularly pertinent to the healthcare
sector. Fairly rewarding healthcare professionals who actively engage in knowledge management
activities is crucial for sustaining a culture of continuous learning and improvement. Incentives can
motivate healthcare providers to contribute to knowledge creation, dissemination, and utilisation
actively, ultimately benefiting the quality of maternal healthcare services in Ghana. The discussion
on knowledge management infrastructure capabilities, emphasising structure, technology, and
incentives, underscores these competencies' critical role in optimising healthcare delivery. Linking
this to Ghana's maternal healthcare sector highlights the need for a tailored approach that considers
the specific challenges and opportunities within the healthcare landscape. By fostering robust
knowledge infrastructure capabilities, Ghana can enhance the effectiveness of maternal healthcare

services, ultimately improving outcomes for healthcare providers and their communities.

Technology

Knowledge Infrastructure
Capability

Structure —>

S

Figure 2.2: The modified framework of Knowledge Infrastructure Capabilities.

(Cho, 2011). Knowledge management capabilities and organisational performance)

Knowledge process capability is critical for leveraging knowledge management
infrastructure capabilities, and it should be performed regularly, consistently, and flexibly to

maximise knowledge management operations (Grant, 1996; Khalifa & Liu, 2003). Knowledge
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management process capability involves getting vital knowledge and effectively keeping
knowledge and knowledge to assist employees' efforts to perform more effectively (Fan et al.,
2009). Acquisition, conversion, application, and protection are the four sub-processes that make

up the knowledge process capability.

@

Application

Figure 2.3: The modified framework of knowledge process capabilities.

Knowledge Process

Capability

(Cho, 2011). Knowledge management capabilities and organisational performance)

Because knowledge has become one of the few long-term sources of competitive advantage and is
critical in today's global economy, certain specific knowledge will undoubtedly significantly
impact the performance of Ghana's maternal healthcare sector. It will serve as an asset that will set
it apart from its competitors. Knowledge is the primary source for developing basic capabilities in
the sector and the foundation for its long-term profitability. The sector's performance is primarily
determined by how well it manages knowledge. Knowledge infrastructure management provides
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insight into the infrastructural environment required for the maternal healthcare delivery sector to
produce knowledge and exchange capabilities, whether information Technology or non-
information technology. This indicates that the maternal healthcare delivery sector must develop
powerful knowledge generation tools for knowledge gathering, synthesis, and development.
Additionally, the sector needs to develop codification tools to codify tacit and explicit knowledge
into a transportable format that can be accessed and communicated. The sector requires transfer
technologies to bridge the temporal, physical, and social gaps in knowledge sharing and

distribution.

Other knowledge management enablers, such as organisational culture, structure, and
organisational strategy, must be created for these tools to be appropriately optimised. This means
that the maternal healthcare delivery sector must purposefully build an organisational structure that
facilitates knowledge activities, create a flexible structure that facilitates the sharing and
collaboration across organisational and supply chain boundaries, and promote and adjust its culture
to effect desired outcomes. There are both knowledge providers and knowledge seekers in the
maternal healthcare sector. The sector should make knowledge available to knowledge searchers.
Given the importance of knowledge as a source of competitive advantage in the economy, the
maternal healthcare sector must create methods for managing and motivating employees to share

their expertise.

Knowledge transfer and sharing are unlikely to occur regularly if no standardised incentive
scheme exists for knowledge suppliers. Furthermore, standardised incentive systems aid in
institutionalising knowledge-sharing behaviour, ensuring it gets ingrained in organisational culture
(APQC, 2001). Whatever incentives (monetary or non-monetary) employed by the sector, they
should stimulate and encourage knowledge exchange, increase productivity, and reinforce positive

daily behaviours (APQC, 2001; Evaristo, 2005; Gammelgaard, 2007; Sanches, 2005; Stajkovic &
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Luthans, 2001; Suresh, 2002; Wolfe & Loraas, 2008). The right incentive system must be
compatible with existing knowledge management rules and practices and organisational culture
(Walker, 2006). Balancing people and technology, developing and cultivating a knowledge
environment, merging technology and organisational design, managing tacit knowledge, and
establishing a flexible and modular organisational structure are all essential aspects of knowledge
infrastructure capabilities (Gold, 2001). In the intricate landscape of Ghana's maternal healthcare
sector, it becomes evident that relying solely on knowledge infrastructure capability would be
insufficient to maximise the efficacy of knowledge management operations. While knowledge
infrastructure capability lays the foundation, the integration of knowledge process capability
becomes the linchpin for successful knowledge management processes, including acquisition,
conversion, application, and preservation of knowledge. Gold (2001) delineates that knowledge
process capability encompasses a spectrum of functions crucial for effective knowledge
management. These functions include the capacity to integrate, coordinate, acquire, produce, apply,
organise, convert, retain, and protect knowledge. Each facet of knowledge process capability plays
a distinct role in ensuring that knowledge is acquired, effectively utilised, retained, and

safeguarded.

Knowledge process capability becomes paramount in the context of maternal healthcare
delivery, where timely and accurate information directly impacts patient outcomes. The capacity
to seamlessly integrate and coordinate knowledge across various healthcare processes ensures a
holistic approach to patient care. Acquiring up-to-date medical knowledge, its effective conversion
into actionable insights, and its application in clinical settings are imperative for providing quality
maternal healthcare. Furthermore, the organisational ability to organise and retain knowledge
becomes crucial in the dynamic and fast-paced healthcare delivery environment. The preservation

of knowledge and the capacity to protect sensitive medical information is vital for ensuring patient
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confidentiality and compliance with healthcare regulations. For optimal knowledge management
results in the maternal healthcare sector, it is imperative to synergise knowledge process
competence with knowledge infrastructure capability. Integrating these capabilities creates a
comprehensive framework that addresses the entire spectrum of knowledge management—from
its acquisition to its application and preservation. This holistic approach ensures that healthcare
providers in the maternal sector are equipped with the necessary information and possess the
capabilities to effectively utilise and safeguard this knowledge for the benefit of patients. In
summary, while knowledge infrastructure capability lays the groundwork, the harmonious
integration of knowledge process capability propels knowledge management to its zenith in the
maternal healthcare sector. This integrated approach enhances the efficiency of healthcare
processes. It contributes to improved patient care outcomes, making it an indispensable component
of successful knowledge management operations in the unique context of maternal healthcare

delivery.

2.3 The Concept of Organisational Culture

Organisational culture gained traction in the early 1980s as a significant factor of overall
organisational performance (Hofstede, 2001). Despite its growth, the notion is still challenging to
describe and recognise. How employees interact, work, act, and relate to one another within and
beyond the organisation is called organisational culture (Lee & Peterson, 2000). Culture was
identified by Osland, Kolb, and Rubin (2000) as a pattern of shared values and beliefs that generate
certain behavioural norms. According to Andrew and Yate (2002), organisational culture is a set
of members' shared values, opinions, and understandings. According to Tucker (2001),
organisational culture is characterised as an organisation's beliefs, practices, goals, and paradigms,
and its universal presence within an organisation can influence the implementation of

organisational change.
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According to Dickson et al. (2000), the values and beliefs of leaders and sector characteristics are
the sources of organisational culture. According to Schein (2004), organisational culture comprises
the leaders' beliefs, values, and assumptions, old employees' learning experiences, and new
employees' attitudes, values, and assumptions. Want (2006) proposed a host of organisational
attributes as the main characteristics of an organisation's culture. They include the mission and
strategy of the organisation, leadership and management style, communication strategy and
decision-making style, organisation design and organisational structure, organisational behaviour,
knowledge and competence, organisation and organisational interventions, innovation and risk-

taking, performance, and change readiness.

Establishing a solid culture is essential for creating learning organisations. To put it another
way, organisational learning necessitates a learning culture that involves, among other things, a
dedication to learning and dependable research, openness and clarification, subject direction and
leadership, accountability and liability (Malek-poor Gol Sefidi, 2006). Overall, culture promotes
and facilitates learning and entrepreneurship in a learning organisation. It promotes science, debate,
risk-taking, and gaining experience among researchers. It allows recognition of errors to be seen as
an opportunity for the organisation to learn. Masudi Nadushan & Javan Shargh, 2005). According
to the American Productivity & Quality Centre (APQC; 1999), organisational culture influences
behaviour, decision-making, and the organisation’s approach to markets, customers, and suppliers,
as well as the combination of shared history, expectations, unwritten rules, and social mores that
affect behaviour across the organisation. Because organisational culture encompasses values,
conventions, assumptions, and other visible behaviours, it is critical to promote and adjust it to

influence desired outcomes (Cox, 1993; Khan, 2005).

According to Buck (2004), Knowledge Management deploying technology and software

is not enough to promote innovative and productive organisational changes, but it is required to
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achieve cultural changes. In a knowledge-based economy, most organisations want to foster a
culture of knowledge sharing to respond swiftly to critical situations and achieve a competitive
advantage (Chong et al., 2000). Organisational knowledge and culture are inextricably interwoven,
according to De Long (1997), and advances in how an organisation develops, transfers, and applies
knowledge are rarely feasible without changing the culture to promote new behaviours. Knowledge
management is a process intricately shaped by cultural influences, emphasising the crucial role of
organisational culture in fostering a conducive environment for knowledge creation and sharing
(Gold et al., 2001; Iftikhar, 2003; Pauleen et al., 2007). Various cultural elements, including
organisational visions, mission statements, awards, and knowledge services, need alignment to
support a culture that promotes sharing and collaboration (Chong et al., 2000). Organisational
culture stands out as a potent influencer of behaviour, capable of facilitating or hindering
knowledge management initiatives (Cummings & Worley, 2005; Iftikhar, 2003). A shared culture
significantly contributes to an organisation's effectiveness, particularly in stable contexts. The
values, beliefs, and work systems embedded in corporate culture are pivotal in promoting or
inhibiting learning, which is essential for knowledge creation and sharing (Leonard, 1995; Alavi
& Leidner, 2001; Gold et al., 2001). As a result, organisational culture is considered the most

critical factor in effective knowledge management and organisational learning.

To enhance the implementation of knowledge management, organisations must commit to
defining knowledge management strategies, cultivating a supportive culture, and adopting suitable
IT technologies and methodologies. Research by Chang and Lee (2007) delved into the impact of
organisational culture and knowledge management practices on organisational learning,
highlighting the positive influence of an innovative and supportive culture on knowledge
acquisition. Recognising that organisational culture can be a significant obstacle to knowledge

generation, managers face the challenge of identifying cultural traits that facilitate the rapid
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allocation of new knowledge (DeLong & Fahey, 2000). According to Tai (2005), the successful
application of knowledge management is particularly well-suited to a culture that encourages
information sharing and transparency. This emphasises the importance of fostering a culture that

values open communication, collaboration, and the free flow of information.

In the context of the healthcare sector, especially in Ghana's maternal healthcare delivery
system, where effective communication and knowledge sharing are critical for providing quality
care, cultivating a supportive organisational culture becomes imperative. In conclusion, the
interplay between knowledge management and organisational culture underscores the need for a
cultural environment that nurtures openness and collaboration. For the healthcare sector, aligning
organisational culture with knowledge management practices is essential to overcoming challenges
and ensuring the efficient sharing and application of medical knowledge. By emphasising the
cultural aspects of knowledge management, organisations can create an environment conducive to
continuous learning, ultimately enhancing the quality of healthcare services, a crucial consideration

for Ghana's maternal healthcare delivery system.

2.4 Concept of Organisational performance

Work procedures, team and group communication and interaction, organisational culture and
image, policies, leadership, climate for innovation and creativity, loyalty, and the economic and
organisational environment all contribute to organisational effectiveness (Haworth, 2007). An
organisation's performance must be constantly improved. Organisational performance can be
measured in both financial and nonfinancial terms. Financial components of organisational
performance, such as net earnings and returns on investment, are associated with seeking short-

term fixes over long-term strategic goals. In contrast, nonfinancial aspects are associated with
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product quality, work practices, and customer pleasure. Nonfinancial aspects are frequently
subjective and prone to change, making them difficult to monitor and manage (Andrews, 1996).
Financial data has traditionally been used to assess organisational performance; however, financial
measurements specify the outcomes of previous activities and are typically presented at the end of
projects, so there is no immediate feedback when a problem arises. In this respect, a single financial
performance measurement would not support the organisation's continual improvement and
innovation (Kaplan & Norton, 1992). According to many studies, traditional financial accounting
methods such as return on investment, earnings per share, and return on assets produce limited

returns in terms of continual improvement and innovation (Huang, 2009; Kaplan & Norton, 1992).

Measuring a health system's performance is critical for developing systems that are
efficient, egalitarian, patient-centred, accessible, and long-lasting. Due to changes in government
policy, hospitals are now confronted with higher environmental unpredictability and need to
respond to quick changes in the requirements of stakeholders such as patients, staff, communities,
and shareholders (McDonald, 2012; Kantabutra, 2011). Stakeholders have higher expectations than
in the past for better care and services (Chang et al., 2010). Financial performance measurements
alone may not be sufficient for evaluating performance and preparing for an organisation's future
in highly uncertain circumstances (Hoque, 2004). For example, public health systems that spend

more money do not always perform better.

The assertion that enhanced performance does not solely correlate with increased financial
resources underscores a critical aspect of organisational dynamics within the healthcare sector
(Nuti et al., 2011). While financial metrics offer tangible assessments, they often neglect essential
dimensions such as responsiveness to patient needs and service process enhancements (Baird &
Appuhamilage, 2017). In Ghana's context of maternal healthcare, where resource allocation is often

constrained, this understanding holds profound relevance. Ghana's maternal healthcare sector faces
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multifaceted challenges, including resource scarcity and infrastructural limitations. While financial
investments are undoubtedly necessary, they alone cannot guarantee improved outcomes. They
neglect nonfinancial dimensions in pursuing fiscal targets, which impedes progress and innovation.
In Ghana, where maternal mortality rates remain high, overlooking crucial aspects such as
responsiveness to patient demands and service process improvements could exacerbate existing

healthcare disparities.

Kaplan and Norton (1992, 1996) advocate for a balanced approach to performance
measurement, encompassing financial, client, internal process, and learning and growth
perspectives. This holistic view aligns with the evolving landscape of healthcare delivery,
emphasising the interconnectedness of various organisational facets. In Ghana's maternal
healthcare context, where systemic challenges demand comprehensive solutions, adopting a
balanced performance measurement framework becomes imperative. Lee and Yang (2011)
emphasise the need to integrate nonfinancial performance measures alongside traditional financial
metrics. In Ghana, where maternal healthcare outcomes are influenced by diverse factors ranging
from access to quality of care, a singular focus on financial indicators is inadequate. By
incorporating measures that capture patient satisfaction, process efficiency, and organisational
learning, Ghana's healthcare institutions can better address the complexities of maternal healthcare

provision.

The complexity of organisational performance measurement presents a significant
challenge, particularly in dynamic sectors like healthcare. Cui and Hu (2012) highlight the
importance of variable selection in defining organisational performance. In the context of Ghana's
maternal healthcare, this underscores the need for tailored metrics that reflect the unique challenges
and priorities of the sector. Embracing a nuanced understanding of performance measurement

enables healthcare stakeholders in Ghana to drive targeted interventions and allocate resources
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effectively. The discourse on organisational performance transcends mere financial metrics,
encompassing a spectrum of dimensions essential for sustainable healthcare delivery. Within the
context of Ghana's maternal healthcare sector, integrating nonfinancial performance measures is
indispensable for addressing systemic challenges and improving outcomes. By embracing a
balanced approach to performance measurement, Ghana's healthcare institutions can navigate the
complexities of maternal healthcare provision and advance towards equitable and accessible

services for all.

There appears to be a lack of consensus regarding assessing organisational performance
and performance in the literature (Cui & Hu, 2012). Some researchers (Hermalin & Weisbach,
2003; Richard et al., 2009) defined organisation performance as ‘financial and accounting
performance’. Specifically, variables, including the rate of growth in profit margins and the rate of
growth in sales, were identified as the performance indicators. Other metrics include average gross
income increase, workers' quantity increase, stock price shift and organisation net income variance
(Cui & Hu, 2012). Other researchers have considered the organisational environment a good sign
of job performance (Patterson et al., 2005), finding that leadership, clear work duties, recognition,
and complex tasks improve job participation. Nonfinancial indicators were found to be of high
utility value to the measurement of the concept (Calori & Sarnin, 1991; Elci et al., 2007). Employee
job satisfaction, customer satisfaction and reviews, employee turnover rate, and product/service
quality, among others, have all formed part of organisation performance metrics (Cui & Hu, 2012).
Because intangible knowledge components are positively associated with future financial
performance (Wilcox & Seithaml, 2003), knowledge is also essential for an organisation's long-

term performance (Banker et al., 2000).

As a result, in today's fast-paced organisation world, achieving intangible performance in

addition to financial performance is critical to ensuring an organisation's long-term viability. Others
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(e.g., Bagossi, Verbeke, and Gavino, 2003 cited) also defined organisational performance metrics
in terms of in-role and extra-role performance that are also nonfinancial. The in-role performance
entails nurturing partnerships, promoting sales and co-operate communications, and the extra-role
performance is defined by behaviours, including organisational citizenship behaviour and civic
virtue (Bagossi et al., 2003). Several other variables that can fall under financial or nonfinancial
indicators also form part of the organisational performance metrics. They include value addition
(Tobin, 1969), management and governance practices, including independence of governance
boards (Hermalin & Weisbach, 2003), resource usage, and service quality, Ogaard, Larsen and
Marnburg, 2005). Researchers have recommended that employee perception and retention be
included among the dimensions to be examined in performance management systems. Employee
satisfaction is crucial because happy employees are more productive, creative, and passionate

(Judge et al., 2001).

2.4.1 Assessing organisational performance
The Balanced Scorecard is one of the most widely used instruments for assessing organisational
performance. It combines a financial assessment that may disclose the outcomes of previous
actions and nonfinancial measurements that can help drive future financial performance (Kaplan
& Norton, 1992). The Balanced Scorecard was first introduced by Kaplan and Norton in 1992, and
it has become a key focus of performance evaluation in recent years (Niven, 2002). It is a critical
performance measuring technique focusing on the organisation's internal and external performance
indicators. As a result, the Balanced Scorecard is an essential instrument for tracking organisational
strategic goals and assessing their viability (Huang, 2009; Kaplan & Norton, 1996, 2001a). In most
organisations, the Balanced Scorecard continues to be a successful performance evaluation tool
because it concisely measures the four areas of an organisation's performance. The Balanced

Scorecard is now widely regarded as a more comprehensive measure of organisational
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performance than traditional financial metrics. Learning and growth, internal organisation
processes, and consumer and financial perspectives are all part of it. Organisations can combine
long-term strategic objectives with short-term action by combining financial and nonfinancial data,
allowing managers to assess multiple interrelationships and causal consequences (Huang, 2009;

Kaplan & Norton, 1996).

The Balanced Scorecard is a valuable measurement tool for achieving strategic alignment
and planning by integrating financial and nonfinancial components of organisational performance
(Huang, 2009; Kaplan & Norton, 1996; Niven, 2006). According to Kaplan and Norton (1996), the
Balanced Scorecard should be flexible and adaptable to each organisation's specific needs. It should
be tailored to an organisation's objective, strategy, and culture rather than being utilised as a generic
template for all organisations. Because the Balanced Scorecard is tailored to each organisation's
needs, it rarely delivers a cohesive, sector-wide perspective with unambiguous recommendations
(Jensen, 2001). Furthermore, because the Balanced Scorecard is tailored, it frequently focuses
solely on an organisation’s strengths, obscuring areas that need to be improved (Federal Chief

Knowledge Officers Council et al., 2004).

The balance of financial and nonfinancial data shows that the Balanced Scorecard was
created to address the shortcomings of previous performance measuring tools by combining them
with nonfinancial drivers for future performance (Niven, 2002). Nonfinancial assets, organisational
relationships, and organisational competencies and capacities all contribute to the likelihood of
performance in today's organisational climate (Kanji & S4, 2002; Kaplan & Norton, 1996). In order
to measure organisational organisation performance, nonfinancial variables have become more
significant (Kanji & Sa, 2002). When the organisation environment is complicated, Kaplan and
Norton (2001b) argue that no single measure can give a performance target or focus on the essential

areas of the organisation. However, managers should be able to measure their performance in

102



numerous organisational areas. The organisation's internal and external constituents are balanced,
indicating that the Balanced Scorecard is the performance metric that balances its internal and
external features against its finances and innovation (Niven, 2002). All organisational activities and
procedures directly linked to the fulfilment of organisational goals and objectives are included in
the internal elements of organisational performance. On the other hand, the external dimensions of
organisational performance are concerned with customer-related concerns or the customer's

perspective (Meyer, 2002; Niven, 2002).

The customer-related aspect of organisational performance is the first aspect of the
balanced scorecard. The customer-related perspective primarily concerns the organisation's
external customers (Kaplan & Norton, 1996; 2001a; 2001b). The customer-related perspective's
primary goals are to determine how the organisation is perceived by its customers and how well it

serves its customers to achieve organisational goals (Huang, 2009; Kaplan & Norton, 1996).

Niven (2006) suggested assessing the customer-related perspective using three value
indicators: operational excellence, product leadership, and customer intimacy. Operational
excellence can refer to an organisation's efforts to reduce inefficiencies and defects while achieving
high value and quality. Product leadership can be attained by providing unique services/products
that set it apart. Customer intimacy metrics concern the relationship between an organisation and
its customers. The second aspect is the internal organisation aspect of organisational performance.
Internal organisation processes, decisions, and actions that occur throughout an organisation
frequently result in excellent customer service. According to Smith (2006), the internal
organisation process perspective can define the present organisation process and its contributions

to the organisation’s performance.
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The internal organisation viewpoint measures the processes, choices, and activities that occur
inside the organisation to meet its consumers' expectations (Kaplan & Norton, 1992). From the
internal organisation perspective, Niven (2006) proposed four metrics: operations management,
customer management, innovation, and regulatory and social. The features of basic, routine, and
day-to-day procedures connected to an organisation's core competencies are measured by
operations management metrics, such as quality control processes, cycle time from application to

funding, throughput time, and planning processes (Niven, 2006).

The learning and growth aspect of organisational performance is the third aspect of the
balanced scorecard. The learning and growth viewpoint addresses intangible components of
organisational performance. Because enterprises' basic capabilities are no longer applicable in a
continually changing organisational environment, a competitive organisational climate necessitates
organisations to evolve and learn consistently. Companies must be able to learn and evolve as new
risks and opportunities occur regularly (Kaplan & Norton, 1996). The ability to innovate, improve,
and learn is closely tied to an organisation's value, and this ability leads to the launch of new
products, more customer value, and improved operational efficiencies, all of which can lead to

greater market penetration and higher revenue and profits (Kaplan & Norton, 1992).

Human capital, information capital, and organisational capital metrics are three variables
to examine when measuring learning and growth perspectives, according to Niven (2006). Human
capital metrics are concerned with the development of employees' abilities and skills and how they
relate to their productivity. Information capital metrics are concerned with whether or not an
organisation provides its personnel with specific physical and intangible instruments, as well as
specific access to information, in order for them to complete their tasks. Staff satisfaction,
employee alignment with organisation goals, and a healthy lifestyle are all organisational capital

measurements.
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The financial aspect of organisational performance is the fourth and final aspect of the scorecard.
According to Brown (2007), the financial perspective is directly tied to organisational sales volume,
revenue growth, new customer entry, and financial target growth. This link means that increases in
sales and income can be converted into increased overall organisational growth. As a result, the
financial viewpoint is a simple performance measuring tool that includes components of intangible
growth that have financial implications, such as the acquisition of new customers and a rise in sales

prospects and market share, in addition to revenue growth (Brown, 2007).

The primary objective of this research is to examine the impact of learning organisation
dimensions, knowledge management, and organisational culture on the performance of Ghana's
maternal healthcare delivery sector. Additionally, the study seeks to assess whether investments in
knowledge management translate into enhanced organisational performance and profitability
within this sector. The research employs standardised and unified organisational performance
measures, encompassing financial and nonfinancial perspectives, to achieve this goal. A
comprehensive organisational performance measurement tool is essential for discerning the
influence of knowledge management capabilities, learning organisation characteristics, and culture
on organisational outcomes. Given the unique challenges faced by Ghana's maternal healthcare
delivery sector, the research integrates financial and nonfinancial viewpoints into its performance
assessment framework. A concerted effort has been made to construct a generalised measuring tool
that aligns with fundamental organisational performance indicators. This approach ensures a
nuanced understanding of how knowledge management, learning organisation dimensions, and
organisational culture contribute to the overall effectiveness of maternal healthcare institutions in

Ghana.
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The selection of organisational performance metrics draws inspiration from the balanced
scorecard, incorporating a mix of financial and nonfinancial measures. Recognising the
predominantly non-profit nature of the healthcare sector, the study emphasises the importance of
assessing performance beyond traditional financial indicators. The chosen nonfinancial measures,
including Employee Engagement, Turnover Intention, Innovativeness and Efficiency, Customer
Satisfaction, and Organisational Citizenship Behaviour, offer a holistic perspective on hospital
performance. In the context of maternal healthcare, where the primary focus is on improving the
population's health, mental, and physical well-being rather than profit generation, these measures
provide a comprehensive overview. The decision to include nonfinancial measures aligns with the
intrinsic nature of healthcare as a sector primarily oriented towards public welfare. Employee
engagement and turnover intention gauge the workforce's commitment and satisfaction, while
innovativeness and efficiency reflect the organisation's adaptability and effectiveness. Customer
satisfaction is a crucial indicator of the quality of healthcare services provided, and organisational
citizenship behaviour captures the extent to which staff members go beyond their formal roles to

contribute positively to the organisation's success.

This research adopts a holistic approach to evaluating organisational performance in
Ghana's maternal healthcare delivery sector. By combining financial and nonfinancial measures
and drawing on the balanced scorecard framework, the study aims to comprehensively understand
how knowledge management, learning organisation dimensions, and organisational culture shape
the performance landscape. The focus on nonfinancial measures acknowledges the unique nature
of healthcare as a sector primarily dedicated to public welfare, ensuring that the assessment
captures the multifaceted aspects of organisational effectiveness in Ghana's maternal healthcare

context.
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2.5 The Interaction Between Learning Organisation Dimensions, Organisational
Culture, Knowledge Management Capabilities and Organisational Performance

2.5.1 Organisational Culture, organisational learning and organisational
performance

Schein (1996) proposed that a lack of communication among the organisation's many cultures
could be the root of organisational learning failures. The effectiveness of organisational learning
and behaviour could be impacted by organisational culture since it could be a benchmark for
perceptions or interpretations (Mahler, 1997). Organisational learning serves as a catalyst for
implementing organisational learning, and the learning culture systematically enhances
organisational learning, claim Kululanga et al. (2001). Organisational learning is crucial to ensuring
the knowledge repository is constantly restocked and updated to enable effective responses to
change in its competitive environment. Organisational culture can be considered a knowledge
repository that stores and processes information (Lemon & Sahota, 2004). According to Brian and
Pattarawan's (2003) hypothesis, organisational culture and learning are positively correlated. In
order to examine the effects of organisational culture on knowledge management, organisational
learning, and financial results, according to Susana, Jose, and Camilo (2004), organisational
learning is influenced by collaborative culture, which in turn affects organisational performance.
Additionally, Organisational Culture was found by Czerniewicz and Brown (2009) to impact
Organisational Learning positively. However, just a few papers have looked into the effects of

various forms of organisational culture on these linkages

Studies examining the relationship between learning organisation features and outcomes
connected to the workplace, such as employee performance, organisational commitment, job
satisfaction, knowledge sharing, and work engagement, are abundant in the extant literature (Abu
etal., 2006; Xiaojun & Mingfei, 2008; Dirani, 2009; Jamali et al., 2009; Joo & Shim, 2010; Lopezet

al., 2005; Kerlavaj & Dimovski, 2009; Bolvar-Ramos et al., 2012; Jain & Moreno, 2015).
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According to Huber (1991), organisational learning increases an organisation's capacity for
innovation, which raises the competitiveness and performance of the organisation. Lopez et al.
(2005) state that organisational learning benefits creativity, competitiveness, and corporate
performance. Additionally, individual and organisational learning has significant and advantageous
implications on organisational performance, according to Ruiz-Mercader et al. (2006). According
to Rhodes et al. (2008), organisational learning has the most vital favourable link with knowledge
transfer, improving organisational performance. According to Theriou and Chatzoglou (2008),
knowledge management and organisational learning play a particular role in building
organisational capacities that result in better performance. Furthermore, information sharing—a
trait of the learning organisation—is crucial for successfully applying the learning organisation
idea and is also required to develop skills and competencies for an organisation to remain

competitive (Birasnav, 2014; Li et al., 2015).

Li et al. (2015) found a correlation between information sharing and organisational
performance. Employees are more eager to share their knowledge and experience with the team
when they are intrinsically driven and committed to the organisation (Rtenblad, 2004b). From this
research's vantage point, examining the relationship between learning organisation aspects and
performance makes more sense. Based on the above review of the empirical studies within the
literature that explored the correlation between the learning organisation dimensions and

organisational performance, the hypotheses Hla, H1b, and H1c are composed for this research.

H1: Organisational performance is positively affected by learning organisation dimension

H1a: Organisational performance is positively affected by learning organisation at individual level

H1b: Organisational performance is positively affected by learning organisation at group level
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H1c: Organisational performance is positively affected by learning organisation at organisational

level

2.5.2 Organisational Culture and knowledge management
In organisational effectiveness and productivity, scholars have consistently highlighted the pivotal
role of organisational culture. Ahammad et al. (2016) identified it as a critical element influencing
an organisation's efficacy and production. Groysberg et al. (2018) further underscored the
significance of maintaining a strong and beneficial culture, asserting that an organisation cannot
effectively carry out its objectives or survive in today's competitive corporate landscape. The
relationship between an organisation's strategy and culture is emphasised by Ansoff et al. (2018),
who posit that while strategy determines the destination, culture dictates the path towards achieving
those objectives. Gurung and Prater (2017) confirm the impact of culture on organisational
performance, emphasising that a weak organisational culture negatively influences implementation
irrespective of the size of a strategic plan (Hill et al., 2014). Brettel et al. (2015) aptly compare
building an organisational culture to constructing a house, emphasising that the organisation's

credibility emanates from this foundation.

Vijayakumar and Padma (2014) describe organisational culture as a shared mental style or
social glue binding an organisation together. However, they lament that many organisations
allocate more resources to hardware than to creating high-performance cultures, essentially serving
as the organisation's operating system (Humble & Kim, 2018). Omondi (2014) asserts that
organisational culture manifests in the values, principles, and standards upheld by members, as
well as in the behaviours, attitudes of workers, and ethical guidelines. This is reflected in
operational plans and narratives about organisational events. Considering the relevance of these
insights to the Ghanaian maternal healthcare sector, it becomes evident that a robust organisational

culture is crucial for the sector's effective functioning. The nature of healthcare delivery, especially
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in maternal care, demands a coordinated and efficient approach. An organisational culture that
prioritises collaboration, communication, and continuous improvement can significantly enhance
the performance of healthcare teams. In the Ghanaian maternal healthcare sector, where resource
constraints and infrastructural limitations persist, a solid organisational culture can catalyse positive
change. The alignment of values, principles, and standards within healthcare organisations can
foster a sense of shared purpose and commitment among healthcare professionals. This, in turn,

may lead to improved patient care, streamlined processes, and a more resilient healthcare system.

Moreover, the parallel drawn between organisational culture and an organisation's
credibility resonates profoundly with the Ghanaian maternal healthcare sector. Building and
sustaining trust in healthcare services is paramount for encouraging expectant mothers to seek
timely and appropriate care. An organisational culture emphasising transparency, empathy, and
patient-centric practices can contribute significantly to the credibility and reputation of maternal
healthcare providers in Ghana. The insights gleaned from the literature on organisational culture
hold immense relevance for the Ghanaian maternal healthcare sector. By acknowledging the
importance of fostering a solid and beneficial culture, healthcare organisations can enhance their
internal operations and contribute to improved maternal healthcare outcomes in the broader societal
context. The parallels drawn between organisational culture and effective performance
management further emphasise the potential impact of a positive culture on healthcare
professionals' growth and professional development, ultimately benefiting maternal healthcare

services in Ghana.

Building upon the understanding of organisational culture's pivotal role in organisational
effectiveness, it is imperative to delve deeper into how this culture can foster or hinder
organisational performance. Arifin (2015) posits that an organisation's culture can tilt the scales

towards either excellent or poor performance. This observation underscores the direct impact of
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organisational culture on the behaviour of employees (Razmerita et al., 2016). In the context of
organisational culture, its influence extends beyond mere behaviour, as it plays multifaceted roles
within an organisation, including encouraging individuals to excel in their roles (Noe et al., 2017).
Shamsudin (2017) adds a tangible dimension to this by highlighting observable cultural cues within
the workplace, such as the physical layout and the display of staff portraits. These cues contribute
to the employees' respect and recognition as integral stakeholders in the organisation's success

(Wildavsky, 2017).

Furthermore, the outward manifestations of organisational culture, known as artefacts, encompass
elements like computers, staff handbooks, logos, and corporate products (De Mooij, 2019). These
artefacts symbolise organisational culture and foster a sense of connection among employees. This
connection, in turn, contributes to a positive work environment, motivating employees to perform

their duties diligently.

The importance of behavioural patterns in driving high performance within an organisation
cannot be overstated. Katzenbach and Smith (2015) highlight the role of specific behavioural
patterns, including communication styles and conduct in official and informal meetings, in
encouraging high performance. Consequently, organisational culture becomes a determining factor
in the success or failure of an organisation, as it can either stimulate or discourage excellent
performance (Naranjo-Valencia et al., 2016). The linkage to the Ghanaian maternal healthcare
sector becomes evident when considering the impact of organisational culture on the
implementation of the sector's strategies. Al Mamun and Hasan (2017) emphasise that a negative
organisational culture can impede the effective execution of the organisation's strategy. This
scenario holds implications for the delivery of maternal healthcare services. In the Ghanaian
context, where the maternal healthcare sector faces challenges, including resource constraints and

infrastructural limitations, a positive organisational culture becomes crucial for overcoming these
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hurdles. The correlation between employee performance and a positive workplace culture aligns
seamlessly with the objectives of the Ghanaian maternal healthcare sector. Supanti et al. (2015)
argue that improving employee performance involves enhancing team member competencies and
valuing individual contributions, factors that resonate with the collaborative and patient-centric
approach required in maternal healthcare. This aligns with the Ghanaian maternal healthcare

sector's goals of providing comprehensive and quality services to expectant mothers.

Additionally, utilising management resources, as Kerzner (2017) emphasised, including
strategic direction, priorities, task technology, and human relationships, becomes integral to
enhancing employee performance. In the Ghanaian maternal healthcare sector, where effective
management and utilisation of resources are essential for providing accessible and quality care, this
aspect of organisational culture gains heightened significance. The emphasis on how team
members interact and conduct official and informal meetings, highlighted by Moynihan and Kroll
(2016), resonates with the collaborative and interdisciplinary nature of healthcare delivery. In the
Ghanaian maternal healthcare sector, where teamwork is paramount for comprehensive and
effective care, the influence of organisational culture on these interactions becomes a critical factor
in achieving positive outcomes. Analysing organisational culture's impact on performance provides
valuable insights into the dynamics of influential organisations. It draws significant parallels with
the challenges and goals of the Ghanaian maternal healthcare sector. By understanding the interplay
between organisational culture and performance, the sector can leverage a positive culture to
overcome challenges, enhance collaboration among healthcare professionals, and ultimately

improve maternal healthcare outcomes in Ghana.

Most of an employee's life is spent at their place of employment (Beehr & Bennett, 2015).
People joining the organisation bring their distinct values and behaviours (Berry, 2015). Therefore,

organisational culture significantly impacts employees' performance and attitude toward their jobs
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(Yousef, 2017). It either serves as the glue that holds people to an organisation or as the catalyst
for their departure (Stephen & Stephen, 2016). It entails standards and conventions dictating how
employees behave at work (Carayon et al., 2015). Kotter (2012) asserts that organisational culture
is essential for improving problem-solving skills, job satisfaction, and organisational success.
Organisational culture is a phrase that describes employees' attitudes, beliefs, and norms in the
workplace that affect their ways of thinking and feeling (Schein, 2011). Nelson and Quick (2011)
defined four purposes of organisational culture: providing employees with a sense of identity,
fostering an organisational commitment among them, enhancing corporate values and using a
control mechanism to influence employee behaviour. So, an organisation's culture is its
management system's core values, beliefs, principles, and practices (Dubey et al., 2017). A positive
organisational culture demonstrates that employees share comparable values and views, while a
negative corporate culture demonstrates that employees do not share the same values and beliefs
(Mania, 2016). Therefore, organisations will only achieve their goals if their organisational culture
and performance management programme are compatible (Wu et al., 2015). Theoretically and
empirically, corporate culture and performance are related (Xenikou & Simosi, 2006).
Organisational culture and performance have been linked, and it has been found that culture is a
critical factor in creating competitive advantage. Because culture is an organisation's personality,
it interacts with organisational behaviour and mentality to determine whether or not a company
will perform well (Scholz, 1987). Employee dedication, productivity improvement, and the quality
of services firms provide strongly influence organisational culture (Avolio et al., 1991). Numerous
research has looked into the relationship between organisational culture and performance (Denison,

2000).

The influence of organisational culture on individuals within an organisation profoundly

shapes how they perceive, think, and behave in the workplace (Eisend et al., 2016). Stephen and
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Stephen (2016) provide a comprehensive definition, describing organisational culture as the
amalgamation of customs, beliefs, values, rules, and attitudes that form the backdrop for every
organisational action and statement. This cultural framework becomes a shared set of values,
beliefs, and norms that guide the collective behaviour of organisational members. The relationship
between organisational culture and performance is a subject that has garnered substantial attention.
Kotrba et al. (2012) assert that a respectable relationship exists between organisational culture and
performance. This relationship implies how an organisation's members collectively embrace and
enact its cultural elements, directly impacting its overall performance. Imam et al. (2013) delve
into the interplay between organisational culture, individual preparation, and performance in higher
education institutions. Their study suggests that individual preparation mediates the association
between organisational culture and higher educational institution performance. The findings
emphasise a statistically significant and favourable relationship between organisational culture and

performance in higher education.

Chang and Lee (2007) extend the discussion to innovation, highlighting the impact of both
inventive and supportive organisational cultures on administrative and technological innovation.
Their assertion underlines the importance of organisational culture in general performance and in
fostering an environment conducive to innovation, which is vital in dynamic and competitive
landscapes. Bates and Khasawneh's (2005) study adds another layer by examining the connections
between organisational learning culture, learning transfer climate, and organisational innovation.
They find that an organisational learning culture predicts the learning transfer climate, and together,
these factors significantly contribute to organisational innovation. This perspective reinforces the
idea that organisational culture, which promotes learning and adaptation, is crucial in driving
innovative practices within an organisation. Relating these insights to the Ghanaian maternal

healthcare sector reveals their potential applicability and relevance. A positive organisational
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culture can significantly impact performance outcomes in maternal healthcare, where effective
collaboration, learning, and innovation are essential. The shared values and beliefs within the
organisational culture can shape how healthcare professionals interact, collaborate, and innovate to

improve maternal healthcare services.

For the Ghanaian maternal healthcare sector, fostering an organisational culture that
prioritises innovation, continuous learning, and a supportive environment can contribute to
overcoming challenges and improving overall performance. By recognising the significance of
organisational culture in influencing the mindset and actions of healthcare professionals, the sector
can strategically align its cultural elements with the goals of providing accessible, quality maternal
healthcare services to the population. As highlighted in the literature, the relationship between
organisational culture and performance holds implications for the Ghanaian maternal healthcare
sector. By understanding and harnessing the power of organisational culture, the sector can create
an environment conducive to collaboration, learning, and innovation, ultimately enhancing its

ability to address the unique challenges and improve maternal healthcare outcomes in Ghana.

Knowledge management, a critical aspect of organisational functioning, is intricately
linked to the norms, attitudes, and behaviours established by individuals within an organisation.
The challenge organisations face lies in the creation and dissemination of organisational
knowledge. Various tactics, from adopting new technologies to organisational structural changes,
are employed to address this challenge. While these technologies are crucial to knowledge
management, they often fall short in accounting for the role of culture. Success and overall
performance, as indicated by Kaur, Kahlon, and Randhawa (2012), hinge on cultivating a
supportive culture within the organisation. The application of knowledge management is
significantly shaped by organisational culture, with a cultural shift being a vital component of the

knowledge management process (Najafbeigi et al., 2011). To effectively implement knowledge
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management, organisations must foster a productive culture that encourages employee learning,
collaboration, and trust. This aligns with Gold's (2001) assertion that a cooperative culture, where
individuals engage with one another and freely exchange ideas and expertise, is conducive to

successful knowledge management strategies.

The statistically significant and beneficial link between organisational performance and
knowledge management further underscores the importance of a supportive culture (Kaur et al.,
2012). Knowledge management strategies are more likely to succeed in organisations with a robust
corporate culture that promotes learning, cooperation, and trust. This cooperative culture facilitates
the exchange of ideas and expertise among employees, contributing to the overall effectiveness of
knowledge management initiatives. Yousefi et al. (2016) emphasise the role of a knowledge-
oriented culture and employee support infrastructure in enhancing an organisation's ability to
implement knowledge management successfully. This highlights the interconnectedness of
organisational culture, employee support, and the effective deployment of knowledge management

strategies.

Moreover, it is essential to recognise that many issues organisations face have a cultural
component, as the statistics indicate (Kaur et al., 2012). This reinforces the idea that addressing
cultural aspects is crucial in tackling challenges related to knowledge management. In the Ghanaian
maternal healthcare sector context, where effective knowledge management is essential for
improving healthcare delivery, understanding and addressing the cultural components becomes
paramount. The literature underscores the critical role of organisational culture in the success of
knowledge management initiatives. For the Ghanaian maternal healthcare sector, embracing a
culture encouraging learning, cooperation, and trust among healthcare professionals is vital. By

fostering such a culture, the industry can enhance its ability to effectively manage knowledge,
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ultimately leading to improved maternal healthcare outcomes. Therefore, the following hypotheses

are developed in light of the discussion above:

H2 Knowledge Management capabilities is positively affected by Organisational Culture

H2a. Knowledge Management capabilities is positively affected by involvement trait

H2b. Knowledge Management capabilities is positively affected by consistency trait

2.5.3 Knowledge Management Capabilities, Organisational Culture, Learning
Organisation Dimensions and Performance

The synthesis of findings from diverse studies underscores the intricate interplay between
organisational culture, knowledge management, and organisational performance. These insights
carry significant implications for the Ghanaian maternal healthcare sector, where effective
knowledge management and a conducive organisational culture are paramount for enhancing
healthcare outcomes. The empirical study by Helena, Erkko, and Harry (2001) in the UK high-
technology ventures reveals the nuanced relationship between social capital and knowledge
acquisition. While social interaction and network ties positively correlate with knowledge
acquisition, the quality of relationships presents a challenge. This insight prompts a reflection on
the importance of fostering meaningful social connections within the healthcare sector in Ghana.
Establishing robust networks among healthcare professionals can facilitate the exchange of
valuable knowledge and expertise, ultimately improving maternal healthcare practices. Hsieh and
Su's (2005) identification of knowledge acquisition, storage, diffusion, and application as key

knowledge management activities resonates with healthcare delivery's multifaceted nature.

For the Ghanaian maternal healthcare sector, efficient knowledge acquisition is crucial for
staying abreast of medical advancements, while practical knowledge storage ensures the

accessibility of critical information. The diffusion and application of knowledge are equally pivotal
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in implementing evidence-based practices, thus elevating the overall quality of maternal healthcare
services. The relevance of organisational learning in the context of Enterprise System
implementation, as highlighted by Weiling and Kwok (2006), prompts considerations for the
Ghanaian maternal healthcare sector's adoption of technological solutions. The sector's IT vision
and commitment to allocating resources for organisational learning during technology
implementation will impact the effectiveness of knowledge acquisition and dissemination. In an
industry striving for improved healthcare infrastructure, these insights underscore the need for a

strategic approach to technological integration.

Gold et al.'s (2001) emphasis on a knowledge infrastructure comprising technology,
structure, and culture provides a framework for understanding how organisational effectiveness
directly correlates with the capacities of conversion, application, and protection of knowledge.
Translating this to the Ghanaian maternal healthcare sector, integrating technology, organisational
structure, and supportive culture can fortify the sector's ability to convert knowledge into effective
practices, apply advancements, and protect vital healthcare information. Lin and Lee's (2005)
survey data analysis on organisational learning elements, knowledge management practices, and
e-business system adoption aligns with the growing importance of technological solutions in
healthcare. The positive correlation between organisational learning elements, knowledge
management practices, and adopting e-business systems indicates that the Ghanaian maternal
healthcare sector can enhance its technological capabilities to streamline operations and improve
healthcare service delivery. As highlighted by Sarros, Gray, and Densten (2002), the intersection
of organisational culture and leadership and its impact on organisational innovation draws attention
to the leadership dynamics within the Ghanaian maternal healthcare sector. Leadership leveraging
organisational culture to influence subordinates and foster innovation aligns with the need for

visionary leadership in addressing the unique challenges of maternal healthcare in Ghana.
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Chang and Lee's (2007) findings on the significant positive impact of innovative and
supportive cultures on knowledge acquisition, diffusion, and administrative and technical
innovation provide actionable insights for the Ghanaian maternal healthcare sector. Nurturing an
organisational culture that encourages innovation and supports knowledge-sharing initiatives can
propel advancements in healthcare practices, ultimately benefiting maternal health outcomes in
Ghana. In the realm of knowledge transfer climate and organisational innovation, Bates and
Khasawneh's (2005) study emphasises the importance of a culture fostering organisational change.
An adaptive culture becomes crucial in the rapidly evolving healthcare landscape, especially in
maternal care. The Ghanaian maternal healthcare sector can enhance its adaptability by promoting
a culture of transparency and trust, encouraging knowledge-sharing and collaborative efforts

among healthcare professionals.

The empirical findings from various studies converge to underscore the critical role of
organisational learning in mediating the impact of IT expertise on business performance, as
demonstrated by Michael and Ravipreet's survey in 2003. This insight is particularly relevant to
the Ghanaian maternal healthcare sector, where the integration of IT solutions can significantly
influence operational efficiency and healthcare outcomes. Llorens-Montes, Moreno, and Garcia-
Morales' (2005) study on the impact of support leadership, teamwork cohesion, and organisational
learning on technical and administrative innovation provides a framework for understanding
Ghanaian maternal healthcare sector dynamics. A collaborative culture and effective leadership
can enhance teamwork cohesion and organisational learning, driving innovation in maternal
healthcare practices. Morales, Liorens-Montes, and Verdu-Jover's (2006) exploration of the
relationship between strategic competencies, organisational learning, innovation, and
organisational performance suggests that strategic competencies influence an organisation's

learning and innovative capabilities. Applying this insight to the Ghanaian maternal healthcare
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sector, strategic competencies in resource allocation and policy formulation can positively impact

organisational learning, innovation, and overall performance.

Weerawardena et al.'s (2006) empirical study highlights the positive effect of
organisational learning on creativity and innovation in various industrial structures. It reinforces
the potential benefits for the Ghanaian maternal healthcare sector. Creating an environment that
fosters continuous learning can stimulate innovation, thereby enhancing the effectiveness and
productivity of maternal healthcare services. Lin, Huang, and Tung's (2004) findings on the
positive impact of market orientation on organisational learning and innovation and the indirect
relationship between organisational learning and performance through organisational innovation
present strategic considerations for the Ghanaian maternal healthcare sector. Aligning
organisational strategies with market needs and promoting a culture of innovation can improve
maternal healthcare outcomes and organisational performance. Chang and Lee's (2007) empirical
findings on the significant positive impact of innovative and supportive cultures on knowledge
acquisition, diffusion, and administrative and technical innovation provide actionable insights for
the Ghanaian maternal healthcare sector. Nurturing an organisational culture that encourages
innovation and supports knowledge-sharing initiatives can propel advancements in healthcare

practices, ultimately benefiting maternal health outcomes in Ghana.

Claudette's (2003) exploration of the positive correlations between organisational learning,
organisational innovation, organisational growth, competitive advantage, and knowledge
acquisition further emphasises the multifaceted impact of learning processes on organisational
outcomes. This perspective is particularly relevant to the Ghanaian maternal healthcare sector,
where continuous learning and innovation are essential for addressing evolving healthcare needs.
Su and Tsai's (2006) investigation into Taiwanese universities, which explores how social capital

affects knowledge acquisition and innovation behaviour, offers valuable insights into the Ghanaian
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maternal healthcare sector. The emphasis on external networks and social capital underscores the
importance of collaborative efforts and partnerships in acquiring knowledge and driving innovation
in maternal healthcare practices. The amalgamation of insights from these studies provides a
holistic understanding of the intricate relationships between organisational culture, knowledge
management, and organisational performance. Translating these insights to the Ghanaian maternal
healthcare sector context highlights the need for strategic investments in technology, supportive
organisational cultures, leadership development, and collaborative initiatives. By fostering a
culture of continuous learning, innovation, and knowledge-sharing, the Ghanaian maternal
healthcare sector can navigate the complexities of healthcare delivery, ultimately improving

maternal health outcomes and contributing to the population's overall well-being.

2.5.4 Mediator role of Organisational Culture
It is conceivable to see organisational Culture in the dominant literature as one of the psychological
factors that has received the most attention when forecasting an organisation's prosperity.
Numerous research studies have examined the relationship between organisational Culture and
employee performance (Jehanzeb et al., 2013; Ling et al., 2016; Sow, 2015). The majority of
culture studies (Addae et al., 2008; Igbal, 2010; Ling et al., 2016; Lumley et al., 2011; Meyer et
al., 2002; Perrewe et al., 1995; Sow, 2015) have been done on the topic of the United States.
Organisational culture has influenced job outcomes at work and has been utilised as an independent
variable (Suliman, 2002). The relationship between organisational performance and the dimensions
of learning organisations lends credence to the idea that organisational Culture might act as a
mediator. Although there is theoretical agreement regarding the function of organisational Culture
as a mediator (Guchait & Cho, 2010; Kebriaei et al., 2016; Samad & Yusuf, 2012), fewer studies,

particularly multidimensional construction studies, have attempted to explore the reality of this
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function (Solomon, 2002). The success of an organisation is correlated with the growth of training

as a tool for developing organisational learning dimensions.

Organisational Culture is a set of shared meanings, beliefs, and values that impact
members' attitudes, behaviours, and ways of thinking (Jaskyte & Dressler, 2004). The existence of
the organisation should be based on its organisational Culture. A successful organisation is willing
and able to learn from its failures and successes. Creative acts are impossible without a strong
organisational culture (Valencia et al., 2010). Culture can unleash tremendous energy toward a
shared goal and enhance an organisation's capacity for learning when correctly matched with
individual beliefs, desires, and needs. According to this concept, employees are more motivated
and devoted to the organisation's objectives when its Culture aligns with their beliefs, motivations,

and needs.

Additionally, numerous research designs in the literature have demonstrated the impact of Culture
on an organisation's performance and employees' results regarding their jobs (Al-Malki et al.,
2014). A study on the impact of organisational Culture on the financial performance of Malaysian
enterprises was undertaken by Rashid et al. in 2003. The study's conclusions revealed a significant
and favourable correlation between Organisational Culture and financial performance. In light of
this, Culture significantly impacts the working environment. This suggests that the type of
corporate Culture and organisational dedication can significantly influence an organisation's
exceptional performance or success. According to Kandula (2006), a strong culture is essential for
good performance. Without taking organisational Culture into account, Magee (2003) argues that
approaches like performance management may be ineffective because the two are interrelated, and

changes to one would affect the other.
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Srensen (2002) asserts that a more robust organisational culture may result in higher
performance. The organisational level, Culture, values, and workforce diversity are additional
significant factors influencing organisational performance (Ferris et al., 1999; Youndt et al., 1996).
One of the most significant organisational level predictors of performance is organisational
Culture. This has to do with the impact of various dimensions on performance (e.g., Huang & Wu,
2000; Lund, 2003; McKinnon et al., 2003; Silverthorne, 2004). The focus on researching the link
between Culture and performance is because Culture fosters a shared way of knowing that affects
how employees see organisational reality and, in turn, determines their attitudes and behaviours
(Bellou, 2010). According to some studies, Culture and job satisfaction are positively correlated
(Lund, 2003; McKinnon et al., 2003; Platonova et al., 2006), although no such correlation was
discovered by G. Johnson (2004) and Navaie-Waliser, Lincoln, Karutri, & Resich (2004). Despite
all the research done to study the connection between Culture and job happiness, Masa'deh (2016)
claims that more research is still needed to understand this relationship fully. Fard et al. (2009)
compare organisational cultures and learning organisations. According to the research, learning
organisations enhance organisational learning culture, teamwork, learning, and system level of
engagement and critical thinking. The findings strongly link organisational cultures and learning
organisations (Fard et al., 2009). The strong link between organisational cultures and organisational
learning is critical to achieving good organisational performance (Khandekar & Sharma, 2006).
An Organisational learning culture was cited as a crucial factor in determining the growth and
performance of an organisation by Khandekar and Sharma (2006). Evidence indicated that
organisational Culture played a key role in organisational learning, which was crucial in

determining an organisation's performance.

A crucial element for supporting organisational learning is a culture that embraces change.

An organisation needs a more adaptable culture, especially in such competitive circumstances, to

123



promote mutual collaboration and learning among its members (Daft, 2001). A culture of openness
and trust between people is necessary for effective learning, according to Weiling and Kwok's
(2006) conclusion. Organisational Culture was found to play a part in the learning process and is
employed as a means of development (Ariani, 2003). Since it is understood as a process rather than
an objective, it must change and improve continuously rather than only dramatically. Culture is
necessary to support and facilitate organisational learning (Schein, 2010). It can thrive where open
communication is encouraged and practised (Singh, 2010). According to Sathe in Azadi et al.,
2013, five fundamental processes determine an organisation's Culture: communication, teamwork,
commitment, decision-making, and implementation (Azadi et al.,2013). Higher degrees of
innovativeness in an organisation's culture are linked to an increased ability for innovation to

provide a competitive advantage, as Hurley, Tomas, and Hult (1998) claimed.

In examining the interaction between organisational culture and organisational performance, it is
crucial to consider how Ghanaian national cultural elements such as power distance, uncertainty
avoidance, and long-term orientation influence organisational dynamics. These cultural
dimensions play a pivotal role in shaping behaviours, attitudes, and decision-making processes

within organisations in Ghana.

Power distance, a concept introduced by Hofstede (1980), refers to the extent to which less
powerful members of organisations accept and expect unequal distribution of power. In Ghanaian
organisations, where hierarchical structures are often pronounced, power distance influences how
decisions are made and communicated. Leaders are typically respected and their decisions are
rarely questioned, which can impact the openness to new ideas and innovation within the

organisation.
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Uncertainty avoidance reflects the extent to which members of a society feel threatened by
ambiguous situations and have developed institutions and practices to avoid uncertainty. In Ghana,
where stability and predictability are valued, organisations may exhibit a preference for structured
and formal procedures. This inclination can affect the organisation's ability to adapt quickly to

changes in the external environment, potentially hindering innovation and responsiveness.

Long-term orientation emphasises perseverance, thrift, and a sense of shame or honour in business
dealings. In the Ghanaian context, where societal values are deeply rooted in tradition and long-
term relationships, organisations may prioritise sustainable growth and development over short-
term gains. This orientation fosters stability and resilience but may also lead to a cautious approach

towards risk-taking and change.

The impact of these cultural dimensions on organisational culture is profound. In Ghanaian
organisations, hierarchical structures, formal procedures, and a preference for long-term stability
often shape the organisational climate and values. Leaders are expected to provide clear direction
and maintain order, which can influence decision-making processes and employee behaviours.
Moreover, the emphasis on tradition and honourable conduct can encourage loyalty and

commitment among employees but may also discourage dissent and innovation.

It is important to note that the existing literature predominantly draws upon research conducted in
Western countries to explore the relationship between organisational culture and performance.
While these studies provide valuable insights, they may not fully capture the nuances and
complexities of organisational cultures in non-Western contexts such as Ghana. Therefore,

incorporating Ghanaian cultural elements into the discourse is essential for a comprehensive
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understanding of how organisational culture influences organisational performance in diverse

cultural settings.

In conclusion, the integration of Ghanaian national cultural dimensions into discussions on
organisational culture enriches our understanding of how these cultural elements shape
organisational dynamics. By recognising the influence of power distance, uncertainty avoidance,
and long-term orientation on organisational behaviours and practices, organisations in Ghana can
develop strategies that leverage cultural strengths while addressing potential challenges. This
approach not only enhances organisational effectiveness and performance but also contributes to a

more inclusive and contextually relevant analysis of organisational culture worldwide.

Based on those mentioned above, cultural characteristics affect how people perceive learning
organisations and how well their personnel perform. As a result of the study's finding that
organisational learning influences Organisational performance through Organisational Culture,

and based on these justifications, the research hypothesised:

H3 Organisational Culture mediates the relationship between learning organisation and

organisational performance

H3a Cultural involvement traits mediates the relationship between learning organisation

dimensions and organisational performance

H3b Cultural consistency traits mediates the relationship between learning organisation dimensions
and organisational performance. The research's developed and proposed hypotheses are

represented graphically in Figure 2.5.

2.5.5 Moderator role of Knowledge Management Capabilities
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Although the linkages between learning organisation dimensions and organisational performance
and knowledge management capabilities and performance have received much attention, little
research has focused on knowledge management capabilities as a moderator in the relationship
between learning organisation dimensions and organisational performance. One of the crucial ways
an organisation can permanently improve its performance is through organisational learning,
claims King (2009). As mentioned, learning dimensions are more conducive to information sharing
among employees. The likelihood that performance will improve is higher the more knowledge is
shared and accessible (Men et al., 2018). Existing research demonstrates that people are responsible
for the knowledge generation, transfer, and sharing processes, which are essential for enhancing
knowledge of tasks and routines and improving performance (Jennex, 2008; von Krogh et al.,
2000). Using knowledge process compatibility enhances organisational activities, including
creativity, teamwork in decision-making, and individual and group learning (King, 2008).
Members can learn more because of knowledge exchange, which has beneficial effects (Park &
Kim, 2018). Organisations must foster a creative learning culture, and knowledge management
practices support innovation to maintain competitive advantage. A lack of knowledge management
capabilities increases the likelihood of an organisation falling behind in innovation and losing its
competitive edge. Better decisions, organisational behaviours, goods, services, and relationships
are some of the immediate results of these improved organisational processes, which lead to
excellent organisational performance. Li-An Ho (2008) conducted a survey and discovered that
both the learning organisation and knowledge management capability directly and significantly

affect organisational performance.

It is advised by Theriou and Chagzoglou (2008) that knowledge management and learning
organisation dimensions play their respective notable roles in fostering organisational capability

that results in superior performance. Further evidence comes from Kuo (2011), who discovered
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that knowledge management capabilities and learning organisation dimensions boost
organisational performance. Finally, because learning culture is centred on achieving objectives,
knowledge management capabilities assist employees in understanding the organisation's vision
and mission and working together to implement strategies successfully. The knowledge that is
helpful to the organisation's members can be shared and absorbed continuously thanks to an
influential culture, which is essential for increased performance (Cleveland & Ellis, 2015). A strong
learning culture, determined by how much an organisation's people concur with and hold the same
values and views, calls for the free flow of knowledge, which is more likely to be feasible through
effective knowledge management capabilities. The term technological capability refers to an
organisation’s capacity to use a variety of technologies to carry out any necessary technical function
or volume activity within the organisation, including the acquisition, application and production of
new information (Kang et al., 2017; Tzokas et al., 2015; Afuah, 2002), supporting fundamental
ideas to provide new products. Technological advancements are crucial to how organisational tasks
are carried out since they can make employees more productive. Results showed that employees'
satisfaction with their working circumstances, connections with co-workers, and personal job
characteristics increased as an organisation's investment in IT increased (Attar & Sweis, 2010;

Hajir et al., 2015; Obeidat & Al-dalahmeh, 2015).

According to the widely accepted theory of technological capability, organisations with
solid technological capability can successfully innovate new products by quickly identifying
technological opportunities and the value of technological resources, acquiring those resources,
and capitalising on them (Wu, 2014; Zhou & Wu 2010; Srivastava et al., 2015; Blomkuvist et al.,
2017). Other advantages, such as quicker information availability, quicker job completion, and
improved collaboration, were noted by Attar and Sweis (2010). When an organisation develops

technological aptitude, it is more likely to be open to the knowledge of new external technologies
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and resources (Berkhout et al., 2010). Organisations with varying levels of technical innovation
capability have varying capacities for identifying technology opportunities and acquiring and
utilising technological resources, leading to varying performance increases. An organisation is
more likely to be responsive to fresh external technology knowledge as its technological capability
grows (Berkhout et al., 2010). According to Lichtenthaler and Lichtenthaler (2009) and Hansen
and Ockwell (2014), an organisation's ability to receive information about its partner's and rivals'
technology and knowledge base is further improved by this receptivity. By boosting the efficacy
of product innovation, this insight promotes innovation development and could result in high

performance (Cheng & Huizingh, 2014; Sears & Hoetker, 2014).

On the other hand, organisations with low technological capability are less likely to tap into
technological knowledge bases and, as a result, have fewer options to lower the resistance to
acquiring external resources, resulting in lower inbound open innovation efficacy. This study has
claimed that knowledge management capability improves organisational performance and learning
dimensions by encouraging innovation. Literature, however, suggests that Organisational context
characteristics like Organisational structure may behave as situational elements that influence how
well capabilities contribute to performance results. Given that learning organisation dimensions
and knowledge management are both seen as dynamic capacities, Organisational structure may

affect how well they can forecast outcomes.

Additionally, Miller (1987) claimed that organisational structures and strategy-making
processes must be complementary and highly interrelated to ensure high performance. Therefore,
it makes sense to investigate the moderating effects of organisational structure in this study.
Because it is crucial in determining an organisation's interaction patterns and information flow,
structure is a crucial component of our study (Mihalache et al., 2014). According to the study,

organisational structure is a critical boundary condition that affects how well an organisation can
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forecast outcomes. The study creates an integrated conceptual framework and suggests that one
capability, knowledge management capability, influences another capability (learning
Organisation dimensions), which then affects an organisation's performance; as a result,
moderation at both stages tends to broaden our understandings of the learning Organisation

dimension-knowledge management capability-performance context.

Given that knowledge is developed at the individual level and that Organisations have an organic
structure based on teams, structure enables members of Organisations to build a better
communication framework characterised by trust through which they can establish a productive
and supportive environment for interaction and open sharing of information with one another
(Mihalache et al., 2014), which is a crucial context fostering knowledge management activities.
Organisations are seen as institutions that integrate information; hence, developing the
organisation's structure should receive much attention (Islam et al., 2015). One of the prerequisites
for maintaining efficiency in an organisation is maintaining a consistent learning culture, and
organisational structure can assist in incorporating new information into services, products, and
Organisation processes (Turner & Minonne, 2010). Much research has not been done on how
structure affects learning organisation and performance relationships. The structure guarantees a
fundamentally supportive atmosphere that benefits the organisation and its members in achieving

its goals.

The amount and quality of information available to an organisation's members increases
(Mihalache et al., 2014), making it easier for them to seek out novel ideas and radical solutions and
to find solutions by utilising already-existing resources. According to Kotrba (2012), an
organisation's consistent learning culture favourably correlates with performance when it performs
well in other crucial areas and when its employees concur on some essential topics. Because of

this, Organisations with flat Organisational structures appear to be more innovative and creative
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than those with more hierarchical systems, and their employees are less likely to engage in informal
interaction and open communication. Open communication between department members and
outside people is made possible by an organisational structure that encourages flexibility in the
workplace, where faculty members can have some latitude because there are not many rules and
regulations. Organisations that operate in such a setting will express more significant levels of job
satisfaction (Kessler, 2007). Therefore, it is plausible to posit that knowledge management
capability supports a high degree of participation of companies in both exploitation and exploratory
innovation activities when the structure enhances high connections in the organisations. Therefore,
it is reasonable to suggest that when knowledge management capabilities (structure and
technology) are high, the relationship between learning organisation dimensions and organisational

performance will be stronger. Based on these justifications, the research hypothesised:

H4: The relationship between learning organisation dimensions and organisational performance is
moderated by knowledge management capabilities such that the relationship will be stronger

among the organisation with higher levels of knowledge management capabilities.

H4a: The relationship between learning organisation dimensions and organisational performance
is moderated by technological knowledge management capabilities such that the relationship will

be stronger among the organisation with higher levels of technology.

H4b: The relationship between learning organisation and organisational performance is moderated
by Structural knowledge management capabilities such that the relationship will be stronger among

the organisation with higher levels of structural knowledge management capabilities.
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2.6 Theoretical framework

2.6.1 Denison Model of Organisational Culture
Denison's (2000) developing theory of organisational culture and effectiveness was chosen as the
model for this study because it provides the most compelling evidence of the financial and
qualitative link between culture and organisational performance. Over a thousand organisations of
various sizes, sectors, and industries have participated in his research on the link between culture
and performance. His model links organisational financial and non-financial performance
measures such as return on investment, market share, sales growth, product innovation, service and
product quality, and employee satisfaction to the traits of involvement, consistency, adaptability,
and mission as measured by twelve factors. Denison's notion of culture and effectiveness has four
significant advantages. It was first created through an iterative theory construction and theory
testing process. Second, it has been applied to a wide range of organisations from diverse industries
with consistent findings, i.e., organisations that score higher on all four attributes perform better
than those that score lower. Third, the model is based on various financial and non-financial
performance measures rather than a single performance metric. Fourth, rather than ignoring
organisations' paradoxical and contradictory nature, it embraces it in its trait composition and

performance standards.

An organisation's culture is a set of shared meanings, beliefs, and values that impact
members' attitudes, behaviours, and ways of thinking (Jaskyte & Dressler, 2004). The
organisation's existence should be based on its organisational culture, which should also prepare
the way for its expansion in response to globalisation. Creative acts are impossible without a robust
Organisational culture (Valencia et al., 2010). According to Denison (2000), organisational culture
is the quality that separates two organisations from one another and is defined as a system of

common understanding held by members regarding an organisation. According to Hofstede (2001),
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culture is the collective mental programming that separates members of one group or category of
people from another. Denison claims that the secret to good performance is how an organisation
manages internal and external contradictions through cultural traits and ideals that appear
paradoxical and conflicting. Stability is tempered with flexibility, and external focus supports
internal concentration, thanks to the four established cultural qualities. Cultures in effective
organisations are likely to be adaptable while being consistent and predictable. They encourage
high participation, but only in the context of a shared sense of mission. Indicators of organisational
culture are categorised into four attributes based on Denison's model from 2000. They are

involvement, consistency, adaptability, and mission.

Adaptability Mission
Internal Flexibility [l\)/:izlgtlir;gr]]

External Focus

Effectiveness

Consistency
Normative
integration

Predictability

Involvement
Informal Processes
Formal Structure

Figure 2.4: Denison (2000) Organisation Culture and Organisational Effectiveness Model

According to Denison, these four characteristics help an organisation manage the issues
of internal resource integration and external environment adaptability. The model's foundations

apply to organisations of all sizes, sectors, and industries.
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2.6.1.1 Involvement Trait

Job involvement occurs when employees are dedicated to their work and see themselves
as an integral part of the organisation. People at all levels believe they have a part in choices, that
these decisions impact their work, and that their work is connected to the organisation's objectives.
Empowerment, team building, and skill development are ways to achieve involvement in choices
and daily activities (Denison et al., 2006). According to Denison's theory, the involvement trait
assists an organisation in overcoming the difficulty of internal resource integration by increasing
human capability, ownership, and accountability (Denison, 2000). The key idea is that
organisational members' involvement and participation can increase effectiveness (McGregor,
1960). According to the reasoning, high levels of involvement and participation can foster a sense
of ownership and responsibility, leading to increased commitment to the organisation. The
organisation benefits from less reliance on an overt, explicit control structure. The implicit control
system, reinforced by cultural standards, guarantees that conduct is coordinated (Denison, 2000).
The psychology of inclusion can help us better understand the link between involvement and
organisational performance (Denison, 2000). According to this viewpoint, the benefits of
involving individuals in the organisational process exceed the risks of nonconformity, dissent, and
inconsistency. Because the organisation obtains diverse perspectives, choices are more likely to
be implemented. There is minimal evidence that the engagement attribute alone leads to enhanced
effectiveness, according to Denison (2000). For maximum performance, involvement must be
balanced and supplemented by consistency, adaptability, and mission. Lower levels of

performance can occur if this balance is not maintained.

2.6.1.2 Consistency Trait

Consistency happens when leaders and followers are skilled at coming to an understanding

so that organisational activities are appropriately coordinated and integrated. Solid and distinctive
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cultures and sufficient influence and control over employee behaviour are characteristics of
consistent Organisations. The presence of fundamental (shared) values, consensus, and coherence
allows for the realisation of consistency (Denison et al., 2006). This feature, like the involvement
trait, aids organisations in overcoming internal integration obstacles in order to coordinate
behaviours and activities. The values and systems that form the foundation of a strong culture are
included in this attribute. The concept is that when members of an organisation operate from a
shared set of values and beliefs, a shared meaning emerges that serves as the conduit for all
communication. As a result, a strong culture can boost effectiveness by facilitating communication
and behaviour coordination. When organisations face new scenarios, consistency as a feature can
be especially significant as a way of control since it provides a foundation for action in
unpredictable shifting contexts (Denison, 2000). Organisational performance is linked to
consistency and integration around a robust set of performance norms; nevertheless, consistency
around values that do not contribute to greater performance levels might result in lower-than-
normal performance. Lower performance levels can occur if the other three Denison culture traits

are not balanced.

2.6.1.3 Adaptability Trait

Adaptable companies have a strong sense of integration and resist change. Therefore, these
companies' benefits stem from their internal integration and external adaptability. Realising
"adaptability” requires driving change, putting customers first, and learning (Denison et al., 2006).
The adaptability attribute examines how an organisation responds to external obstacles and
implements the demands of the organisation's environment. According to Kotter and Heskett
(1992), adaptive cultures care passionately about their customers, stakeholders, and employees.
People and procedures that can effect positive change are highly valued in these societies.

According to Crosson and Lane (1996), the top organisations set themselves apart from the
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competition by their capacity to adapt and capitalise on a fast-changing and frequently
unpredictable environment. Low-performing organisations are those that have been unable to
innovate and renew themselves as a result of management's old planning strategy. A culture that
can quickly adjust to external difficulties must receive, analyse, and translate signals from the
environment into internal behaviour changes that improve the culture's prospects of survival,
growth, and development (Denison, 2000). Adaptive organisations are those that can recognise
and respond to their external environment, as well as react to either internal or external
surroundings, by restructuring and re-establishing a revised set of behaviours that allow them to
adapt to changing demands (Abegglen & Stalk, 1986; Sald & Ash, 1996). Organisations that
demonstrate increasing degrees of flexibility develop new methods to respond to shifting needs
while integrating and institutionalising practical actions within the organisation. Denison claims
that flexibility is a vital trait but that when cultivated outside of a clear objective, it can lead to

inferior performance and inefficiency due to various interests and inconsistency.

2.6.1.4 Mission Trait

Successful organisations have a clear grasp of their aims, strategic orientation, and well-
articulated Organisational goals and strategic objectives. Organisations with a mission have a
strategic intent and orientation and distinct goals, objectives, and outlooks (Denison et al., 2006).
The mission attribute concerns how the organisation deals with external problems and adaptation
by developing a purposeful long-term strategy. The stability of an organisation’s purpose is valued
over its flexibility to adapt to changing circumstances. For organisational performance, a clear
mission that defines the organisation's purpose and its members is essential (Collins & Porras,
1991). The mission of an organisation serves two essential purposes. It gives members of the
organisation a sense of meaning and purpose, as well as defining the organisation's place in society

and its goals (Denison, 2000). The formulation of clear goals and the clarification of the proper
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path of action for individuals, teams, and groups within the organisation is also facilitated by the
organisation’s mission. If supported by involvement, adaptability, and consistency, a clear mission
relevant to the external environment can assist in boosting overall organisational effectiveness

(Denison, 2000).

Denison's (2000) organisational culture and effectiveness model simultaneously looks at
competing demands and traits to handle the pressures imposed on the maternity healthcare
delivery sector. The model aids internal integration, external adaptation, stability, and the ability
to change. While involvement and consistency are concerned with the sector's internal dynamics,
adaptability and mission are concerned with its relationship with its external environment. While
involvement and adaptation will help solve the maternal healthcare delivery sector's flexibility
and change capability, consistency and mission will stabilise the sector. As a result, for a sector to
be productive, it must have a strong culture that manages its demands to be adaptable while still
being effective. To be effective, a sector must have a strong culture that manages the expectations
imposed on it to be flexible while remaining extraordinarily consistent and predictable, nurturing
high involvement, and focusing on a common sense goal. Because his specific variables
considerably impact performance metrics in the sector, Denison's (2000) model of culture and
effectiveness has been chosen for this study. According to Denison (2000), the two cultural
attributes of involvement and adaptability are significant determinants of an organisation's

propensity to be innovative.

Conversely, consistency and mission are markers of integration, direction, and vision. In
his model, they are stronger predictors of an organisation's ability to be profitable and efficient.
According to Denison, each of the four characteristics is a strong predictor of employee

satisfaction, market share, sales growth, and overall organisational performance. Financial
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performance measurements such as return on assets, return on investment, and return on sales are
influenced by mission and consistency. Quality, employee satisfaction, and return on investment
are all influenced by consistency and involvement. According to the model, higher levels of these
two attributes are linked to higher levels of quality, resource efficiency, and customer happiness.
Product development and innovation are influenced by participation and adaptation. Higher levels
of these two attributes are linked to higher levels of innovation and increased creativity and
response time to internal and external clients, according to the model. Revenue, sales growth, and

market share are all tied to adaptability and mission.

2.7 Conceptual framework

The conceptual framework comprises four fundamental constructs: organisational
performance, learning organisation dimensions, organisational culture and knowledge
management capabilities. The study’s model explores the interaction between independent
variables, encompassing knowledge management capabilities, organisational culture and learning
organisation dimensions with organisational performance as the dependent variable. The current
research examines two independent variables in the knowledge management capabilities
construct: structure and technology. In the organisational culture construct, the study examines
two independent variables: involvement trait and consistency trait. Within the learning
organisation dimensions construct, the research investigates explicitly three independent
variables- individual learning organisation dimension, group learning organisation dimension and
organisational learning organisation dimension and one dependent variable, performance, within
the organisational performance construct.

The literature review underscores critical insights, revealing the diverse interpretations of
the independent variable, learning organisation dimensions. This diversity in understanding has

given rise to multiple definitions and models, a phenomenon well-documented in the research
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conducted by Jamali, Sidani, and Zouein (2009). It underscores the complexity inherent in
defining and conceptualising the learning organisation dimensions, emphasising the need for
nuanced consideration in studies exploring this key variable.

Despite the broad scope of the topic, this research has used Marsick and Watkins' (2003)
concept of a learning organisation. According to Marsick & Watkins (2003:136), a learning
organisation can adapt or adjust quickly and uniquely while aiming to remove barriers to learning.
This study aligns with Marsick and Watkin's concept of the learning organisation, aiming to
support organisations in adapting to ongoing environmental changes. The primary independent
variable is the learning organisation dimensions, and the research seeks to investigate how these
aspects influence work performance outcomes. This objective is reinforced by findings from Abu
Khadra & Rawabdeh (2006), Xiaojun & Mingfei (2008), Dirani (2009), Jamali, Sidani & Zouein
(2009) and Joo & Shim (2010), emphasising the relevance of exploring the impact of learning
organisation dimensions on organisational performance in the context of environmental
adaptation.

Organisational performance construct (dependent variable): Several studies within the
literature have found positive correlations between learning organisation dimensions and
organisational performance. Financial components such as net earnings and returns on investment
and nonfinancial aspects such as innovation, employee job satisfaction, customer satisfaction and
reviews, employee turnover rate, and product and service quality have been selected as the
components of organisation performance metrics (Kaplan & Norton, 1992; Andrews, 1996; Cui
& Hu, 2012). In this research, organisational performance is viewed as the organisation’s capacity
to generate employment, enhance effectiveness and efficiency and improve the quality of work
life, leading to organisational growth and survival, as Garca-Morales (2006) outlined.
Organisational performance is considered the dependent variable in the context of research

variables. The study investigates explicitly how learning organisation dimensions impact
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performance within the maternal healthcare sector in Ghana, shedding light on the dynamics and
implications for organisational effectiveness in this context.

Continuing from exploring organisational performance, personal mastery, learning
behaviour, empowerment, and team learning emerge as pivotal elements contributing to visionary
aspirations of learning organisations within the Western context (Shipton et al., 2013a). This
Western perspective emphasises diverse factors influencing organisational success. However,
when delving into learning organisation models in non-Western nations, cultural aspects were
often overlooked by researchers like Abu Khadra and Rawabdeh (2006), Dirani (2009), and
Jamali, Sidani, and Zouein (2009). This oversight becomes critical, as demonstrated by studies
such as Retna & Jones (2013), highlighting the substantial impact of culture on organisational
performance. Furthermore, a notable concern arises when examining the application of models in
diverse contexts. Research studies, including Retna & Jones (2013), have revealed instances
where models were applied without thoroughly validating contextual nuances. Dirani’s (2009)
investigation into the relationship between employment and organisational learning, utilising the
Dimensions of Learning Organisation Questionnaires established by Marsick and Watkins (2003),
is an example of applying models without sufficient consideration for contextual specifics. This
critical perspective underscores the need for a more comprehensive and culturally sensitive
approach to studying learning organisations, urging researchers to incorporate cultural dimensions
and validate models with specific contexts to enhance the accuracy and applicability of their
findings.

Building upon Marsick & Watkins' (2003) Dimension of Learning Organisation
Questionnaires used as the basis for Dirani's (2009) study, it is essential to note that Dirani's
research faced challenges in deciphering the significant impact of role culture. Recognising this
limitation, the current study strategically opts for organisational culture as a potential mechanism

to address and overcome the gaps observed in previous research. By focusing on organisational
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culture, the research aims to provide a more nuanced understanding of its role and influence within
the dynamics of learning organisations, contributing to a more comprehensive exploration of the
relationships between organisational culture, learning organisation dimensions, and performance
outcomes. In this research, organisational culture is defined as a collection of values and
fundamental assumptions cultivated by an organisation throughout its existence. This framework
facilitates adaptation to environmental changes and enhances overall performance, as indicated
by Lateenmaki, Toivonen, and Mattila (2001). The study positions organisational culture as a
mediator variable, crucial in the intricate connections between learning organisation dimensions
and organisational performance. While extensive research has explored the relationships between
learning organisation dimensions and performance and knowledge management capabilities and
performance, a notable research gap exists. Specifically, limited attention has been given to
understanding knowledge management capabilities as a moderator in the relationship between
learning organisation dimensions and performance. Addressing this gap is essential for a more
nuanced comprehension of the complex dynamics at play in organisations and their impact on
performance outcomes.

Organisations must cultivate robust knowledge management capabilities to bolster
innovation and sustain a competitive advantage. A deficiency in these capabilities increases the
risk of an organisation lagging in innovation and losing its competitive edge. Recognising that
knowledge creation primarily occurs at the individual and occasionally group levels within the
organic structure of teams, effective implementation of knowledge management techniques
becomes crucial for performance enhancement. In the context of this research, the relationship
between learning organisation dimensions and organisational performance is envisioned to be
reinforced by the presence of knowledge management capabilities. Consequently, knowledge
management capabilities assume the moderator role in the conceptual framework. This study

defines knowledge management capabilities as an organisation's capacity or habit to recognise,
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create, transform, and disseminate knowledge. This definition encompasses two key
components: knowledge infrastructure and knowledge process, as outlined by Gold, Malhotra,
and Segars (2001). This nuanced understanding of knowledge management capabilities
contributes to a comprehensive exploration of their impact on organisational dynamics and

performance.

Schein (1996) proposed that a lack of communication among the organisation's many cultures
could be the root of organisational learning failures. The effectiveness of organisational learning
and behaviour could be impacted by organisational culture since it could be a benchmark for
perceptions or interpretations (Mahler, 1997). Organisational learning serves as a catalyst for
implementing organisational learning, and the learning culture systematically enhances
organisational learning, claim Kululanga et al. (2001). Organisational learning is crucial to ensuring
the knowledge repository is constantly restocked and updated to enable effective responses to
change in its competitive environment. Organisational culture can be considered a knowledge
repository that stores and processes information (Lemon & Sahota, 2004). According to Brian and
Pattarawan's (2003) hypothesis, organisational culture and learning are positively correlated. In
order to examine the effects of organisational culture on knowledge management, organisational
learning, and financial results, according to Susana, Jose, and Camilo (2004), organisational
learning is influenced by collaborative culture, which in turn affects organisational performance.
Additionally, Organisational Culture was found by Czerniewicz and Brown (2009) to impact
Organisational Learning positively. However, just a few papers have looked into the effects of

various forms of organisational culture on these linkages

Studies examining the relationship between learning organisation features and outcomes
connected to the workplace, such as employee performance, organisational commitment, job

satisfaction, knowledge sharing, and work engagement, are abundant in the extant literature (Abu
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etal., 2006; Xiaojun & Mingfei, 2008; Dirani, 2009; Jamali et al., 2009; Joo & Shim, 2010; Lopezet
al., 2005; Kerlavaj & Dimovski, 2009; Bolvar-Ramos et al., 2012; Jain & Moreno, 2015).
According to Huber (1991), organisational learning increases an organisation's capacity for
innovation, which raises the competitiveness and performance of the organisation. Lopez et al.
(2005) state that organisational learning benefits creativity, competitiveness, and corporate
performance. Additionally, individual and organisational learning has significant and advantageous
implications on organisational performance, according to Ruiz-Mercader et al. (2006). According
to Rhodes et al. (2008), organisational learning has the most vital favourable link with knowledge
transfer, improving organisational performance. According to Theriou and Chatzoglou (2008),
knowledge management and organisational learning play a particular role in building
organisational capacities that result in better performance. Furthermore, information sharing—a
trait of the learning organisation—is crucial for successfully applying the learning organisation
idea and is also required to develop skills and competencies for an organisation to remain

competitive (Birasnav, 2014; Li et al., 2015).

Li et al. (2015) found a correlation between information sharing and organisational
performance. Employees are more eager to share their knowledge and experience with the team
when they are intrinsically driven and committed to the organisation (Rtenblad, 2004b). From this
research's vantage point, examining the relationship between learning organisation aspects and
performance makes more sense. Based on the above review of the empirical studies within the
literature that explored the correlation between the learning organisation dimensions and

organisational performance, the hypotheses H1a, H1b, and H1lc are composed for this research.

H1: Organisational performance is positively affected by learning organisation dimension

H1a: Organisational performance is positively affected by learning organisation at individual level
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H1b: Organisational performance is positively affected by learning organisation at group level

H1c: Organisational performance is positively affected by learning organisation at organisational

level

In organisational effectiveness and productivity, scholars have consistently highlighted the pivotal
role of organisational culture. Ahammad et al. (2016) identified it as a critical element influencing
an organisation's efficacy and production. Groysberg et al. (2018) further underscored the
significance of maintaining a strong and beneficial culture, asserting that an organisation cannot
effectively carry out its objectives or survive in today's competitive corporate landscape. The
relationship between an organisation's strategy and culture is emphasised by Ansoff et al. (2018),
who posit that while strategy determines the destination, culture dictates the path towards achieving
those objectives. Gurung and Prater (2017) confirm the impact of culture on organisational
performance, emphasising that a weak organisational culture negatively influences implementation
irrespective of the size of a strategic plan (Hill et al., 2014). Brettel et al. (2015) aptly compare
building an organisational culture to constructing a house, emphasising that the organisation's

credibility emanates from this foundation.

Vijayakumar and Padma (2014) describe organisational culture as a shared mental style or
social glue binding an organisation together. However, they lament that many organisations
allocate more resources to hardware than to creating high-performance cultures, essentially serving
as the organisation's operating system (Humble & Kim, 2018). Omondi (2014) asserts that
organisational culture manifests in the values, principles, and standards upheld by members, as
well as in the behaviours, attitudes of workers, and ethical guidelines. This is reflected in
operational plans and narratives about organisational events. Considering the relevance of these

insights to the Ghanaian maternal healthcare sector, it becomes evident that a robust organisational
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culture is crucial for the sector's effective functioning. The nature of healthcare delivery, especially
in maternal care, demands a coordinated and efficient approach. An organisational culture that
prioritises collaboration, communication, and continuous improvement can significantly enhance
the performance of healthcare teams. In the Ghanaian maternal healthcare sector, where resource
constraints and infrastructural limitations persist, a solid organisational culture can catalyse positive
change. The alignment of values, principles, and standards within healthcare organisations can
foster a sense of shared purpose and commitment among healthcare professionals. This, in turn,

may lead to improved patient care, streamlined processes, and a more resilient healthcare system.

Moreover, the parallel drawn between organisational culture and an organisation's
credibility resonates profoundly with the Ghanaian maternal healthcare sector. Building and
sustaining trust in healthcare services is paramount for encouraging expectant mothers to seek
timely and appropriate care. An organisational culture emphasising transparency, empathy, and
patient-centric practices can contribute significantly to the credibility and reputation of maternal
healthcare providers in Ghana. The insights gleaned from the literature on organisational culture
hold immense relevance for the Ghanaian maternal healthcare sector. By acknowledging the
importance of fostering a solid and beneficial culture, healthcare organisations can enhance their
internal operations and contribute to improved maternal healthcare outcomes in the broader societal
context. The parallels drawn between organisational culture and effective performance
management further emphasise the potential impact of a positive culture on healthcare
professionals' growth and professional development, ultimately benefiting maternal healthcare

services in Ghana.

Building upon the understanding of organisational culture's pivotal role in organisational
effectiveness, it is imperative to delve deeper into how this culture can foster or hinder

organisational performance. Arifin (2015) posits that an organisation's culture can tilt the scales
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towards either excellent or poor performance. This observation underscores the direct impact of
organisational culture on the behaviour of employees (Razmerita et al., 2016). In the context of
organisational culture, its influence extends beyond mere behaviour, as it plays multifaceted roles
within an organisation, including encouraging individuals to excel in their roles (Noe et al., 2017).
Shamsudin (2017) adds a tangible dimension to this by highlighting observable cultural cues within
the workplace, such as the physical layout and the display of staff portraits. These cues contribute
to the employees' respect and recognition as integral stakeholders in the organisation's success

(Wildavsky, 2017).

Furthermore, the outward manifestations of organisational culture, known as artefacts, encompass
elements like computers, staff handbooks, logos, and corporate products (De Mooij, 2019). These
artefacts symbolise organisational culture and foster a sense of connection among employees. This
connection, in turn, contributes to a positive work environment, motivating employees to perform

their duties diligently.

The importance of behavioural patterns in driving high performance within an organisation
cannot be overstated. Katzenbach and Smith (2015) highlight the role of specific behavioural
patterns, including communication styles and conduct in official and informal meetings, in
encouraging high performance. Consequently, organisational culture becomes a determining factor
in the success or failure of an organisation, as it can either stimulate or discourage excellent
performance (Naranjo-Valencia et al., 2016). The linkage to the Ghanaian maternal healthcare
sector becomes evident when considering the impact of organisational culture on the
implementation of the sector's strategies. Al Mamun and Hasan (2017) emphasise that a negative
organisational culture can impede the effective execution of the organisation's strategy. This
scenario holds implications for the delivery of maternal healthcare services. In the Ghanaian

context, where the maternal healthcare sector faces challenges, including resource constraints and
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infrastructural limitations, a positive organisational culture becomes crucial for overcoming these
hurdles. The correlation between employee performance and a positive workplace culture aligns
seamlessly with the objectives of the Ghanaian maternal healthcare sector. Supanti et al. (2015)
argue that improving employee performance involves enhancing team member competencies and
valuing individual contributions, factors that resonate with the collaborative and patient-centric
approach required in maternal healthcare. This aligns with the Ghanaian maternal healthcare

sector's goals of providing comprehensive and quality services to expectant mothers.

Additionally, utilising management resources, as Kerzner (2017) emphasised, including
strategic direction, priorities, task technology, and human relationships, becomes integral to
enhancing employee performance. In the Ghanaian maternal healthcare sector, where effective
management and utilisation of resources are essential for providing accessible and quality care, this
aspect of organisational culture gains heightened significance. The emphasis on how team
members interact and conduct official and informal meetings, highlighted by Moynihan and Kroll
(2016), resonates with the collaborative and interdisciplinary nature of healthcare delivery. In the
Ghanaian maternal healthcare sector, where teamwork is paramount for comprehensive and
effective care, the influence of organisational culture on these interactions becomes a critical factor
in achieving positive outcomes. Analysing organisational culture's impact on performance provides
valuable insights into the dynamics of influential organisations. It draws significant parallels with
the challenges and goals of the Ghanaian maternal healthcare sector. By understanding the interplay
between organisational culture and performance, the sector can leverage a positive culture to
overcome challenges, enhance collaboration among healthcare professionals, and ultimately

improve maternal healthcare outcomes in Ghana.

Most of an employee's life is spent at their place of employment (Beehr & Bennett, 2015).

People joining the organisation bring their distinct values and behaviours (Berry, 2015). Therefore,

147



organisational culture significantly impacts employees' performance and attitude toward their jobs
(Yousef, 2017). It either serves as the glue that holds people to an organisation or as the catalyst
for their departure (Stephen & Stephen, 2016). It entails standards and conventions dictating how
employees behave at work (Carayon et al., 2015). Kotter (2012) asserts that organisational culture
is essential for improving problem-solving skills, job satisfaction, and organisational success.
Organisational culture is a phrase that describes employees' attitudes, beliefs, and norms in the
workplace that affect their ways of thinking and feeling (Schein, 2011). Nelson and Quick (2011)
defined four purposes of organisational culture: providing employees with a sense of identity,
fostering an organisational commitment among them, enhancing corporate values and using a
control mechanism to influence employee behaviour. So, an organisation's culture is its
management system's core values, beliefs, principles, and practices (Dubey et al., 2017). A positive
organisational culture demonstrates that employees share comparable values and views, while a
negative corporate culture demonstrates that employees do not share the same values and beliefs
(Mania, 2016). Therefore, organisations will only achieve their goals if their organisational culture
and performance management programme are compatible (Wu et al., 2015). Theoretically and
empirically, corporate culture and performance are related (Xenikou & Simosi, 2006).
Organisational culture and performance have been linked, and it has been found that culture is a
critical factor in creating competitive advantage. Because culture is an organisation's personality,
it interacts with organisational behaviour and mentality to determine whether or not a company
will perform well (Scholz, 1987). Employee dedication, productivity improvement, and the quality
of services firms provide strongly influence organisational culture (Avolio et al., 1991). Numerous
research has looked into the relationship between organisational culture and performance (Denison,

2000).
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The influence of organisational culture on individuals within an organisation profoundly
shapes how they perceive, think, and behave in the workplace (Eisend et al., 2016). Stephen and
Stephen (2016) provide a comprehensive definition, describing organisational culture as the
amalgamation of customs, beliefs, values, rules, and attitudes that form the backdrop for every
organisational action and statement. This cultural framework becomes a shared set of values,
beliefs, and norms that guide the collective behaviour of organisational members. The relationship
between organisational culture and performance is a subject that has garnered substantial attention.
Kotrba et al. (2012) assert that a respectable relationship exists between organisational culture and
performance. This relationship implies how an organisation's members collectively embrace and
enact its cultural elements, directly impacting its overall performance. Imam et al. (2013) delve
into the interplay between organisational culture, individual preparation, and performance in higher
education institutions. Their study suggests that individual preparation mediates the association
between organisational culture and higher educational institution performance. The findings
emphasise a statistically significant and favourable relationship between organisational culture and

performance in higher education.

Chang and Lee (2007) extend the discussion to innovation, highlighting the impact of both
inventive and supportive organisational cultures on administrative and technological innovation.
Their assertion underlines the importance of organisational culture in general performance and in
fostering an environment conducive to innovation, which is vital in dynamic and competitive
landscapes. Bates and Khasawneh's (2005) study adds another layer by examining the connections
between organisational learning culture, learning transfer climate, and organisational innovation.
They find that an organisational learning culture predicts the learning transfer climate, and together,
these factors significantly contribute to organisational innovation. This perspective reinforces the

idea that organisational culture, which promotes learning and adaptation, is crucial in driving
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innovative practices within an organisation. Relating these insights to the Ghanaian maternal
healthcare sector reveals their potential applicability and relevance. A positive organisational
culture can significantly impact performance outcomes in maternal healthcare, where effective
collaboration, learning, and innovation are essential. The shared values and beliefs within the
organisational culture can shape how healthcare professionals interact, collaborate, and innovate to

improve maternal healthcare services.

For the Ghanaian maternal healthcare sector, fostering an organisational culture that
prioritises innovation, continuous learning, and a supportive environment can contribute to
overcoming challenges and improving overall performance. By recognising the significance of
organisational culture in influencing the mindset and actions of healthcare professionals, the sector
can strategically align its cultural elements with the goals of providing accessible, quality maternal
healthcare services to the population. As highlighted in the literature, the relationship between
organisational culture and performance holds implications for the Ghanaian maternal healthcare
sector. By understanding and harnessing the power of organisational culture, the sector can create
an environment conducive to collaboration, learning, and innovation, ultimately enhancing its

ability to address the unique challenges and improve maternal healthcare outcomes in Ghana.

Knowledge management, a critical aspect of organisational functioning, is intricately
linked to the norms, attitudes, and behaviours established by individuals within an organisation.
The challenge organisations face lies in the creation and dissemination of organisational
knowledge. Various tactics, from adopting new technologies to organisational structural changes,
are employed to address this challenge. While these technologies are crucial to knowledge
management, they often fall short in accounting for the role of culture. Success and overall
performance, as indicated by Kaur, Kahlon, and Randhawa (2012), hinge on cultivating a

supportive culture within the organisation. The application of knowledge management is
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significantly shaped by organisational culture, with a cultural shift being a vital component of the
knowledge management process (Najafbeigi et al., 2011). To effectively implement knowledge
management, organisations must foster a productive culture that encourages employee learning,
collaboration, and trust. This aligns with Gold's (2001) assertion that a cooperative culture, where
individuals engage with one another and freely exchange ideas and expertise, is conducive to

successful knowledge management strategies.

The statistically significant and beneficial link between organisational performance and
knowledge management further underscores the importance of a supportive culture (Kaur et al.,
2012). Knowledge management strategies are more likely to succeed in organisations with a robust
corporate culture that promotes learning, cooperation, and trust. This cooperative culture facilitates
the exchange of ideas and expertise among employees, contributing to the overall effectiveness of
knowledge management initiatives. Yousefi et al. (2016) emphasise the role of a knowledge-
oriented culture and employee support infrastructure in enhancing an organisation's ability to
implement knowledge management successfully. This highlights the interconnectedness of
organisational culture, employee support, and the effective deployment of knowledge management

strategies.

Moreover, it is essential to recognise that many issues organisations face have a cultural
component, as the statistics indicate (Kaur et al., 2012). This reinforces the idea that addressing
cultural aspects is crucial in tackling challenges related to knowledge management. In the Ghanaian
maternal healthcare sector context, where effective knowledge management is essential for
improving healthcare delivery, understanding and addressing the cultural components becomes
paramount. The literature underscores the critical role of organisational culture in the success of
knowledge management initiatives. For the Ghanaian maternal healthcare sector, embracing a

culture encouraging learning, cooperation, and trust among healthcare professionals is vital. By
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fostering such a culture, the industry can enhance its ability to effectively manage knowledge,
ultimately leading to improved maternal healthcare outcomes. Therefore, the following hypotheses

are developed in light of the discussion above:

H2 Knowledge Management capabilities is positively affected by Organisational Culture

H2a. Knowledge Management capabilities is positively affected by involvement trait

H2b. Knowledge Management capabilities is positively affected by consistency trait

The synthesis of findings from diverse studies underscores the intricate interplay between
organisational culture, knowledge management, and organisational performance. These insights
carry significant implications for the Ghanaian maternal healthcare sector, where effective
knowledge management and a conducive organisational culture are paramount for enhancing
healthcare outcomes. The empirical study by Helena, Erkko, and Harry (2001) in the UK high-
technology ventures reveals the nuanced relationship between social capital and knowledge
acquisition. While social interaction and network ties positively correlate with knowledge
acquisition, the quality of relationships presents a challenge. This insight prompts a reflection on
the importance of fostering meaningful social connections within the healthcare sector in Ghana.
Establishing robust networks among healthcare professionals can facilitate the exchange of
valuable knowledge and expertise, ultimately improving maternal healthcare practices. Hsieh and
Su's (2005) identification of knowledge acquisition, storage, diffusion, and application as key

knowledge management activities resonates with healthcare delivery's multifaceted nature.

For the Ghanaian maternal healthcare sector, efficient knowledge acquisition is crucial for
staying abreast of medical advancements, while practical knowledge storage ensures the
accessibility of critical information. The diffusion and application of knowledge are equally pivotal

in implementing evidence-based practices, thus elevating the overall quality of maternal healthcare



services. The relevance of organisational learning in the context of Enterprise System
implementation, as highlighted by Weiling and Kwok (2006), prompts considerations for the
Ghanaian maternal healthcare sector's adoption of technological solutions. The sector's IT vision
and commitment to allocating resources for organisational learning during technology
implementation will impact the effectiveness of knowledge acquisition and dissemination. In an
industry striving for improved healthcare infrastructure, these insights underscore the need for a

strategic approach to technological integration.

Gold et al.'s (2001) emphasis on a knowledge infrastructure comprising technology,
structure, and culture provides a framework for understanding how organisational effectiveness
directly correlates with the capacities of conversion, application, and protection of knowledge.
Translating this to the Ghanaian maternal healthcare sector, integrating technology, organisational
structure, and supportive culture can fortify the sector's ability to convert knowledge into effective
practices, apply advancements, and protect vital healthcare information. Lin and Lee's (2005)
survey data analysis on organisational learning elements, knowledge management practices, and
e-business system adoption aligns with the growing importance of technological solutions in
healthcare. The positive correlation between organisational learning elements, knowledge
management practices, and adopting e-business systems indicates that the Ghanaian maternal
healthcare sector can enhance its technological capabilities to s