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Abstract

This study investigates the implications of merit-based recruitment and selection (R&S)
practices within Ghana'’s public service amidst growing concerns over a shift toward non-merit-
based systems. While existing literature provides limited clarity on the dynamic relationship
between merit principles, diversity management, and employee performance (EP), this study
seeks to address this gap. Specifically, it examines the impact of merit-based R&S practices
on EP and explores how diversity management moderates this relationship. Drawing on data
from a cross-sectional survey of 311 Ghanaian public servants, the findings reveal that both
merit-based R&S practices and diversity management positively and directly influence EP.
Furthermore, diversity management moderates the effect of merit-based selection on EP,
although it does not moderate the relationship between merit-based recruitment and EP.
These results underscore the complementary role of diversity management in strengthening
the impact of merit-based selection on EP, highlighting its potential to enhance organizational
outcomes while maintaining meritocratic principles. The study contributes to the discourse on
public sector HRM by offering insights into the interplay between merit principles, diversity
management, and performance.

Keywords: merit recruitment, merit selection, employee performance, diversity management,

merit principles, ghana public service
- J

Introduction

Human resource management (HRM) has been widely recognized in both academic literature and
practical context for its strategic significance in achieving crucial organizational outcomes, including
improved effectiveness, sustained growth, competitiveness, and stable competitive advantages (Oliveira
etal,, 2021). Historically, the implementation of the Pendleton Act of 1883 and the Civil Service Reform
Act of 1978 in the U.S. marked significant milestones in the promotion of personnel management

grounded in meritocratic principles. These acts established protocols for allocating federal government
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positions based on merit and standardized competitive examinations. This shift towards merit-
based practices has been credited with fostering a professional and efficient public bureaucracy, as
noted by scholars like Groeneveld & Van de Walle (2010).

Specifically, to ensure continuous organizational growth, the HRM function should focus its
recruitment and selection (R&S) practices on the ideology of the “best fit for all the job categories”
(DeCenzo & Robbins, 1996). Evidence from past experiences supports this claim, as it has been
shown that the best-fit (DeCenzo & Robbins, 1996) mode of recruitment positively influences
organizational performance, which is directly linked to EP. For instance, Dahlstrom et al. (2011)
conclusion about meritocracy and quality of government highlights a reduction in corruption
level attributed to public administrations that follow merit-based recruitment, which in the long
run tends to boost organizational performance. In a similar light, Pedersen & Johannsen (2015)
observed that public servants, recruited and or promoted based on merit, embrace values related to
integrity when compared to those recruited and promoted through a non-merit base.

Within the literature, managing diversity has received contested arguments about its
complementarity and or contradictoriness to merit principles (McCrudden, 1998; Woodard, 2005).
Thus, while some scholars have observed managing diversity through antidiscrimination laws as
countering merit principles, other scholars (Park & Liang, 2019; Pfiffner, 2000) view it through
affirmative actions as complementing merit principles. Notwithstanding the various arguments
revolving around managing diversity and merit-based practices, specifically R&S, little empirical
evidence exists to support the dynamism underlying their relation to performance. Accordingly, this
present study examines how the performance of employees is impacted by merit R&S and the extent
to which this relationship is moderated by efforts toward managing diversity.

This study contributes significantly to the existing literature in several ways. First, reviewing
the literature, it is highlighted that the relationship between merit R&S and performance has been
explored by various studies (Gilmour & Lewis, 2006; Huselid, 1995; Park & Liang, 2019; Saleem
& Khurshid, 2014; Saviour et al., 2016; Woodard, 2005). Previous studies have mainly focused
on the direct effect of this relationship within public organizations, with only a few studies (Park
& Liang, 2019) considering managing diversity as a moderator. The Ghanaian context has yet to
be empirically tested as no study, to the best of our knowledge, exists in this regard. Second, the
results from this study help in settling the worries of Ghanaians regarding the R&S practices being
undertaken within the public sector of Ghana. Thus, the “Human Resource Management Policy
Framework and Manual for the Ghana Public Services (HRMPFMGPS)” serves as a reference
document and promotes recruitment practices that are based on merit and are conducted openly
and transparently. Conversely, the convictions of most Ghanaians of recent have been that the R&S
practices occurring within the public service of Ghana are drifting from the merit-based system
towards political inclinations, tribal affiliation, over time networking, bribery, and corruption,
among others. These convictions have been evidenced by editors of local newspapers and some
scholars (Donkor, 2021; GhanaWeb, 2021; Kwawukume, 2014; Laary, 2014; MyJoyOnline, 2013;
Sule, 2012). Also, the 2022 report of the United Nations Office on Drugs and Crime (UNODC)
unveils that about 41.4 percent of public sector applicants under its study admitted to having

relied on bribery, nepotism, or both in an attempt to enhance their chances of being selected for
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employment (United Nations Office on Drugs and Crime, 2022).

It will read as follows: Also, the 2022 report of the United Nations Office on Drugs and Crime
(UNODC) unveils that about 41.4 percent of public sector applicants under its study admitted to
having relied on bribery, nepotism, or both in an attempt to enhance their chances of being selected
for employment (United Nations Office on Drugs and Crime, 2022). Such deviations from merit
principles can create accountability deficits, which have been shown to negatively impact agency

performance (Han, 2020).

Concept of Focal Constructs

In the context of HRM, merit recruitment and merit selection principles play a crucial role in
ensuring that hiring and promotion are done based on an individual’s qualifications, abilities, and
performance as opposed to being based on subjective factors. These principles, in their design,
foster staffing fairness, efficiency, and transparency, ultimately achieving an effective and competent
workforce. Sisson (1994) views R&S as the process of attracting and interacting with candidates
to determine their suitability for being appointed for a job and finally selecting a candidate for
employment. Merit R&S processes have integrated into them a series of procedures executed
systematically, beginning with the sourcing of potential candidates through to the conducting of
interviews and the selection of best-fit candidates (DeCenzo & Robbins, 1996) for placement. While
recruitment involves the search for potential candidates and the stimulation of these candidates to
put forward their applications, selection, on the other hand, encompasses a series of procedures
taken to screen the applications received in order to choose the best candidates to fill the available
vacancies (Potoc¢nik et al., 2021). Thus, recruitment predates selection, just so a pool of potential

candidates can be achieved and from which the qualified candidates can be drawn (Leopold, 2002).

Merit recruitment

Defined by scholars (Adu-Darkoh, 2014; Bratton et al.,, 2021; Hsu, 1993; Yaseen, 2015), merit
recruitment is a systematic approach to attract and identify potential candidates with competence
to form a pool of potentially qualified employees, from which some, all or none will be selected for
placement. This definition resonates with Dipboye (1992) as he defines it as the search for and the
provision of inspiration to potential applicants to apply for the available jobs. In a broader view,
Armstrong & Taylor (2006) defined it as the obtaining of not just the right caliber but also the
requisite number of qualified potential candidates for vacant positions. Also, Beer (1984) views
merit recruitment to encompass Hsu's (1993) definition in addition to its function of improving the
workforce composition to blend well with prevailing cultural and organizational needs. Thus, merit
recruitment achieves efficiency as it reduces the cost of processing unqualified applicants (Kumari
& Malhotra, 2013) since information about qualification requirements is provided beforehand,
resulting in unqualified applicants self-selecting themselves out of their candidacy. Recruitment
based on merit is crucial to the selection of the right job candidates (Abbasi et al., 2020; Muscalu,
2015). Generally, the merit recruitment process results in the creation of a pool of candidates

sourced both internally from within the organization and externally from outside the organization
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(Bateman & Zeithaml, 1993; Flippo, 1984).

Merit selection

The selection stage, according to Stoner (2006), is a mutual process comprising the employer's
and the candidate’s decisions as to whether to offer a job to a candidate or not and whether to accept
the job offer or not, respectively. The merit system is characterized primarily by the selection of
the “best qualified” candidates, using methods such as open-competitive examinations or their
job performance rather than criteria that lack demonstrable fitness, such as nepotism (Ha, 1991).
Instead, it emphasizes individual merit as the sole relevant criterion for selection. Merit selection is
defined by Dipboye (1992) to involve a series of chronological steps used to screen applicants in an
attempt to choose candidates with the most desired qualifications to fill the vacant posts. Despite
its significance, the concept has often been described in broad terms encompassing ability, skill,
and knowledge, with the aim of ensuring that hiring and promotion decisions are based solely on
these attributes, fostering a fair and equitable employment environment devoid of bias related to
non-merit factors (Ha, 1991). The merit selection process has been attributed a series of actions
to be taken toward the best fit for the job (DeCenzo & Robbins, 1996). The process of selection
based on merit, according to Manneh & Adesopo (2022), starts and ends with the evaluation of
received applications and the taking of hiring decisions respectively. Thus, the process encompasses
“evaluation of application forms, initial screening interview, selection tests, substantive interview,
reference checks, medical examinations, selection decisions, and feedback and job offer”. Generally,
selection is done by drawing from a pool of candidates with the minimum qualifications set by the

organization.

Public Sector Recruitment and Trends of Diversity Manage-
ment in Ghana

Ghanaians receive services and programs delivered by the public service, which is engaged in
various works, including the development of policies. This is done to enhance citizens’ satisfaction
and trust in government by acknowledging effective HRM as a critical factor in public service’s
success (Public Services Commission, 2015). Relying on exemplary programs relating to the hiring
and training of employees, the Public Service Commission (PSC) is charged with the supervision
and regulation of HRM-related issues within public service organizations or agencies in Ghana. PSC
developed the HRMPFMGPS to give guidance to public institutions in Ghana it serves as a holistic
framework for HRM. HRMPEMGPS has principles in line with the ideology behind merit-based
hiring since it encourages the attraction, recruitment, and retention of candidates with the required
KSAOs, done through processes that are transparent, open, and inclined towards merit principles.
The manual outlined steps to be followed towards achieving merit-based employee staffing,
and these steps include internal and or external advertisement of vacant position(s); receipt of
applications for potential candidates; short-listing of candidates; administering employment test(s),
where necessary, may include psychometric, performance, knowledge, graphic response, honesty,

and attitude tests; conducting selection interview; taking hiring decision, done by the appointing

https://doi.org/10.52372/jps.e679



Kassim Gafaru Bakari & Yousueng Han

https://doi.org/10.52372/jps.e679

authority; conducting reference and background checks; administering medical examinations;
oftering of appointment by giving successful candidate(s) a letter of appointment; setting out in clear
terms to the selected candidate the conditions of employment; receiving of acceptance or decline of
offer of appointment by the candidate within the specified time; and the contacting of unsuccessful
candidate as a matter of courtesy (Public Services Commission, 2015).

Underscoring the guidelines outlined in the HRMPFMGPS, R&S practices across various
public organizations in Ghana still vary considerably due to their unique mandates and operational
requirements. For instance, professional licensing and clinical qualifications are prioritized by the
Ministry of Health during hiring processes so as to ensure public health standards. The Ministry of
Education emphasizes regional language proficiency in addition to teaching credentials to ensure
the achievement of educational needs (Anyidoho, 2018). Relating to the Ministry of Finance,
hiring adopts rigorous quantitative skill assessments towards supporting economic policy-making.
However, the Ministry of Gender, Children, and Social Protection, on the other hand, integrates
diversity considerations into its hiring processes in order to promote social equity (Boateng, 2021;
Mensah, 2020). Though guided by the HRMPFMGPS towards merit principles, these variations
underscore the diverse R&S practices employed across various ministries, which are shaped by their
specific strategic objectives and workforce needs.

Over time, diversity management has evolved in Ghana, more particularly regarding gender,
ethnicity, and religion. Gender roles were historically viewed as heavily patriarchal. However,
gradual improvements have been observed in recent decades, more so with regard to women’s
representation in both leadership and education, following efforts to bridge the gender inequality
gap since independence in 1957. Regardless, gender inequality remains a significant challenge.
For instance, women’s representation in Parliament as of 2004 stood at only 11%, which modestly
increased in 2020 to about 14%, which is indicative of the slow progress in political inclusion
(Maame, 2021). These challenges mirror those found in other African bureaucracies, where
significant barriers to gender representation persist (Tadesse Zenebe et al., 2025). With regard to
ethnical diversity, Ghana is highly diverse, including major groups like Akan, Ewe, Ga-Adangbe, and
Mole-Dagbani. Ethnic diversity is a complex issue in Ghana that has impacted social dynamics and
political representation as the country attempts to ensure fair representation across various ethnic
groups. Relatively, the management of religious diversity has afforded the maintenance of a strong
culture of religious tolerance, with Christianity (71%) and Islam (18%) being the dominant religions
alongside traditional African beliefs (Ghana Statistical Service, 2021; U.S. Department of State,
2023). Notwithstanding these improvements, diversity management is still challenged in Ghana,
and continuous efforts are necessitated to enhance inclusivity across all sectors of society. Given
the lack of access to current data on their diversity management dynamics, diversity dynamism is
highlighted in four of the eight ministries under study. This is summarized in Table 1 in terms of

gender and religious diversity.

Hypothesis Development

Merit recruitment, merit selection, and performance
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Table 1. Diversity statistics of some ministries of Ghana as of August 2024

Ministries Gender Total staffs Muslims Christians

Ministry of the interior Males 35 4 31
Females 63 7 56

Total 98 1 87

Ministry of education Males 97 12 85
Females 91 15 76

Total 188 27 161

Ministry of communication and digitization Males 59 4 55
Females 57 5 52

Total 116 9 107

Northern regional coordinating council Males 177 118 59
Females 86 50 36

Total 263 168 95

Generally, performance both at the individual and organizational level is argued to be influenced
by R&S practices employed in the HRM of an organization (Saviour et al., 2016; Sunday et al,
2015). Thus, an organization’s style and system of R&S impact its outcomes. For instance, the
financial performance and productivity of organizations are impacted by these systems of R&S
(Hall & Torrington, 1998; Sunday et al., 2015). However, mixed results exist within the literature
regarding this nexus. Linking EP to R&S as functions of HRM, literature has it that a relatively weak
relationship exists between HR practices in general and performance (Wright & Kehoe, 2008).
Other scholars, such as Saviour et al. (2016), established a strong connection between EP and
R&S as functions of HRM. Also, while a positive effect is observed to exist between staffing, which
includes R&S, and EP (Ali & Jadoon, 2012; Quresh et al., 2010), Quresh et al. (2010) observed a
negative relationship between HR practices in general and EP. The general tendency. according to
Saleem & Khurshid (2014) is that EP is positively influenced by HR practices as a whole.

Sisson (1994), in linking R&S to EP, emphasized effectiveness, as the effectiveness of R&S is
considered a critical factor in an organization’s successful performance. Effective R&S are viewed
to encompass the finding and filling of vacant posts with people deemed to possess the requisite
expertise, skills, qualifications, and knowledge in an attempt to positively contribute towards
achieving the values and strategic objectives of the organization (Sisson, 1994). Also, Pilbeam &
Corbridge (2006), concluding on a possible negative impact accruing from R&S, assert that R&S
is a critical function and an inappropriate execution of this function can result in a reduction in
organizational performance by declining its effectiveness, hindering its strategies of rewards and
development, unfair treatments of employees, and the bringing of distress to managers tasked to
handle the unqualified employees. In light of this, the Pendleton Act of 1883 can be referenced as
engendering effective R&S practices through upholding its merit principles. Thus, this Act, as well
as the Civil Service Reform Act of 1978, were enacted in the U.S. to promote the management of
people (personnel) based on the underlying principles of merit, which involve awarding federal
government jobs based on merit and through competitive exams. However, the efficacy of merit
practices on public bureaucracy within the literature is mixed.

Some scholars (Ingraham et al., 2002; Maranto, 1998; Woodard, 2005) have pointed out the
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possibility of merit hiring, which has included in it R&S, negatively impacting performance. Thus,
arguing that merit hiring as a whole limits flexibility, leading to rigidity, and according to Johnson
(2015), non-merit hiring policies do not necessarily result in low governmental performance. For
instance, employees’ creativity and innovativeness can be hindered by merit principles, as stated in
the work of Nicole (2016). Contrary to merit principles of R&S, which protects employment tenure
leading to inflexibility, non-merit policies for R&S are argued to result in flexible administration
characterized by high managerial discretion (Green et al., 2006; Kellough & Nigro, 2006; Krause et
al,, 2006; Maranto, 1998; Nicole, 2016).

Notwithstanding the negative relationship argued to exist between merit-based R&S and
performance above, most scholars, on the contrary, have established a positive link between merit
R&S and performance or a negative link between non-merit R&S and performance (Gilmour
& Lewis, 2006; Huselid, 1995; Kranz, 1974; D. Lewis, 2008; G. Lewis, 2012; Park & Liang, 2019;
Pedersen & Johannsen, 2015). For instance, as established by Lewis (2012), the quality of public
service in the federal state is at risk of declining if veterans are hired based on their status rather
than on their merits. Also, as observed by Pedersen & Johannsen (2015), merit R&S results in public
servants embracing values related to integrity when compared to those recruited and promoted
through a non-merit basis. Accordingly, this study, underscoring the clear separation of recruitment
practices from selection practices as defined in the above literature, argues that merit recruitment
practices will encompass transparent attempts to advertise vacant job positions. This will promote
equal opportunity for all potential applicants, resulting in the creation of a large pool of potential
candidates with the requisite qualifications (KSAOs), from which some, all, or none may be
selected for placement. To ensure equal opportunity is made available to the public to participate
in the process of recruitment, various transparent advertisement channels are utilized, such as
announcements through mass media and the official website of the public organization. Also, merit
selection practices are argued to encompass the utilization of all or a combination of the potential
candidate screening techniques in an attempt to decide the “right person” for the vacant post.

Drawing from the understanding of the above literature, this study hypothesizes the following:

« Hypothesis 1: Recruitment practices based on merit principles are positively related to EP.
« Hypothesis 2: Merit-based selection practices are positively associated with employees’

performance.

The moderating role of diversity management

The concept of diversity in the workforce is defined by Pitts et al. (2015) as the degree of
similarities existing between members of a group across pertinent dimensions. Thus, the
composition of individuals that share similar observable and or unobservable values within a
group. Within the public management literature, social diversity, as one of the dimensions of
diversity, has been characterized by gender, religious, cultural, language, educational level, ethnic,
and racial diversity, among others (Yeo & Jeon, 2023). With the public sector becoming more
diverse, an attempt to enhance the responsiveness of government to the needs of the public, as

put forward by Pitkin (1967), warrants the representation of the demographic composition of the
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public as explained through the representative bureaucracy theory. Thus, through passive and
active representation, the government attends to the interests of the public. Also, from the decision-
making theory, a diverse workforce results in harnessing a broader knowledge base, accessing more
talents, and gaining creative and innovative perspectives and ideas (Andersen & Moynihan, 2016;
Mosher, 1968; Ospina, 2001). This calls for enhancing efforts toward achieving a diverse workforce
in the public bureaucracy. Diversity Management, as defined by Ivancevich & Gilbert (2000), is an
organization’s commitment to recruit, reward, as well as promote employees heterogeneously. Thus
recruiting and rewarding employees from diverse or different backgrounds and social dimensions.
The relationship between diversity, its management, and performance has been established by
several studies (Adler & Gundersen, 2008; Aghazadeh, 2004; Pitts, 2005), yielding mixed results.

Specifically, a negative or no significant effect is established by scholars to exist between diversity
and performance (Chatman & Flynn, 2001; Choi & Rainey, 2010; Foldy, 2004; Tajfel & Turner,
1986). Thus, diversity is argued to result in a decline in performance, given that heterogeneous
groups are characterized by conflicts and delays in decision-making. On the contrary, a positive
relationship has been established between diversity management and performance by Pitts (2009)
concerning racial minorities in the federal workforce. Also, several scholars (Cox & Blake, 1991; Ely,
2004; Ely & Thomas, 2001; Richard, 2000) have reported a positive association between diversity
and organizational outcomes such as productivity and employee commitment. Thus, given that
diversity leads to the harnessing of varied perspectives brought forward by diverse employees, it is
often associated with improving performance. Based on this literature, this study hypothesizes the
following:

o Hypothesis 3: Efforts directed towards diversity management are positively associated with the

performance of employees.

Acknowledging the relevance of a representative bureaucracy, the public’s demand for more
diverse compositions within the public sector has grown steadily. However, this rise in demands
for more diversity has brought forth some managerial challenges and controversies. Diversity
management, in relation to merit R&S, has received contested arguments regarding whether it
complements and or contradicts merit principles (McCrudden, 1998; Woodard, 2005). Accordingly,
two strands of literature exist to that effect, with the first being scholars (Gilbert et al., 1999; Heilman
et al.,, 1992; Summers, 1991; Von Bergen et al., 2002) observing diversity management through
the antidiscrimination laws, concluding that it counters merit principles. Organizational diversity-
promoting policies are argued to result in categorization as well as different employee treatments,
consequently undermining merit principles. Also, with regards to diversity management, it is
critical to underscore the possibility of merit R&S’s standardized practices imposing considerable
administrative burdens on marginalized and disadvantaged applicants, though these processes
were designed to ensure fairness and objectivity. Thus, these standardized processes usually require
some levels of educational qualifications or bureaucratic experience that may not be accessible to
everyone. For instance, possessing poor educational qualifications or due to some factors, such as
limited time, some applicants are excluded from the recruitment pool due to these complexities

that create barriers to entry. This potentially undermines the goals of diversity and inclusion.
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Accordingly, addressing these challenges will require the consideration of more inclusive and
flexible approaches to R&S in order to accommodate the various needs of all applicants (Linos &
Riesch, 2019).

Nevertheless, the second strand of research (Park & Liang, 2019; Pfiffner, 2000) viewed diversity
management through affirmative action and concluded that it complements merit principles. Thus,
diversity management can be seen to be compatible with merit R&S. Diversity management, as
observed by Pitts et al. (2015), encompasses the management of all differences, be it racial, gender,
ethnic, functional, or educational, towards providing all employees with the requisite resources to
ensure successful work execution. Both merit and diversity have similar management objectives,
which are efficiency, quality, and productivity (Kellough & Naff, 2004). Also, another argument that
aligns diversity management and merit R&S relates to merit principles holding public servants in a
democracy accountable, while diversity management through representative bureaucracy enhances
these public servants’ responsiveness (Han & Hong, 2016). Irrespective of the assumptions behind
merit R&S, which is to achieve fairness and objectivity, there still exists the possibility of these
practices being impacted by unconscious biases. For instance, candidates with similar characteristics
to hiring managers may be unintentionally favored, or those stereotyped as what “good candidates”
may look like may be given more attention. Diversity management practices, according to Kalev
et al. (2006), can aid in mitigating these unconscious biases by creating an inclusive environment
for all candidates, irrespective of their diverse backgrounds. Mitigating these biases ensures that
merit practices are truly reflected in the R&S process, resulting in the hiring of candidates with
the most qualifications, thereby strengthening merit R&S’s impact on EP. Yet another mechanism
by which diversity management influences the relationship between merit R&S and EP is the
promotion of a broader talent pool. With this, diversity management brings about an expansion
to the pool of potential candidates since it actively encourages applications from marginalized
and underrepresented groups as well (Thomas & Ely, 1996). Broadening the talent pool increases
the possibility of considering candidates with diverse backgrounds and high qualifications in the
R&S process. Thus increasing the chances of finding top talent that might otherwise have been
overlooked. A diverse workforce bringing different skills, perspectives, and experiences to the
organization can enhance employees creativity, decision-making, and problem-solving. Thus, the
simultaneous implementation of diversity management and merit practices is viewed to result
in organizations benefiting from not only the hiring of high-performing individuals but also
from the enhancement of performance outcomes brought forth by diversity (Hunt et al., 2015).
Accordingly, and towards the later strand of research where diversity management is thought of as

complementing merit R&S in an attempt to improve EP, this study hypothesizes that:

« Hypothesis 4: The positive relationship between merit recruitment practices and EP will be
positively moderated by efforts directed toward diversity management.
« Hypothesis 5: The positive relationship between merit selection practices and EP will be

positively moderated by efforts directed toward diversity management.
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Methodology

Design

Ghana’s public service comprises the Ministries, Departments, and Agencies (MDAs), which
form both the central and local government’s administrative structure. Accordingly, a survey of
public servants within the Greater Accra and Northern Regions was conducted to ensure diverse
representation. To ensure diverse representation, both probabilistic and non-probabilistic methods
were utilized in drawing the study’s sample. Seven out of the thirty ministries (Ministry of the
Interior, Ministry of Communication and Digitization, Ministry of Education, Ministry of Local
Government, Ministry of Health, Ministry of Chieftaincy and Religious Affairs, and Ministry
of Foreign Affairs) were randomly selected within the Greater Accra region, Ghana’ economic
and administrative hub. Additionally, to capture different cultural and geographical perspectives,
the Northern Regional Coordinating Council (NRCC) was included in this study. Following the
selection of the ministries and the NRCC, convenient sampling was utilized to draw respondents
for the study, thus enumerating available public servants who consented to participate in the survey
on the data collection date, resulting in a target sample of 400 public servants (50 respondents
each from the ministries and the NRCC. This attempted to achieve equal representation. Due to
the challenges of the physical unavailability of some respondents at their workplaces, 210 paper
questionnaires were administered on the data collection date, and web-based questionnaires were
sent through social media platforms to those who were unavailable to ensure a higher overall
response rate. In total, 148 paper questionnaires were returned, and 221 web-based responses were
received. However, a critical review revealed eight web-based respondents declining to participate
and fifty-eight duplicate responses, which were consequently deleted, resulting in a 311-sample
size for the study, analyzed using Stata 18.0. Referencing Jackson (2001), a sample size of about
200-300 is justified for moderately complex models, and a ratio of at least 5:1 (five observations
per parameter) is recommended. Our sample size of 311 and a model with 38 parameters exceed
these recommendations, indicating the sample sizes sufficiency for our model. Additionally, Kline
(2015) suggests that, for simple models, a minimum of 200 is recommended, and up to 400-500
is recommended for complex models. This, yet again, places our sample size within an acceptable
range for moderately complex models (Fig. 1).

Using convenient sampling is criticized by Topa & Valero (2017) as it may introduce selection
bias. However, using this approach has been justified in several ways. First, given that this study
utilizes items from previous research, convenient sampling is justified by Highhouse & Gillespie's
(2008) advice on the use of this sampling method when a scale or theoretical examination is
being conducted. Second, this sampling approach was chosen given its practicality in terms of
time constraints and accessibility, allowing for a quick data-gathering process from a diverse
group. Notwithstanding these justifications, efforts were made to mitigate potential biases. First,
randomly selecting the ministries and including a regionally diverse sample, the Greater Accra
and the Northern regions, were strategies employed to reduce this bias. Second, combining paper
and online surveys aided in increasing the response rates, thereby improving the sample’s overall

representativeness. Convenience sampling has been utilized by various studies within the social
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Diversity Employee
management performance
Merit-based
selection

Fig. 1. Conceptual framework.

science literature (e.g., Abualrub & Alghamdi, 2012; Fatoki, 2014; Ozarally, 2015; Saleem, 2015),
though criticized for its tendency to limit generalizability.

Instrument

An online, self-administered questionnaire was utilized, supplemented by self-administered
pencil and paper questionnaires. The questionnaire structure for both instruments had five sections.
Section 1 included questions that solicited the demographics of respondents, which included
gender, age, marital status, education qualification, income, and tenure. Section 2 encompassed the
questions related to the respondent’s perceived EP, which had seven question items drawn from
the literature, as elaborated in the next section of this study. Sections 3 and 4 contained questions
about the respondents’ perceptions of the extent to which merit-based R&S are practiced in their
organization. Merit recruitment and merit selection comprised four and five items, respectively,
which were drawn from the literature. The last section included three items that relate to

respondents’ perceptions of managers’ efforts toward diversity management.
Measurements

Employee performance

To measure perceived EP, seven items were selected from the eleven unvalidated employee
question items developed by Manneh & Adesopo (2022). Though responses are subjective,
subjective measurements of performance are in line with various other scholarly works (Adam,
2020; Choi & Rainey, 2010; Manneh & Adesopo, 2022; Saleem & Khurshid, 2014; Sarah et al., 2018).
Respondents were asked to rate performance items on a 7-point Likert scale, which ranges from

1-strongly agree, to 7-strongly disagree.

Merit recruitment and selection

Measuring merit recruitment, which advocates for providing equal opportunities for all potential
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candidates, four question items were drawn from Ali (2022) and modified by the researcher to
suit this study’s setup. In measuring merit selection, four question items were drawn from Saleem
& Khurshid (2014), with the researcher adding one question item to capture non-merit selection
actions, which was “In our organization, nepotism does not affect the employee selection process.”
Survey respondents were asked to rate, on a 5-point Likert scale, the extent to which they perceive

the R&S practices to be based on merits.

Diversity management

The moderating variable, diversity management, was measured following previous literature
(Choi, 2009; Oberfield, 2014; Park & Liang, 2019). The three question items were adopted to gauge
employees’ perception of managerial capacity towards managing diversity as well as managers’
commitment to and promotion of diversity policies and practices. Similarly, 5-point Likert scales

were utilized to rate these question items.

Control variables

Demographics of respondents, including age, gender, academic qualification, tenure, marital
status, and income, were included in an attempt to control for their impact on the dependent
variable. Previous literature has shown that these demographic characteristics impact perception.

The descriptive statistics of these variables are shown in Table 2.

Results

As displayed in Table 2, the majority of the study’s respondents were females (56.3%), and more
than half (71%) of the total respondents were below the age of 41. Out of every 10 respondents,
about 5 and 3 had a bachelor’s and a master’s degree, respectively, with only about 2 possessing a
doctoral or Ph.D. degree. A large proportion (78.5%) of employees in this study earn only 4,000

GHC and below, and the average tenure of respondents is five years and below.
Measurement model

Validation

Adopting unvalidated measurement items, except the diversity management construct items,
an exploratory factor analysis (Linos & Riesch, 2019) was first conducted, which included all
the measurement items utilized in this study. A factor test produced a Kaiser-Meyer-Olkin of
KMO=0.824, suggesting the adequacy of the sample for conducting an EFA, as the KMO of 0.6 is
suggested as the cutoff for fitness (Pallant, 2001; Tabachnick & Fidell, 2007). Also, the Bartlett test
of sphericity produced a p-value of 0.000, which is less than the threshold of 0.05 significance level
(Durmus, 2013; George & Mallery, 2019), suggesting that a correlation exists between the variables.
The principal components test revealed five components with eigenvalues greater than one,
suggesting that five underlying latent constructs can be extracted from the observed variables. These

five factors explain about 60.64 percent of the total variance, with the first explaining only 26.81
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Table 2. Main characteristics of respondents (n=311)

Variable Category N %
Gender Female 175 56.3
Male 136 43.7
Age Below 31 94 302
31-40 127 40.8
41-50 71 22.8
51 and above 19 6.1
Marital status Single 113 363
Married 189 60.8
Widowed 4 13
Divorced 5 1.6
Education qualification High School 9 29
Diploma 46 14.8
Bachelor 150 482
Master’s 101 325
Doctoral/Ph.D. 5 1.6
Monthly income <1,000 GHC 18 58
1,000-2,000 GHC 44 14.2
2,001-3,000 GHC 102 328
3,001-4,000 GHC 80 257
4,001-5,000 GHC 43 138
>5,000 GHC 24 77
Tenure <5 151 486
6-10 73 235
11-15 37 1.9
16-20 18 58
221 32 103

percent of the total variance. This suggests that a greater proportion of total variance is not explained
by any single factor, since the variance explained by the first factor is well below 50 percent of the
total variance. Conducting an orthogonal rotation using Varimax rotation resulted in only four
factors with loadings above a minimum of 0.5. Consequently, all items except two EP items and one
merit selection item loaded above 0.5 onto their respective constructs. Accordingly, the nineteen
question items, excluding respondents’ demographic questions, were reduced to sixteen, which
were then subjected to confirmatory factor analysis (CFA) and the testing of the model. Table 3
presents the standardized factor loadings for these sixteen items under their respective constructs
with their Cronbach’s alphas, and all measurement items were statistically significant (p<0.001).
The measurement model showed adequate fitness compared to other models (X*/df=158.199/96;
p<0.000; RMSEA=.046; CFI=.963; TLI=.954; SRMR=.041).

The seven items adopted to measure perceived EP were reduced to five, which loaded on a
unidimensional factor of EP, with factor loadings above 0.5 (ranging from 0.588 to 0.665). Two
of the seven items had factor loadings below 0.5, which were consequently deleted from further
analysis. These items are “there has been higher-level employees’ responsiveness (e.g., based on
some files treated, revenue generated, client and peer feedback),” and “employees engage in a
transaction(S) or action(s) that is(are) in conflict with or infringes on the execution of their official

duties” Also, one measurement item for merit selection loaded below 0.5. Accordingly, this item
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Table 3. Measurement items of both dependent and independent variables

Construct (Cronbach’s Lx) - measurement items Mean SD VIF Factor loading
Perceived employees performance (£=0.7614)
P2 Employees’ performance has consistently improved. 5.39 1.12 1.62 650
P3 Each employee shows expected performance by successfully performing all assigned tasks on 543 1.11 149 623
schedule and on budget.
P4 There has been a high level of creativity and innovation among employees to solve problems and 533 1.24 146 .588
enhance effectiveness and efficiency within the context of the law.
P5 Employees have been able to perform in all key areas of responsibilities and assignments. 534 124 1.66 665
P6 Employees are good in time management such that a high percentage of tasks are completed on 5.21 1.26 1.51 603
time and in high quality.
Merit recruitment ((£:=0.8202)
R1 Televisions are used in my organization to advertise vacant positions to potential applicants. 2.32 117 177 .553
R2 New job openings or vacant positions in my organization are advertised to potential applicants 292 1.25 1.96 669
through newspapers.
R3 Billboards or noticeboards are used to advertise new job openings to potential applicants. 2.75 1.24 217 .800
R4 New job openings or vacant positions in my organization are advertised or communicated to 2.85 1.28 2.11 770
potential applicants through social media handles (LinkedIn, Facebook, Twitter, etc.).
Merit selection (£=0.8459)
S1 Our organization uses unbiased tests and interviewing techniques for employee selection. 354 96 1.72 651
S2 Valid and standardized tests are used in the selection process of employees. 364 93 243 .829
S3 Our organization has strong merit criteria for employee selection. 3.69 86 2.11 778
S4 Our organization uses a comprehensive selection process before rendering a decision. 3.64 86 2.20 799
Diversity management (££=0.7160).
D1 Supervisors/team leaders in my work unit are committed to a workforce representative of all 3.89 66 1.69 751
segments of society.
D2 Policies and programs promote diversity in the workplace (e.g., recruiting minorities and women, 378 76 1.51 652
training in awareness of diversity issues, mentoring).
D3 Managers/supervisors/team leaders work well with employees of different backgrounds. 3.98 71 1.54 642

Fit indices: X*/df=158.199/96; p<0.000; RMSEA=.046; CFI=.963; TLI=.954; SRMR=.041.
VIF, variance inflation factor; RMSEA, root mean square error of approximation; CFl, Comparative Fit Index; TLI, Tucker-Lewis Index; SRMR, standardized root mean square

residual.
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was deleted from further analysis as well, resulting in the four items being used to measure merit
selection. These items loaded above 0.5 (0.651 to 0.829) onto the construct. The deleted merit

selection item is “In our organization, nepotism does not affect the employee selection process.”

Reliability

A reliability test was conducted to assess internal consistency, utilizing consistency, Cronbach’s
alphas (ct), and composite reliability. A range of Cronbach’s alphas () (from .7160 to .8459) were
obtained, as presented in Table 3, which were above the .70 minimum value (Hair et al., 2017;
Nunnally, 1978). Similarly, the composite reliability test produced values above the .70 cutoft (Hair
etal, 2017). The composite reliability values are presented in Table 5, all of which confirm reliability.

Regarding common method bias (CMB), Podsakoff et al. (2003) argue that it becomes a concern
when self-reported measures are employed. It is a notable concern, as it can lead to the inflation or
attenuation of linear relationships (Conway & Lance, 2010; Siemsen et al., 2009). Thus, given that
the same source was used to collect responses for measuring all variables, there is the possibility of

response bias, which may significantly impact the study’s findings (Podsakoff et al., 2003). A series of
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procedural and statistical remedies were undertaken in this study to assess and address the potential
of CMB. Procedurally, this study’s survey design featured the use of anonymity and varied response
formats in an attempt to minimize response biases. The survey was conducted anonymously, which
reduces the likelihood of social desirability bias. Additionally, different response scales were used,
with the dependent variable measured on a 7-point Likert scale and the independent variables
measured on a 5-point Likert scale. This variation in scale design helps to mitigate the potential for
response pattern biases (Podsakoff et al., 2003).

Statistically, the construct validity of the measures was supported through internal consistency
checks, with Cronbach’s alpha values for all constructs exceeding 0.7 (Conway & Lance, 2010).
Furthermore, two recommended approaches by Podsakof et al. (2003) were employed to assess the
extent of potential bias. First, Harman’s single-factor test was conducted to evaluate the potential
impact of CMB, revealing that a single factor accounted for only about 24.82 percent of the total
variance, which is well below the 50 percent cutoff (Podsakoff & Organ, 1986), suggesting that
CMB is unlikely to significantly influence the findings. Second, the fitness of one-factor, two-factor,
three-factor, and four-factor models was compared using CFA. As presented in Table 4, the results
demonstrated that the one-factor model had the worst fitness to the data compared to the multi-
factor models, supporting the argument that the constructs are distinct and that a single factor
does not dominate the data structure. This comparison further mitigates concerns regarding the
influence of CMB. While it is acknowledged that CMB cannot be entirely ruled out due to the use of
self-reported data, these combined measures provide strong evidence that its impact is minimal in

this study.

Discriminant validity

Following Fornell & Larcker (1981), a discriminant validity test was conducted using the square
root of average variance extracted (AVE) for each construct. The results are presented in Table 5
in square brackets, diagonal to the inter-construct correlation. The results show that discriminant
validity is established between constructs since the square root of AVE for each construct exceeded
its correlation with other constructs. This is an acceptable criterion in literature, which suggests
more variance to be shared between measurement items and their latent construct than between

latent constructs (Barclay et al., 1995).

Structural model and hypotheses testing

Before conducting the structural modeling, the variance inflation factor (VIF) is estimated

Table 4. Comparison of model fit indices

Model Factors X df X/df CFI L RMSEA  SRMR
Four-factor MR;MS;DM;EP 158199 96 1648 0963 0954 0.046 0.041
Three-factor ~ MR+MS;DM;EP 308808 99 3119 0875 0849 0.083 0.100
Two-factor MR+MS+DM;EP 447042 101 4426 079 0755 0.105 0.110
One-factor MR+MS+DM+EP 656933 102 6441 0670 0312 0.132 0.122

CFl, Comparative Fit Index; TLI, Tucker-Lewis Index; RMSEA, root mean square error of approximation; SRMR,
standardized root mean square residual; MR, merit recruitment; MS, merit selection; DM, diversity management; EP,
employee performance.
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Table 5. Bivariate correlation and discriminant validity of variables

1 2 3 4 5 6 7 8 9 10
1 Gender
2 Age 136
3 Marital status 070 489"
4 Educational qualification 012 275" 250"
5 Monthly income 030 576" 400" 589"
6  Tenure 113 693" 449" 245" 545"
7 Meritrecruitment 029 -.085 -011 -058 -179" -079 L7a1"
8  Meritselection -044 -108 -118 -106 -050 -095 265" 771"
9  Diversity management 096 -066 -149° -075 025 -.109 3717 446 1.68]"
10 Employee performance -024 -048 -037 -138 -070 -032 39" 418" 4347 [63]"
AVE 50 59 A7 39
CR 79 85 72 76

"M Square root of AVE for each construct.
"p<0.05, “p<0.01, "p<0.001.

AVE, average variance extracted; CR, composite reliability.
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for all items in an attempt to check if there is a possibility of the study’s findings being adversely
influenced by multicollinearity. As presented in Table 3, VIF for all measurement items meets the
cutoft of below 3 (Kock & Lynn, 2012), ranging from 1.46 to 2.43 across the measurement items.
Utilizing STATA 18.0, structural equation modeling (SEM) was used to test the study’s hypotheses.
Across all models, the same sample size is used: 311 responses. Assessing the moderating effect
of diversity management on the link between merit R&S and EP (Hypothesis 4 and 5), the study
relied on the matched pairs interaction terms between the moderating variable question items
and the independent variables’ question items, thus choosing only the interaction terms that load
highest onto the interaction construct (Collier, 2020). This approach involves first constructing a
full indicator interaction term, then selecting the interaction terms where each of the moderating
variable items loads highest onto the latent interaction construct.

Table 5 presents the AVE, the composite reliability, and discriminant validity values for the
latent constructs utilized in this study. The table also shows the bivariate correlation matrix between
these constructs and the control variable. As seen in the table, all key latent constructs statistically
and positively correlate with each other, with their correlation coefficients ranging from .265 to
.446. Between the key constructs and the control variables, a statistically significant correlation is
observed only between income and merit recruitment (r=-.179, p<0.01), educational qualification
and EP (r=-.138, p<0.05), and between marital status and diversity management (r=-.149, p<0.05).

Also, the effects of the predictor variables on the dependent variable are presented in Table 6.
Specifically, the effects of only the control variables on perceived EP are examined in Model 1. In
Model 2, the effects of merit R&S were added to the estimation. Diversity management variable is
subsequently added in Model 3’s estimates. Model 4 includes the two interactive terms to estimate
the comprehensive effect of all the variables under consideration.

SEM estimates in Table 6, to a large extent, confirmed the first three hypotheses of this study.

Thus, a statistically significant and positive association is established between merit recruitment,
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Table 6. Structural equation estimates of predictors’impact on perceived employee performance

Variables Model 1 Model 2 Model 3 Model 4
i SE 8 SE & SE 8 SE

Controls

Gender -.02 .07 -02 .06 -.04 .06 -03 .06

Age -.06 1 -04 .09 -04 .09 -.05 .09

Marital status .10 .08 AN 07 a3 07 a3 07

Educational level -15 .09 -12 07 -12 07 -12 07

Income 02 .10 03 .09 01 .09 .00 .09

Tenure -01 .10 01 07 03 .08 03 08
Independent

Merit recruitment (R) 29" 07 23" 07 23" 07

Merit selection (S) 34" 07 24" 07 22" 07
Moderator

Diversity mgmt. (D) 26" 08 29" 09
Interaction

RxD -14 09

SxD 18 .08
Model fitness

X/df 53.433/29 203.621/132 281.175/186 482.988/318

RMSEA 052 042 .041 041

CFI 930 950 945 924

TLI 903 941 936 913

SRMS 35 051 .052 055

N=311, €=standardized coefficient, *p<0.05, “p<0.01 , ***p<0.001 .
SE, standard error; RMSEA, root mean square error of approximation; CFl, Comparative Fit Index; TLI, Tucker-Lewis
Index; SRMR, standardized root mean square residual.

merit selection, diversity management, and perceived EP across models 2, 3, and 4. Specifically,
in Model 1, all public employees” demographics failed to significantly predict their perceived
performance. In Model 2, only merit R&S practices positively associated with perceived EP with
statistical significance. In Model 3, all independent variables of interest showed positive and
statistically significant associations with perceived EP.

In the last model, it is shown that a positive and statistically significant association still exists
between the direct effect of merit recruitment, merit selection, diversity management, and perceived
EP. However, the estimates show that only the interaction term between diversity management and
merit selection practices was positively associated with perceived EP with statistical significance.
The interaction between diversity management and merit recruitment failed to statistically predict
perceived EP. This result provided support for hypothesis 5 while failing to statistically support
hypothesis 4. Specifically, and regarding the moderating effect as presented in model 4, diversity
management only moderates the path between merit selection (B=.18, p<0.05) and perceived EP,
as depicted by Fig. 2. Fig. 3 displays standard SEM estimates for all the hypothesized paths. With
regards to the model fitness, as displayed in Table 6, the root mean square error of approximation
(RMSEA) across all models is well below the threshold of .80, suggesting the close fitness of the
study’s sample to the study population, with models 3 and 4 having the least RMSEA.
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effects.

Discussion and Conclusion

This study seeks to examine how merit recruitment, merit selection, and diversity management
are associated with EP. Several important insights into the dynamics of EP within the Ghanaian
public service are revealed. Specifically, the intricate relationship between merit principles and
diversity management efforts is highlighted as an addition to the reinforcement of the need to
continually explore merit principles’ impact on public employees’ performance. This is critical
as both merit principle and diversity management are crucial elements of HRM, most especially
within the public sector. The study’s findings largely corroborate our expectations and suggest future
research areas that are of relevance.

The positive independent impact of merit recruitment and merit selection on EP aligns with

https://doi.org/10.52372/jps.e679



Kassim Gafaru Bakari & Yousueng Han

https://doi.org/10.52372/jps.e679

previous literature, which underscores the relevance of merit-based practices in enhancing the
effectiveness and efficiency of organizations (Kranz, 1974; D. Lewis, 2008; G. Lewis, 2012; Park &
Liang, 2019). For instance, Park and Liang’s work demonstrated that organizations that prioritize
merit principles are more likely to experience higher levels of performance. This finding is suggestive
of the crucial nature of merit-based practices in fostering a high-performing workforce within
Ghana’s public sector. With diversity management found to independently and positively impact
EP, which corroborates the findings of scholars such as Cox & Blake (1991) and Ely & Thomas
(2001), this finding possibly highlights the relevance of managing for diversity in an attempt to
enhance creativity, better decision-making, and to promote an inclusive organizational culture. This
is particularly significant to the Ghanaian context, given its still-growing workforce diversity level in
terms of ethnicity, gender, and cultural background, as varied employee perspectives and experiences
can be leveraged to bolster desired outcomes. Nonetheless, Hwang and Han (2020) suggest that
gaps between accountability and performance perceptions may challenge such outcomes, which is
indicative of the need to align diversity efforts with accountability mechanisms to maximize their
effectiveness. Interaction between merit selection and diversity management was also found to
positively influence the performance of Ghanas public employees, indicating that pairing diversity
management with merit-based practices amplifies their benefits. Thus, organizations that undertake
to select employees based on merit as well as actively manage for diversity stand a higher likelihood
of improving their performance. This finding resonates with those of scholars such as Richard
(2000) and Park & Liang (2019), as diversity can enhance the benefits of merit practices by pooling
in a wider range of skills and perspectives towards better organizational outcomes. However, the
same cannot be said for the findings for the interaction between merit recruitment and diversity
management. With no significant effect, the result becomes somewhat surprising as it indicates that
while both merit recruitment and diversity management are independently relevant, combining
them does not yield additional benefits in the recruitment phase of the hiring process. This finding
could be interpreted in light of literature that suggests diversity management to be more critical
to the selection and integration stages of the hiring process. Also, contextual factors could have
accounted for this surprising resolve. For instance, recruitment channels within the public service
of Ghana are still relatively homogeneous, consequently leading to no significant change in EP
since the pool of candidates might not fully reflect the reaching of a diverse population. Another
possible explanation could be the overemphasis on academic qualifications as an objective approach
to merit recruitment within the Ghanaian context. In addition, the relatively high unemployment
rate of about 14.7 percent as of the first three quarters of 2023 (Oduro-Mensah, 2024) compared
to the global average of about 4.9 percent (International Labour Organization, 2024) could have
resulted in job vacancies attracting a large number of highly qualified applicants, making it easier for
public service organizations to focus solely on merit-based recruitment at the expense of diversity
management at this stage.

Theoretically, this study contributes to the literature by advancing our knowledge of how relevant
the simultaneous implementation of merit-based practices and diversity management can be to
organizational life. Thus reinforcing theories of organizational behavior and HRM that advocate

for the integration of meritocracy and diversity towards achieving optimal performance. Building
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on these findings, subsequent research could explore how accountability systems, as examined by
Han et al. (2025), interact with merit-based practices and diversity management to shape not only
performance but also the well-being of public employees. Also, how transformational leadership
interacts with merit-based practices can be examined, as Han et al. (2023) suggest its critical effect
on organizational behavior in Egypt. Beyond internal managerial practices, external factors such
as citizen participation can also shape the performance of public institutions, as demonstrated
by Suzuki & Han (2019) within Japanese municipalities. Such studies could provide a holistic
understanding of performance in public administration.

Establishing a complementing relationship between merit selection and efforts towards
managing diversity, the relevance of managerial strategies that attempt to achieve a demographically
represented workforce selected through merit principles is highlighted. Accordingly, several practical
strategies are suggested from the findings to Ghana’s public service managers and policymakers.
First, public organizations are encouraged to promote inclusive management by training managers
to lead inclusively. Thus enhancing their ability to recognize how valuable merit practices and
diversity can be in decision-making and team building. This is crucial as inclusive leaders are able to
create an environment that places value on the contributions of all employees, thereby motivating
them. Second, regular employee feedback in the form of surveys is recommended to assess their
perceptions of inclusion, organizational fairness, and how effective the practice of merit principles
and diversity management has been. This can aid management in improving its practices and
policies accordingly. Lastly, cross-functional collaborations among different departments and
backgrounds are encouraged to promote understanding and respect across diverse groups and
enhance overall organizational performance and innovation.

Though providing valuable insights and contributions, the study is not without limitations. First,
using a single survey questionnaire for data collection likely introduced CMB, resulting in inflated
relationships among variables. Though the CMB test revealed that it’s not an issue to be concerned
about in this study, future studies are recommended to be conducted by adopting different
instruments for measuring the variables. Second, relying on a cross-sectional dataset likely limits
the study’s argument in regard to achieving causality. Accordingly, future studies can employ other
approaches, such as longitudinal analysis or experimental designs. Finally, convenient sampling was
employed, which could limit the study’s generalizability. To this, replication of similar studies using
more representative sampling techniques or within different contexts and regions is called for in

order to enhance the robustness of the results.

References

Abbasi, S. G., Tahir, M. S., Abbas, M., & Shabbir, M. S. (2020). Examining the relationship between
recruitment & selection practices and business growth: An exploratory study. Journal of Public
Affairs, 22(2), €2438. https://doi.org/10.1002/pa.2438

Abualrub, R. E, & Alghamdi, M. G. (2012). The impact of leadership styles on nurses’ satisfaction
and intention to stay among Saudi nurses. Journal of Nursing Management, 20(5), 668-678.
https://doi.org/10.1111/j.1365-2834.2011.01320.x

https://doi.org/10.52372/jps.e679



Kassim Gafaru Bakari & Yousueng Han

https://doi.org/10.52372/jps.e679

Adam, A. J. (2020). Why emotional labor is important for public service motivation and job
performance?: The case of civil servants in Ghana. The Korean Journal of Area Studies, 38(1), 49-74.

Adler, N. ], & Gundersen, A. (2008). International dimensions of organizational behavior. Thomson/
South-Western. https://books.google.co.kr/books?id=E3apPwAACAA]

Adu-Darkoh, M. (2014). Employee recruitment and selection practices in the construction industry in
Ashanti region (Ph.D. dissertation). Kwame Nkrumah University of Science and Technology.
Aghazadeh, S. M. (2004). Managing workforce diversity as an essential resource for improving
organizational performance. International Journal of Productivity and Performance Management,

53(6), 521-531. https://doi.org/10.1108/17410400410556183

Ali, A. A. (2022). Effects of recruitment practices on employee performance among universities in
Kenya. United States International University - Africa (USIU-A). https://erepo.usiu.ac.ke/bitstream/
handle/11732/7352/Ali%2C%20Adna%20Ahmed%20MBA%202022.pdf?sequence=1&isAllowed=y

Ali, Q,, & Jadoon, M. Z. 1. (2012). Towards an indigenous perspective on HRM: A study of textile
industry of Pakistan. Journal of Management & Organizational Studies, 1(2), 1-9.

Andersen, S. C., & Moynihan, D. P. (2016). How leaders respond to diversity: The moderating role
of organizational culture on performance information use. Journal of Public Administration
Research and Theory, 26(3), 448-460. https://doi.org/10.1093/jopart/muv038

Anyidoho, A. (2018). Shifting sands: Language policies in education in Ghana and implementation
challenges. Ghana Journal of Linguistics, 7(2), 225-243. https://doi.org/10.4314/gjl.v7i2.10

Armstrong, M., & Taylor, S. (2006). Human resource management practice. Kogan Page.

Barclay, D. W, Higgins, C. A., & Thompson, R. (1995). The partial least squares approach to causal
modeling: Personal computer adoption and uses as an illustration. Technology Studies, 2(2),
285-309.

Bateman, T. S., & Zeithaml, C. P. (1993). Management: Function and strategy. Irwin.

Beer, M. (1984). Managing human assets. Free Press.

Boateng, J. (2021). Women in district assemblies in Ghana: Gender construction, resistance and
empowerment. ECU. http://ro.ecu.edu.au/theses/2048

Bratton, J., Gold, J., Bratton, A., & Steele, L. (2021). Human resource management. Bloomsbury.

Chatman, J. A., & Flynn, E J. (2001). The influence of demographic heterogeneity on the emergence
and consequences of cooperative norms in work teams. Academy of Management Journal, 44(5),
956-974. https://doi.org/10.5465/3069440

Choi, S. (2009). Diversity in the US federal government: Diversity management and employee
turnover in federal agencies. Journal of Public Administration Research and Theory, 19(3), 603-
630. https://doi.org/10.1093/jopart/mun010

Choi, S., & Rainey, H. G. (2010). Managing diversity in U.S. federal agencies: Effects of diversity
and diversity management on employee perceptions of organizational performance. Public
Administration Review, 70(1), 109-121. https://doi.org/10.1111/j.1540-6210.2009.02115.x

Collier, J. (2020). Applied structural equation modeling using AMOS: Basic to advanced techniques.
Routledge.

Conway, J. M., & Lance, C. E. (2010). What reviewers should expect from authors regarding

common method bias in organizational research. Journal of Business and Psychology, 25(3), 325-

https://www.e-jps.org | 21



Diversity in the public sector: the role of inclusive management in hiring and performance

22 | https://www.e-jps.org

334. https://doi.org/10.1007/s10869-010-9181-6

Cox, T. H., & Blake, S. (1991). Managing cultural diversity: Implications for organizational
competitiveness. Academy of Management Perspectives, 5(3), 45-56. https://doi.org/10.5465/
ame.1991.4274465

Dahlstrém, C., Lapuente, V., & Teorell, J. (2011). The merit of meritocratization: Politics,
bureaucracy, and the institutional deterrents of corruption. Political Research Quarterly, 65(3),
656-668. https://doi.org/10.1177/1065912911408109

DeCenzo, D. A., & Robbins, S. P. (1996). Human resource management. John Wiley & Sons.

Dipboye, R. L. (1992). Selection interviews: Process perspectives. Thomson South-Western.

Donkor, B. P. (2021). Why should jobs in the public sector be sold or bought? Modern Ghana. https://
www.modernghana.com/news/1059790/why-should-jobs-in-the-public-sector-be-sold-or.html

Durmus, B. (2013). Sosyal bilimlerde SPSS’le veri analizi. Beta Basim Yayim.

Ely, R. J. (2004). A field study of group diversity, participation in diversity education programs,
and performance. Journal of Organizational Behavior, 25(6), 755-780. https://doi.org/10.1002/
job.268

Ely, R. J., & Thomas, D. A. (2001). Cultural diversity at work: The effects of diversity perspectives on
work group processes and outcomes. Administrative Science Quarterly, 46(2), 229-273. https://
doi.org/10.2307/2667087

Fatoki, O. (2014). The entrepreneurial intention of undergraduate students in South Africa: The
influences of entrepreneurship education and previous work experience. Mediterranean Journal
of Social Sciences, 5(7), 294. https://doi.org/10.5901/mjss.2014.v5n7p294

Flippo, E. B. (1984). Personnel management. McGraw-Hill.

Foldy, E. G. (2004). Learning from diversity: A theoretical exploration. Public Administration
Review, 64(5), 529-538. https://doi.org/10.1111/j.1540-6210.2004.00401 x

Fornell, C., & Larcker, D. E. (1981). Evaluating structural equation models with unobservable
variables and measurement error. Journal of Marketing Research, 18(1), 39-50. https://doi.
org/10.1177/002224378101800104

George, D., & Mallery, P. (2019). IBM SPSS statistics 26 step by step: A simple guide and reference.
Routledge.

Ghana Statistical Service. (2021). 2021 Population and housing census: Preliminary report. G. S.
Service.

GhanaWeb. (2021). Demand for bribes for public sector jobs choking the youth — ILAPI. GhanaWeb.

Gilbert, J. A, Stead, B. A., & Ivancevich, J. M. (1999). Diversity management: A new organizational
paradigm. Journal of Business Ethics, 21, 61-76. https://doi.org/10.1023/A:1005907602028

Gilmour, J. B., & Lewis, D. E. (2006). Does performance budgeting work? An examination of the
office of management and budget’s PART scores. Public Administration Review, 66(5), 742-752.
https://doi.org/10.1111/j.1540-6210.2006.00639.x

Green, R., Forbis, R., Golden, A., Nelson, S. L., & Robinson, J. (2006). On the ethics of at-will
employment in the public sector. Public Integrity, 8(4), 305-327. https://doi.org/10.2753/
PIN1099-9922080401

Groeneveld, S., & Van de Walle, S. (2010). A contingency approach to representative bureaucracy:

https://doi.org/10.52372/jps.e679



Kassim Gafaru Bakari & Yousueng Han

https://doi.org/10.52372/jps.e679

Power, equal opportunities and diversity. International Review of Administrative Sciences, 76(2),
239-258. https://doi.org/10.1177/0020852309365670

Ha, T. K. (1991). Three selection models of civil service. Korean Journal of Policy Studies, 6, 137-153.
https://doi.org/10.52372/kjps06008

Hair, J. E, Hult, G. T. M., Ringle, C. M., & Sarstedt, M. (2017). A primer on partial least squares
structural equation modeling (PLS-SEM). SAGE Publications.

Hall, L., & Torrington, D. (1998). The human resource function: The dynamics of change and
development. Financial Times Pitman.

Han, Y., & Hong, S. (2016). The impact of accountability on organizational performance in the
U.S. federal government: The moderating role of autonomy. Review of Public Personnel
Administration, 39(1), 3-23. https://doi.org/10.1177/0734371X16682816

Han, Y. (2020). The impact of accountability deficit on agency performance: performance-
accountability regime. Public Management Review, 22(6), 927-948. https://doi.org/10.1080/147
19037.2019.1679237

Han, Y,, & Robertson, P. J. (2021). Public employee accountability: An empirical examination of a
nomological network. Public Performance ¢ Management Review, 44(3), 494-522. https://doi.or
¢/10.1080/15309576.2020.1803092

Han, Y., Abdullah, A., & Hwang, K. (2023). Transformational leadership and organizational
citizenship behavior in Egypt: Roles of organizational commitment, public service motivation,
and organizational justice. Journal of Policy Studies, 38(4), 23-39. https://doi.org/10.52372/
jps38403

Han, Y., Hwang, K., Kim, E. (Anna), & Robertson, P. J. (2025). The impact of accountability systems
on public employee well-being and the moderating effects of role clarity and job autonomy.
Public Management Review, 1-27. https://doi.org/10.1080/14719037.2025.2483328

Hwang, K., & Han, Y. (2020). Exploring the sources of cognitive gap between accountability and performance.
Public Personnel Management, 49(3), 393-420. https://doi.org/10.1177/0091026019873031

Heilman, M. E., Block, C. ], & Lucas, J. A. (1992). Presumed incompetent? Stigmatization and affirmative
action efforts. Journal of Applied Psychology, 77(4), 536-544. https://doi.org/10.1037/0021-
9010.77.4.536

Highhouse, S., & Gillespie, J. Z. (2008). Do samples really matter that much? In C. E. Lance, C.
E. Lance, & R. ]. Vandenberg (Eds.), Statistical and methodological myths and urban legends:
Doctrine, verity and fable in organizational and social sciences (pp. 267-286). Routledge.

Hsu, Y. (1993). Human resource management: Employee training and development in the Taiwan
manufacturing industry [MBA thesis]. University of Wales, College of Cardiff.

Hunt, V., Layton, D., & Prince, S. (2015). Diversity matters (pp. 15-29). McKinsey & Company.

Huselid, M. A. (1995). The impact of human resource management practices on turnover,
productivity, and corporate financial performance. Academy of Management Journal, 38(3),
635-672. https://doi.org/10.5465/256741

Ingraham, P. W, Selden, S. C., & Moynihan, D. P. (2002). People and performance: Challenges for
the future public service: The report from the Wye River Conference. Public Administration

Review, 60(1), 54-60. https://doi.org/10.1111/0033-3352.00062

https://www.e-jps.org | 23



Diversity in the public sector: the role of inclusive management in hiring and performance

24 | https://www.e-jps.org

International Labour Organization. (2024). ILO expects global unemployment to drop slightly in 2024,
but slow progress to reduce inequalities is “worrying”. ILO. https://www.ilo.org/resource/news/
ilo-expects-global-unemployment-drop-slightly-2024-slow-progress-reduce

Ivancevich, J. M., & Gilbert, J. A. (2000). Diversity management: Time for a new approach. Public
Personnel Management, 29(1), 75-92. https://doi.org/10.1177/009102600002900106

Jackson, D. L. (2001). Sample size and number of parameter estimates in maximum likelihood
confirmatory factor analysis: A Monte Carlo investigation. Structural Equation Modeling: A
Multidisciplinary Journal, 8(2), 205-223. https://doi.org/10.1207/S15328007SEM0802_3

Johnson, T. (2015). Service after serving: Does veterans preference diminish the quality of the US
federal service? Journal of Public Administration Research and Theory, 25(3), 669-696. https://
doi.org/10.1093/jopart/muu033

Kalev, A., Dobbin, E, & Kelly, E. (2006). Best practices or best guesses? Assessing the efficacy of
corporate affirmative action and diversity policies. American Sociological Review, 71(4), 589-
617. https://doi.org/10.1177/000312240607100404

Kellough, J. E., & Naff, K. C. (2004). Responding to a wake-up call: An examination of federal
agency diversity management programs. Administration & Society, 36(1), 62-90. https://doi.
org/10.1177/0095399703257269

Kellough, J. E., & Nigro, L. G. (2006). Dramatic reform in the public service: At-will employment
and the creation of a new public workforce. Journal of Public Administration Research and
Theory, 16(3), 447-466. https://doi.org/10.1093/jopart/mui052

Kline, R. B. (2015). Principles and practice of structural equation modeling. Guilford Publications.

Kock, N., & Lynn, G. S. (2012). Lateral collinearity and misleading results in variance-based SEM:
An illustration and recommendations. Journal of the Association for Information Systems, 13(7),
546-580. https://doi.org/10.17705/1jais.00302

Kranz, H. (1974). Are merit and equity compatible? Public Administration Review, 34(5), 434-440.
https://doi.org/10.2307/975088

Krause, G. A., Lewis, D. E., & Douglas, J. W. (2006). Political appointments, civil service systems,
and bureaucratic competence: Organizational balancing and executive branch revenue forecasts
in the American states. American Journal of Political Science, 50(3), 770-787. https://doi.
org/10.1111/j.1540-5907.2006.00215.x

Kumari, N., & Malhotra, R. (2013). A study of the recruitment and selection process: SMC global.
ZENITH International Journal of Multidisciplinary Research, 3(2), 244-254.

Kwawukume, V. (2014). Corruption situation at tipping point - CJ. GRAPHICS ONLINE. https://
www.graphic.com.gh/news/general-news/corruption-situation-at-tipping-point-cj.html

Laary, D. (2014). Ghana’s human rights, anti-corruption commissioner in murky rent deal. The
Africa Report. https://www.theafricareport.com/3971/ghanas-human-rights-anti-corruption-
commissioner-in-murky-rent-deal/

Leopold, J. (2002). Human resources in organisations. Pearson Education.

Lewis, D. E. (2008). The politics of presidential appointments: Political control and bureaucratic

performance. Princeton University Press.

Lewis, G. B. (2012). The impact of veterans’ preference on the composition and quality of the federal

https://doi.org/10.52372/jps.e679


https://www.tandfonline.com/journals/hsem20
https://www.tandfonline.com/journals/hsem20

Kassim Gafaru Bakari & Yousueng Han

https://doi.org/10.52372/jps.e679

civil service. Journal of Public Administration Research and Theory, 23(2), 247-265. https://doi.
org/10.1093/jopart/mus029

Linos, E., & Riesch, N. (2019). Thick red tape and the thin blue line: A field study on reducing
administrative burden in police recruitment. Public Administration Review, 80(1), 92-103.
https://doi.org/10.1111/puar.13115

Maame, A. A. G. . (2021). Gender in Ghanaian politics: A brief analysis. Australian Outlook: Australian
Institute of International Affairs. https://www.internationalaffairs.org.au/australianoutlook/
gender-ghanaian-politics-brief-analysis/

Manneh, Y. E., & Adesopo, A. (2022). Effect of recruitment and selection methods on employee
performance in the public service of the Gambia. Canadian Social Science, 18(1), 109-123. https://
doi.org/10.3968/12431

Maranto, R. (1998). Thinking the unthinkable in public administration: A case for spoils in the federal
bureaucracy. Administration & Society, 29(6), 623-642. https://doi.org/10.1177/009539979802900603

McCrudden, C. (1998). Merit principles. Oxford Journal of Legal Studies, 18(4), 543-579. https://doi.
org/10.1093/0jls/18.4.543

Mensah, D. (2020). The impact of workforce diversity on cross-cultural communication competence
and task performance of employees in multinational companies in Ghana (Master’s thesis).
University of Ghana.

Mosher, E C. (1968). Democracy and the public service. Oxford University Press.

Muscalu, E. (2015). Sources of human resources recruitment organization. Land Forces Academy
Review, 20(3), 351-359.

MyJoyOnline. (2013). Ghana’s new rank in corruption perception index not a reprieve: Vitus Azeem.
MyJoyOnline. https://www.myjoyonline.com/ghanas-new-rank-in-corruption-perception-
index-not-a-reprieve-vitus-azeem/

Nicole, O. (2016). Merit system principles are an asset, not liability in marketing federal careers, OPM
says. Federal News Network. https://federalnewsnetwork.com/workforce/2016/11/merit-
system-principles-asset-not-liability-marketing-federal-careers-opm-says/

Nunnally, J. C. (1978). Psychometric theory. McGraw Hill.

Nuwagaba, O., & Han, Y. (2024). Meritocratic bureaucracy and national innovation performance
across African economies. Journal of Global and Area Studies, 8(4), 203-221. https://doi.
org/10.31720/JGA.8.4.11

Oberfield, Z. W. (2014). Accounting for time: Comparing temporal and atemporal analyses of the
business case for diversity management. Public Administration Review, 74(6), 777-789. https://
doi.org/10.1111/puar.12278

Oduro-Mensah, D. (2024). Ghanas unemployment rate hits 14.7 percent. Citi Newsroom. https://
citinewsroom.com/2024/02/ghanas-unemployment-rate-hits-14-7-percent/

Oliveira, M., Sousa, M., Silva, R., & Santos, T. (2021). Strategy and human resources management
in non-profit organizations: Its interaction with open innovation. Journal of Open Innovation:
Technology, Market, and Complexity, 7(1), 75. https://doi.org/10.3390/joitmc7010075

Ospina, S. (2001). Managing diversity in civil service: A conceptual framework for public organizations.
IOS Press.

https://www.e-jps.org | 25



Diversity in the public sector: the role of inclusive management in hiring and performance

26 | https://www.e-jps.org

Ozaralli, N. (2015). The impact of organizational culture and job related affective well being on
employees’ conflict resolution styles. Journal of Business Research-Tiirk, 7(2), 7-37. https://doi.
org/10.20491/isader.2015215732

Pallant, J. (2001). SPSS survival manual: A step by step guide to data analysis using SPSS for Windows
(Version 10). Open University Press.

Park, S., & Liang, J. (2019). Merit, diversity, and performance: Does diversity management moderate
the effect of merit principles on governmental performance? Public Personnel Management,
49(1), 83-110. https://doi.org/10.1177/0091026019848459

Pedersen, K. H., & Johannsen, L. (2015). European values and practices in post-communist public
administration: The Baltic states. In E Sager & P. Overeem (Eds.), The European public servant.
A shared administrative identity? ECPR Press.

Pfiffner, J. P. (2000). Government legitimacy and the role of the civil service. In J. P. Pfiffner & D. A.
Brook (Eds.), The future of merit: Twenty years after the Civil Service Reform Act (pp. 15-38).
Woodrow Wilson Center Press.

Pilbeam, S., & Corbridge, M. (2006). People resourcing. Pearson Education.

Pitkin, H. E (1967). The concept of representation. University of California Press.

Pitts, D. (2009). Diversity management, job satisfaction, and performance: Evidence from U.S.
federal agencies. Public Administration Review, 69(2), 328-338. https://doi.org/10.1111/j.1540-
6210.2008.01977 x

Pitts, D. W. (2005). Diversity, representation, and performance: Evidence about race and ethnicity
in public organizations. Journal of Public Administration Research and Theory, 15(4), 615-631.
https://doi.org/10.1093/jopart/mui033

Pitts, D. W,, Towne, S. E., Perry, J., & Christensen, R. (2015). Realizing the promise of diversity. In J.
L. Perry (Ed.), Handbook of public administration (pp. 366-381). John Wiley & Sons.

Podsakoff, P. M., MacKenzie, S. B, Lee, . Y., & Podsakoff, N. P. (2003). Common method biases in
behavioral research: A critical review of the literature and recommended remedies. Journal of
Applied Psychology, 88(5), 879-903. https://doi.org/10.1037/0021-9010.88.5.879

Podsakoff, P. M., & Organ, D. W. (1986). Self-reports in organizational research: Problems and
prospects. Journal of Management, 12(4), 531-544. https://doi.org/10.1177/014920638601200408

Poto¢nik, K., Anderson, N. R., Born, M., Kleinmann, M., & Nikolaou, I. (2021). Paving the
way for research in recruitment and selection: recent developments, challenges and future
opportunities. European Journal of Work and Organizational Psychology, 30(2), 159-174. https://
doi.org/10.1080/1359432X.2021.1904898

Public Services Commission. (2015). Human resource management policy framework and manual
for the Ghana Public Services. Public Services Commission. https://www.library.gov.gh/en/
annual-reports/uploads/HR-POLICY-FRAMEWORK-MANUAL.pdf

Quresh, T. M., Akbar, A., Khan, M. A,, Sheikh, R. A., & Hijazi, S. T. (2010). Do human resource
management practices have an impact on financial performance of banks? African Journal of
Business Management, 4(7), 1281.

Richard, O. C. (2000). Racial diversity, business strategy, and firm performance: A resource-based
view. Academy of Management Journal, 43(2), 164-177. https://doi.org/10.2307/1556374

https://doi.org/10.52372/jps.e679



Kassim Gafaru Bakari & Yousueng Han

https://doi.org/10.52372/jps.e679

Saleem, H. (2015). The impact of leadership styles on job satisfaction and mediating role of
perceived organizational politics. Procedia - Social and Behavioral Sciences, 172, 563-569. https://
doi.org/10.1016/j.sbspro.2015.01.403

Saleem, I., & Khurshid, A. (2014). Do human resource practices affect employee performance?
Pakistan Business Review, 15(4), 669-688.

Sarah, M., Sang, A., & Ngure, S. W. (2018). Ethical issues in recruitment, selection and employee
performance in public universities in Nyeri County, Kenya. International Journal of Academic
Research in Business and Social Sciences, 8(5), 132-148. https://doi.org/10.6007/I[JARBSS/v8-
i5/4090

Saviour, A. W,, Kofi, A., Yao, B. D., & Kafui, L. A. (2016). The impact of effective recruitment and
selection practice on organisational performance (a case study at University of Ghana). Global
Journal of Management and Business Research: A Administration and Management, 16(11), 25-34.

Siemsen, E., Roth, A., & Oliveira, P. (2009). Common method bias in regression models with linear,
quadratic, and interaction effects. Organizational Research Methods, 13(3), 456-476. https://doi.
org/10.1177/1094428109351241

Sisson, K. (1994). Personnel management: A comprehensive guide to theory and practice in Britain.
Blackwell Business.

Stoner, J. A. E (2006). Management. Prentice-Hall of India Privated Limited.

Sule, M. (2012). Evaluation of recruitment methods: A case study of selected banks in tamale
metropolis (Ph.D. dissertation). Kwame Nkrumah University of Science and Technology.

Summers, R. J. (1991). The influence of affirmative action on perceptions of a beneficiary’s
qualifications1. Journal of Applied Social Psychology, 21(15), 1265-1276. https://doi.org/10.1111/
j.1559-1816.1991.tb00469.x

Sunday, A. O., Olaniyi, D. E., & Mary, E O. (2015). The influence of recruitment and selection
on organizational performance. International Journal of Advanced Academic Research-Social
Sciences and Education, 10(1), 1-63.

Suzuki, K., & Han, Y. (2019). Does citizen participation affect municipal performance? Electoral
competition and fiscal performance in Japan. Public Money ¢ Management, 39(4), 300-309.
https://doi.org/10.1080/09540962.2018.1558554

Tabachnick, B. G., & Fidell, L. S. (2007). Using multivariate statistics. Allyn & Bacon/Pearson
Education.

Tajfel, H., & Turner, J. C. (1986). The social identity theory of intergroup behavior. In S. Worchel &
W. G. Austin (Eds.), Psychology of intergroup relation (pp. 7-24). Hall Publishers.

Thomas, D. A., & Ely; R. ]. (1996). Making differences matter. Harvard Business Review, 74(5), 79-90.

Topa, G., & Valero, E. (2017). Preparing for retirement: How self-efficacy and resource threats
contribute to retirees satisfaction, depression, and losses. European Journal of Work and
Organizational Psychology, 26(6), 811-827. https://doi.org/10.1080/1359432X.2017.1375910

Tadesse Zenebe, N., Han, Y., & Hong, S. (2025). Examining Barriers of Representation in Gender:
Glass Ceiling and Glass Walls in the Ethiopian Bureaucracy. Review of Public Personnel
Administration. https://doi.org/10.1177/0734371X251322799

United Nations Office on Drugs and Crime. (2022). Corruption in Ghana - Peoples experiences and

https://www.e-jps.org | 27


file:///D:/%ec%9e%91%ec%97%85/JPS/2025/2025.6/01ME/javascript:srchJournalNew('bibctrlno', 'NART', 'International journal of academic research in business and social sciences', '560440')
file:///D:/%ec%9e%91%ec%97%85/JPS/2025/2025.6/01ME/javascript:srchJournalNew('bibctrlno', 'NART', 'International journal of academic research in business and social sciences', '560440')

Diversity in the public sector: the role of inclusive management in hiring and performance

28 | https://www.e-jps.org

views. UNODC. https://www.unodc.org/documents/data-and-analysis/statistics/corruption/
Ghana/UN_ghana_report_v4.pdf

U.S. Department of State. (2023). 2023 Report on international religious freedom: Ghana. U.S.
Department of State. https://www.state.gov/reports/2023-report-on-international-religious-
freedom/ghana/

Von Bergen, C. W, Soper, B., & Foster, T. (2002). Unintended negative effects of diversity management.
Public Personnel Management, 31(2), 239-251. https://doi.org/10.1177/009102600203100209

Woodard, C. A. (2005). Merit by any other name: Refraining the civil service first principle. Public
Administration Review, 65(1), 109-116. https://doi.org/10.1111/j.1540-6210.2005.00435.x

Wright, P. M., & Kehoe, R. R. (2008). Human resource practices and organizational commitment:
A deeper examination. Asia Pacific Journal of Human Resources, 46(1), 6-20. https://doi.
org/10.1177/1038411107086540

Yaseen, A. (2015). Recruitment and selection process of higher education sector and its impact on
organizational outcomes. International Journal of Human Resource Studies, 5(4), 79-94. https://
doi.org/10.5296/ijhrs.v5i4.8822

Yeo, J., & Jeon, S. H. (2023). Diversity, equity, inclusion, and accessibility in recent public
administration research: A systematic review of the literature since George Floyd. Journal of

Policy Studies, 38(2), 33-54. https://doi.org/10.52372/jps38204

https://doi.org/10.52372/jps.e679



