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[bookmark: _Hlk97636743][bookmark: _Hlk103863957]Recently, organizations have come to a firm conclusion that human capital development is the source of competitive advantage and productivity, However, to achieve a competitive advantage, organizations must manage skill training and development to build on the competence of employees. Moreover, performance management is the most significant contributor to individual training and organizational development. However, to achieve a competitive advantage, organizations must manage skill training and development to build on the competence of employees. Again, effective training and development strategies help organizations to acquire competitive skills, abilities, and career development. Nonetheless, most of the studies conducted on training and development and performance rely on performance as dependent variable. However, the proposed thesis seeks to establish training & development as dependent variable in relation to competence-based performance appraisal in selected public universities in Ghana. Against this framework, the study seeks to fill the missing gap of the mediating role of commitment and the moderating role of investment in training and employee’s intention to stay on employee commitment and training & development. The goals of the study were achieved by the involvement of both inductive and deductive explorations. The study adopted a scientific research design process, systematic review, interviews of managers, quantitative data analysis and clustering. A total of 365 out of the 410 respondents were digested with the application of structural equation modelling as statistical analysis technique. The study results have been analysed, discussed and a proposed contribution to theory, practice, academic and policy formulation with respect to training & development and competence-based performance appraisal and corresponding mediating and moderating variables have been elaborated profusely in the subsequent text. Limitations and future research directions are espoused.
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Czech translation. V poslední době, organizace dospěly k pevnému závěru, že rozvoj lidského kapitálu je zdrojem konkurenční výhody a produktivity, Nicméně, k dosažení konkurenční výhody, organizace musí odbornou přípravu a rozvoj stavět na kompetenci zaměstnanců. Kromě toho je řízení výkonnosti nejvýznamnějším přispěvatelem k individuálnímu vzdělávání a organizačnímu rozvoji. Aby však organizace dosáhly konkurenční výhody, musí odbornou přípravu a rozvoj dovedností, stavět na kompetenci zaměstnanců. Opět platí, že efektivní strategie vzdělávání a rozvoje pomáhají organizacím získat konkurenční dovednosti, schopnosti a kariérní rozvoj. Nicméně, Většina studií provedených na vzdělávání a rozvoj vnímají výkon jako závislé proměnnou. Předložená práce se však snaží zavést odbornou přípravu a rozvoj jako závislé proměnnou ve vztahu k hodnocení výkonnosti na základě kompetencí na vybraných veřejných univerzitách v Ghaně. V tomto rámci se studie snaží zaplnit chybějící mezeru poznání o zprostředkující roli závazku, moderační roli investic do vzdělávání a. Cílů studie bude dosaženo zapojením induktivního i deduktivního výzkumů. Studie přijme projekt vědeckého výzkumu, systematický výzkum rozhovory manažerů, kvantitativní analýzu dat a shlukování s aplikací modelování strukturálních rovnic jako techniky statistické analýzy. Výsledky studie budou analyzovány, diskutovány a následně bude formulován příspěvek k teorii, praxi a akademické oblasti s ohledem na odbornou přípravu a hodnocení výkonnosti založené na kompetencích.












[bookmark: _Toc105240051][bookmark: _Toc105407737][bookmark: _Toc105755475]EXTENDED ABSTRACT 
Recently, organizations have come to a firm conclusion that human capital development is the source of competitive advantage and productivity, However, to achieve a competitive advantage, organizations must manage skill training and development to build on the competence of employees. Moreover, performance management is the most significant contributor to individual training and organizational development. However, to achieve a competitive advantage, organizations must manage skill training and development to build on the competence of employees. Again, effective training and development strategies help organizations to acquire competitive skills, abilities, and career development. Nonetheless, most of the studies conducted on training and development and performance rely on performance as dependent variable. However, the proposed thesis seeks to establish training & development as dependent variable in relation to competence-based performance appraisal in selected public universities in Ghana. Against this framework, the study seeks to fill the missing gap of the mediating role of commitment and the moderating role of investment in training and employee’s intention to stay on employee commitment and training & development in tertiary institutions in a developing economy (Ghana). The goals of the study were achieved by the involvement of both inductive and deductive explorations. The study adopted a scientific research design process, systematic review, interviews of managers, quantitative data analysis and clustering. Consequently, seven (7) specific goals (objectives) were at the forefront of this dissertation for subsequent execution. Thus; (a) to determine the effect of competency-based performance appraisal on training & development of employees at tertiary institutions in Ghana, (b) to establish the availability of training and development regimes at tertiary institutions in Ghana (c): to identify the various training and development programs tertiary institutions in Ghana. (d) to establish the significance of investment in training and employee’s intention to stay on training & development at tertiary institutions in Ghana. (e) to establish the significance effect of commitment on training & development at public universities in Ghana. (f) to ascertain the mediating role of employee commitment to competency-based performance appraisal and training & development in at tertiary institutions in Ghana. (g) to assess the consistency of competency-based performance appraisal in public tertiary institutions in Ghana. Moreover, three important theories served as inspiration for this dissertation, thus; theory of reinforcement of motivation (ToRM), theory of social learning (TLS) and Maslow’s hierarchy needs theory. With respect to developing a wide-ranging outline in guiding the dissertation. A total of seven (7) rhetorical questions (hypothesis) were thought-out. Again, a self-administered structured questionnaire as well as online survey via google docs were used for a quantitative enquiry. Although, a qualitative enquiry was conducted, it was carried through by structured questionnaire because of the detraction of the covid19 pandemic in accomplishing this part of the study by giving to heads of departments and heads of administration.   A total of five (5) well established public tertiary institutions were selected for the purpose of this thesis. Of the five institutions, five faculties were again selected from each tertiary institution, totalling about twenty-five (25) faculties in Ghana. These are the selected tertiary institutions that the researcher relied on. The university of Ghana (UG), The university of Cape Coast (UCC), Kwame Nkrumah University of science and technology (KNUST), Akenten Appiah-Menka University of Skills Training and Entrepreneurial Development (AAMUSTED) and the university of energy and natural resources (UENR). The data collection began in September 2021 to April 2022. The following relevant criteria was used in the selection of the various tertiary institution. A well-established University that has about five or more faculties, a fully accredited Universities by national accreditation board, a tertiary institution that has been in existence for over ten years, a tertiary institution with well-established training & development system. 
The quantitative output with the application of structural equation model partial least square (PLS-SEM) involving three hundred and sixty-five (365) precise responses with the adoption SmartPLS version 3.3.9 indicates that; CBPA to EC; CBPA -> EIS; CBPA -> IT; CBPA -> TD; EIS -> EC; EIS -> TD; IT -> TD; as well as, ME- 1 -> TD, are statistically significant and that whereas, employee commitment positively mediate competency-based performance appraisal and training and development there is a mixed effect of the moderating variables vis-à-vis its effect. Employee intention to stay has a positive effect on the relationship between employee commitment and training and development. Nonetheless, investment in training proved a contrary effect between employee commitment and training and development. 
The main objective of every training and development activity is to improve on the competencies of the employee and by extension the competitiveness of organization. Therefore, to achieve these competencies and to build on the competitiveness. It is incumbent on every organization or institution alike to design a proper training and development regime for their employees. The purpose of these training and development regimes is to build a competitive advantage of an organization over their competitors. Some organizations implement training and development programs without recourse to the objectives and purpose of the with the right training and development regime. Hence, the need to conduct performance appraisal to determine the right and required training and development programs to sustain the employee’s capacity for a cutting-edge performance.
The proposed study will contribute to developing a theoretically validated training and development regime which eventually could be adopted as a benchmark by human resource lecturers for the development of their human resources students in academia. Again, the proposed thesis will serve as a notice to academicians and scholars to continue in the exploration of the link and the effect of competency-based performance appraisal on employee training and development activities in an academic institution. Most of the currently available research on the subject matter is concentrated on the relationship between training and development and competency-based performance appraisal, nonetheless, one of the objectives of this study was to establish a different process that will draw inspiration from determining the competency-based performance appraisal of employees to serve as the basis for training and development regime. Concerning practical importance to this study, development of scientifically corroborated context that would be useful for human resource practitioners at various organizations. Training and development activities are one of the most important functions of human resource management in organizations and institutions. For a fact, numerous literatures have proven beyond doubt that training and development is a vital tool which increases employee performance as well as effectiveness and efficiency and by extension the competitiveness of the organization. This study, therefore, provides a channel for a more laborious practical and managerial framework for the pragmatic solutions for training and development activities within organizations. This hinges on the fact that most academic institutions in Ghana do not have streamlined training and development regime for the training and development of their employees.
The study was not without limitations; therefore, the following limitations must be kept in mind. The first is the study is restricted to a sub-region within sub-Saharan Africa which reduces the scope for generalization. The second is the study is within some academic institutions in Ghana which may not reflect what happens in the general academic institutions in Ghana and the study does not cover the larger continent of Africa.   
Although, the research results showcase a clearer view of a robust relationship the variables studied in the study, this being an academia, conceivably the subject commitment of employees may be different in other sectors and institutions, therefore, the researcher implores other researchers to re-examine the association between concepts discussed in this dissertation in different sectors. Second, the study was conducted purely with data from public tertiary institutions, therefore, a counter research in the private tertiary institutions will give a broader view and reaffirm the links amongst the variables at play.


























[bookmark: _Toc105240052][bookmark: _Toc105407738][bookmark: _Toc105755476]ROZŠÍŘENÝ ABSTRAKT 
Nedávno organizace dospěly k pevnému závěru, že rozvoj lidského kapitálu je zdrojem konkurenční výhody a produktivity, Aby však organizace dosáhly konkurenční výhody, musí řídit školení a rozvoj dovedností, aby stavěly na kompetencích zaměstnanců. Řízení výkonnosti je navíc nejvýznamnějším přispěvatelem k individuálnímu školení a organizačnímu rozvoji. Aby však organizace dosáhly konkurenční výhody, musí řídit školení a rozvoj dovedností, aby stavěly na kompetencích zaměstnanců. Opět platí, že efektivní strategie školení a rozvoje pomáhají organizacím získat konkurenceschopné dovednosti, schopnosti a kariérní rozvoj. Nicméně většina studií provedených na tréninku a rozvoji a výkonu závisí na výkonu jako závislé proměnné. Navrhovaná práce se však snaží stanovit školení a rozvoj jako závislou proměnnou ve vztahu k hodnocení výkonu založenému na kompetencích na vybraných veřejných univerzitách v Ghaně. V tomto rámci se studie snaží zaplnit chybějící mezeru ve zprostředkující úloze závazku a umírňující roli investic do vzdělávání a záměru zaměstnanců zůstat na závazku zaměstnanců a školení a rozvoji v terciárních institucích v rozvíjející se ekonomice (Ghana). Cíle studie byly dosaženy zapojením induktivních i deduktivních průzkumů. Studie přijala proces návrhu vědeckého výzkumu, systematický přehled, rozhovory s manažery, kvantitativní analýzu dat a shlukování. V důsledku toho bylo sedm (7) specifických cílů (cílů) v popředí této disertační práce pro následnou realizaci. Tedy; (a) určit vliv hodnocení výkonnosti založeného na kompetencích na školení a rozvoj zaměstnanců terciárních institucí v Ghaně, (b) stanovit dostupnost režimů odborné přípravy a rozvoje v terciárních institucích v Ghaně (c): identifikovat různé vzdělávací a rozvojové programy terciárních institucí v Ghaně. d) stanovit význam investic do vzdělávání a záměr zaměstnanců zůstat ve vzdělávání a rozvoji na terciárních institucích v Ghaně. e) stanovit významný účinek závazku na odbornou přípravu a rozvoj na veřejných vysokých školách v Ghaně. f) zjistit zprostředkující úlohu závazku zaměstnanců k hodnocení výkonnosti založenému na kompetencích a školení a rozvoji v terciárních institucích v Ghaně. g) posuzovat konzistentnost hodnocení výkonnosti na základě kompetencí ve veřejných terciárních institucích v Ghaně. Navíc tři důležité teorie sloužily jako inspirace pro tuto disertační práci, tedy; teorie posílení motivace (ToRM), teorie sociálního učení (TLS) a Teorie potřeb Maslowovy hierarchie. S ohledem na rozvoj rozsáhlého náčrtu při vedení disertační práce. Celkem bylo promyšleno sedm (7) výzkumných otázek (hypotéz). Opět platí, že samoobslužný strukturovaný dotazník, stejně jako na pro kvantitativní dotaz byl použit samostatně spravovaný strukturovaný dotazník a online průzkum prostřednictvím dokumentů Google. Přestože byl proveden kvalitativní dotaz, byl proveden strukturovaným dotazníkem z důvodu zhoršení pandemie covid19 při plnění této části studie tím, že poskytl vedoucím oddělení a vedoucím správy. Pro účely této práce bylo vybráno celkem pět (5) zavedených veřejných terciárních institucí. Z pěti institucí bylo opět vybráno pět fakult z každé terciární instituce, celkem asi dvacet pět (25) fakult v Ghaně. Jedná se o vybrané terciární instituce, na které se výzkumný pracovník spoléhal. Univerzita v Ghaně (UG), Univerzita Cape Coast (UCC), Kwame Nkrumah University of Science and Technology (KNUST), Akenten Appiah-Menka University of Skills Training and Entrepreneurial Development (AAMUSTED) a Univerzita energetiky a přírodních zdrojů (UENR). Sběr dat začal v září 2021 až dubnu 2022. Při výběru různých terciárních institucí byla použita následující relevantní kritéria. Dobře zavedená univerzita, která má asi pět nebo více fakult, plně akreditované univerzity národní akreditační radou, terciární instituce, která existuje již více než deset let, terciární instituce s dobře zavedeným systémem vzdělávání a rozvoje. Kvantitativní výstup s aplikací modelu strukturální rovnice s částečným nejméně čtvercovým (PLS-SEM) zahrnujícím tři sta šedesát pět (365) přesných odpovědí s přijetím SmartPLS verze 3.3.9 naznačuje, že; CBPA do ES; CBPA -> EIS; CBPA -> IT; CBPA -> TD; EIS -> ES; EIS -> TD; IT -> TD; stejně jako ME-1-> TD, jsou statisticky významné a že zatímco závazek zaměstnanců pozitivně zprostředkovává hodnocení výkonnosti založené na kompetencích a školení a rozvoj, existuje smíšený účinek zmírňujících proměnných vůči jeho účinku. Záměr zaměstnance zůstat má pozitivní vliv na vztah mezi angažovaností zaměstnanců a školením a rozvojem. Investice do vzdělávání se však ukázaly jako opačný účinek mezi angažovaností zaměstnanců a školením a rozvojem. Czech translation. 
Hlavním cílem každé vzdělávací a rozvojové činnosti je zlepšení kompetencí zaměstnance a tím i konkurenceschopnosti organizace. Proto dosáhnout těchto kompetencí a stavět na konkurenceschopnosti. Je povinností každé organizace nebo instituce navrhnout řádný režim školení a rozvoje pro své zaměstnance. Účelem těchto tréninkových a rozvojových režimů je vybudovat konkurenční výhodu organizace nad konkurencí. Některé organizace realizují vzdělávací a rozvojové programy, aniž by se uchýlily k cílům a účelu správného režimu školení a rozvoje. Proto je třeba provádět hodnocení výkonu, aby bylo možné určit správné a požadované vzdělávací a rozvojové programy, které by udržely schopnost zaměstnance pro špičkový výkon. Navrhovaná studie přispěje k rozvoji teoreticky ověřeného režimu odborné přípravy a rozvoje, který by nakonec mohl být přijat jako měřítko lektory lidských zdrojů pro rozvoj svých studentů lidských zdrojů v akademické sféře. Navrhovaná práce bude opět sloužit jako upozornění akademikům a vědcům, aby pokračovali ve zkoumání vazby a vlivu hodnocení výkonu založeného na kompetencích na školení a rozvojové aktivity zaměstnanců v akademické instituci. Většina v současné době dostupného výzkumu na toto téma je zaměřena na vztah mezi školením a rozvojem a hodnocením výkonnosti založeným na kompetencích, nicméně jedním z cílů této studie bylo vytvořit jiný proces, který bude čerpat inspiraci z určení hodnocení výkonu zaměstnanců založeného na kompetencích, které bude sloužit jako základ pro režim školení a rozvoje. Pokud jde o praktický význam této studie, vývoj vědecky potvrzeného kontextu, který by byl užitečný pro odborníky v oblasti lidských zdrojů v různých organizacích. Vzdělávací a rozvojové aktivity jsou jednou z nejdůležitějších funkcí řízení lidských zdrojů v organizacích a institucích. Řada literatur nade vší pochybnost prokázala, že školení a rozvoj jsou životně důležitým nástrojem, který zvyšuje výkonnost zaměstnanců, efektivitu a efektivitu a tím i konkurenceschopnost organizace. Tato studie proto poskytuje kanál pro pracnější praktický a manažerský rámec pro pragmatická řešení vzdělávacích a rozvojových aktivit v rámci organizací. To závisí na skutečnosti, že většina akademických institucí v Ghaně nemá zjednodušený režim školení a rozvoje pro školení a rozvoj svých zaměstnanců. Studie nebyla bez omezení; proto je třeba mít na paměti následující omezení. První je, že studie je omezena na sub region v subsaharské Africe, což snižuje prostor pro zobecnění. Druhým je, že studie je v rámci některých akademických institucí v Ghaně, což nemusí odrážet to, co se děje v obecných akademických institucích v Ghaně a studie nepokrývá větší kontinent Afriky. Ačkoli výsledky výzkumu ukazují jasnější pohled na robustní vztah, proměnné studované ve studii, což je akademická obec, může být závazek zaměstnanců v jiných odvětvích a institucích odlišný, proto výzkumník žádá ostatní výzkumné pracovníky, aby přezkoumali souvislost mezi koncepty diskutovanými v této disertační práci v různých odvětvích. Za druhé, studie byla provedena čistě s údaji z veřejných terciárních institucí, proto srovnání v soukromých terciárních institucích poskytne širší pohled a znovu potvrdí vazby mezi proměnnými, které jsou ve hře.
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[bookmark: _Toc132204077]1. RESEARCH BACKGROUND
[bookmark: _Hlk48123978][bookmark: _Hlk48124030][bookmark: _Hlk48125190][bookmark: _Hlk48125223]The growing acceptance of the strategic importance of human capital development in institutions has inspired researchers to examine the relation of competency-based performance appraisal with training & development (Alnawafleh et al., 2018; Amberg & McGaughey, 2019). An empirical investigation of this field focused on the relation between competence-based performance appraisal and training & development (Fink et al., 2017). Recently, organizations have come to a firm conclusion that human capital development is the source of competitive advantage and productivity, (McDowell et al., 2018). However, to achieve a competitive advantage, organizations must manage skill training and development to build on the competence of employees. Moreover, performance management is the most significant contributor to individual training and organizational development, (Habtoor, 2016; Saratun, 2016). Again, effective training and development strategies help organizations to acquire competitive skills, abilities, and career development (Sikora et al., 2016). Nonetheless, to improve the competence and performance of an employee, it is vital to create a culture of continuous training and development (Bag et al., 2020). Organizations use human resource practices as a critical strategic tool to improve the competence and performance of employees by leveraging their knowledge, skills, and abilities, (Nieves & Quintana, 2018). Employee training and development has been recognised as the most basic activity in strategic human resource management (SHRM), (Bratton & Gold, 2017; Noe & Kodwani, 2018). Academic institutions invest heavily in training and development activities annually to reap the benefits of employee competence and performance (Mohammad Faraz Naim & Lenka, 2018). Nonetheless, not all these investments into training and development activities yield fruitful results of the competence and performance of the employee during appraisal (Noe & Kodwani, 2018). In fact, according to Boyd et al., (2018), the empirical evidence of training and development linked with competency-based performance appraisal is mixed. Human resource development activities are designed to improve on employee capabilities to thus; improve efficiency and effectiveness. It is, therefore, relevant for organizations to take an interest in training and development as a conduit to build their human capital. This study will also hinge on two assertions of training & development thus; properly designed training delivery, implementation and development activities (Saeed et al., 2019) These assertions greatly influence the effectiveness of training and development and ultimately affect competence and performance (Weinberg, 2019). Training and development activities are now a way of life in modern organizations, it is impactful if it is well designed, (Hatch, 2018). As suggested by Noe & Kodwani, (2018), organizations and institutions must ensure that their workforce continually goes through training and development to remain competitive, build on their competence and display performance. Competitive advantage, innovation, performance, safety adaptation, excellence and attainment of organizational goals are all fruits of training and development (Edmondson, 2018). 
[bookmark: _Hlk110593472]Organizations invest in training with the belief that trained employees characterize competitive advantage (Porter & Heppelmann, 2017) .Therefore, the reason for why training, how training is conducted, how it is implemented and its evaluation must be scrutinised to find the best possible procedure from available sources (Riley et al., 2017). Some authors have argued for close links between off-the-job and on-the-job (Fasbender et al., 2019; Sender et al., 2018), while others have noted that in practice links are not regularly made nor even possible or desirable (Vogt & Weber, 2020). Most employers have little idea about young employees’ day-to-day progress and the least opportunities are allowed for young people to practice what they have learned (Noe & Kodwani, 2018). There are myriad of explanations as to why immature employees adopt certain job decisions rapidly at the beginning of their careers,  then seem to stabilize their employment subsequently (Kaufman, 2019). In a unionized sector, where seniority rules, determine lay-off strategies, inexperience workers are more vulnerable to laid-offs in crises (Soltero, 2018). This strategy also manifests in the nonunionised sector. Many organizations use first come first serve basis for  lay-off employees in a distress situation (Couto et al., 2017).  According to Islami, Mulolli, & Mustafa, (2018) performance appraisal is a process used in identifying, measuring, evaluating, improving, encouraging and rewarding of employees for their output. Periodically, employees with a formal system of performance appraisal are used to review and evaluate employee performance (Islami et al., 2018). Therefore, performance appraisal is the progression based on the output employees’ contingent upon the set of standard organizational expectations (Banerjee, 2018). Performance appraisal is not just a tool to build the motivation of employees, it is also a tool for evaluation of employees (Al-Jedaia & Mehrez, 2020). Employees can ascertain their weaknesses and strength through valuable feedbacks necessitated by performance appraisal, (Mone, London, & Mone, 2018). Moreover, this can be a channel for management to take advantage to help shape their employees’ performance through guidance (Porter & Heppelmann, 2017). Therefore, performance appraisal must be an intermittent venture for human capital development (Rui et al., 2018). The outcome of a performance appraisal may influence management decision to compensate, promote, terminate, transfer, award, and allow for training and development  prospects that can affect employees’ fulfilment and opportunities for professional development (Kuranchie-Mensah & Amponsah-Tawiah, 2016). Various organizations have accepted as true that performance appraisal is a valuable means to help in determining the capacity of employees and also evaluate employee performance which is relevant to organizational success (Aguinis, 2019; Wongnaa & Boachie, 2018). The outcome of a performance appraisal is mostly useful in different  functions of personnel management such as forecasting, recruitments, reimbursement, elevation, training & development, layoffs and even dismissal (Eyoun et al., 2020). Therefore, the rationale behind performance appraisal seeks to advance the application of human resource management in institutions (Armstrong & Taylor, 2020). Again, the permanent record of any employee in an organization should be part of his periodic performance appraisal evaluation, since performance appraisal improves employee commitment, productivity and intention to stay (McDavid et al., 2018). Employees are evaluated periodically in virtually all public service systems, most often this is done informally (Berman et al., 2019). The outline of recognised arrangements of performance appraisal, typically in addition to sustained unceremonious valuation, is a relatively topical event, recognised by systems of performance (Trost, 2017), appraisals are premeditated to offer a methodical and impartial degree of distinct job performance and probability for growth (Mone et al., 2018). Although the use of performance appraisal dates back in the early 1950s these occurred in disjointed settings, hence, specific departments and agencies reserved the discretion of such personnel practices (Knoke, 2018). One reflection of this basis is the fact that the use of a wide objective appraisal system was functional (Berman et al., 2019). However, it is acknowledged, of course, that, the absence  of administrative funding is a significant contributory factor in the failure of numerous performance appraisal systems (Jitpaiboon et al., 2019).
[bookmark: _Hlk110593544] An  affective commitment of an employee  to their organization,  means  they want to be a permanent addition to their  stay in the organization (Wainwright, 2019). They characteristically associate  with the organizational goals, which make them feel part of the organization and are content with their output (A. Cohen, 2017). The variable organizational commitment has been conceptualized in different ways. Many studies of organizational commitment categorise it in attitudinal and behavioural conceptualizations (A. Cohen, 2017; Meyer & Allen, 1991; Yahaya & Ebrahim, 2016). Varied explanations account for the concentration in organizational commitment, thus; organizations get the best of their highly committed employees contrary to the  less committed ones (Karami et al., 2017) Commitment will predict significant organizational performance (Berberoglu, 2018), moreover, commitment may be used as an indicator for competence, (González et al., 2018) Nevertheless, commitment can be unpleasant in organizations in certain circumstances (Lapointe et al., 2020). Organizational commitment can be defined as an person’s attachment, involvement or association to an organization (Gupta, 2017). According to Wiersema & Bird, (2017), an individual employee will conform to the norms, ethics, and expectations of an organization he is part of if he is committed to it. 
Ramogale, (2016) suggested a three-dimension commitment which is; a firm trust in organizational goals and values, preparedness to apply significant determination as an alternative for the organization and the positive craving to continue in an organization. Workforce expert commitment can be measured by relative involvement, and identification in organization, however, prehistoric analysis of professional workers in organization pinpoints to  conflicting and demands nature  of individual and institutional commitment (Sanghi, 2016). Moreover, basic unsuitability between employees and their institutions is in authoritatively divergent in pattern. Employees retort to authority dependent  on proficiency, while the institution count on the authority of hierarchy (Gregson, 2019; Peacock, 2017). Notwithstanding, earlier approaches been modified considerably by current research, which indicates that individuals may be high on both organizational and professional commitments, low on each or high on any of them (Greenwood & Hinings, 2017).  
[bookmark: _Toc105240127][bookmark: _Toc105407814][bookmark: _Toc105755552][bookmark: _Toc132204078][bookmark: _Hlk75181945][bookmark: _Hlk75181840]2. UP-TO-DATE AND RELATED LITERATURE
[bookmark: _Hlk110950371]Scientific investigations originate from a particular phenomenon based on communal hypothetical questions such as ‘what’, ‘why’, ‘who’, ‘how’, etc. The methodological approach, theoretical foundations and the theme under study emanates from satisfactory expanse of literature. However, the existential aim for this study is to find a hole, look for debate and enumerate compelling reasons for such a study (for a doctoral dissertation). Up-to-date and other related literature associated with the current theme and previous work are outlined and highlighted in this chapter. Consequently, gaps in literature will be unravelled, and subsequently, filled by implementation of this research in the overarching context of the dissertation. 
[bookmark: _Toc105240128][bookmark: _Toc105407815][bookmark: _Toc105755553][bookmark: _Toc132204079]2.1 Training & Development in Organizations 
The most unique and valuable asset in any organization is its human capital, as such the costliest investment in the development of human resource management (C. Wang et al., 2020). Again, an insight  into how to attract and retain talents is extremely imperative in sustaining of every organization (Martin, 2015). Competitiveness amongst organizations is as a result of current business situations encapsulated in globalization and technological advancement. To adjust to such a challenging environment, organizations must device a means of creating sustainable competitive edge. Consequently, skills, knowledge and capacity of employee has increasingly become paramount to employee performance, universal competitiveness and incessant development (Giudici & Filimonau, 2019). Moreover, beneficial training & development programs is one sure way of providing employees with improved quality. This originate from the acceptable norm of competitive advantage as a key determinant in global marketplace (Masri & Jaaron, 2017). Again, to support all the employees within an organization to exhibit their best talent, their skills, knowledge and capabilities must be effectively developed (Giudici & Filimonau, 2019). According to Jehanzeb & Mohanty, (2018), employee’s efficient and improved performance is as a result of consistent training & development. Moreover, crucial activity for effective human resource management in any establishment depends on training as argued by previous researchers (Marchington et al., 2016; Morsy et al., 2016; Wehrmeyer, 2017). Again,  relevant theories provide key principles on training by providing meaningful input by taking into consideration the features of effectiveness and efficiency, difference amongst employees and continuous development (Albrecht et al., 2015).  
To enhance opportunities of professional development employees must be afforded with the needed information and new skills (Day et al., 2014). Moreover, gaining new knowledge, ability to complete task at working environment is as a result of training and development (E. Cohen, 2017). Organizations build on the attitudes, consciousness, knowledge and skills of their workforce  with deliberate training and development policies to sharpening their skills to perform their obligations and undertakings adequately thereby improving on their output as they also look in to the future (Billett, 2020). Again, according to Somarakis et al., (2019), securing a technology which grants employees the practical expertise to perform to the accepted standard in organization is attributed to training. Moreover, training and development activities are predetermined behaviour, new skills and learning transitioned from experience, discipline or planned activities (Elnaga & Imran, 2013). Besides, training and development is the main catalyst to correct the conduct of employees and subsequently enhance their performance (Eynon & Gambino, 2017). A swift predictor that stimulate the competence and efficacy of employees is training and development. Consequently, for  employees to enhance their capacities, improve on their knowledge and polish their skills they must go through rigorous training & development regime (Chu et al., 2021; Luthuli et al., 2019). 
In my opinion, most employees see training and development as self-assurance, as a result, partake in it at the least opportunity. The logic is that, training and development enhances the commitment level of individual employees (Ashafaq Ahmad et al., 2019). According to Ahmadi-Azad et al., (2020) training and development distinguishes between a contented employee from hopeless one and undeniably it has an impact on the capabilities of employee performance. Again, training and development boosts employee satisfaction (Nguyen & Duong, 2020). The aspirations of organizations to be fruitful is demonstrated by distinguished programs, services, capacities and products, however, well trained individuals must envision, develop, implement and sustain it (Rodriguez & Walters, 2017). Organizations are making huge investments in training and development, in anticipation of positive impact on employees, to facilitate performance outcomes, eventhough, it is a challenging task (Greer, 2021). Varied training and development contents including essential, compliance, managerial, decision-making growth, client services, sales, interactive skills etc. are the emphasis of investment (Armstrong & Taylor, 2020; Proctor, 2018). Not only organizations investing employees with prospects, but they are also capitalising on employees who are devoted in accomplishing higher levels of responsibilities. In contrast, this require emotional attachment between the organization and the individual employees to attain long term career progression through training opportunities (Elnaga & Imran, 2013; Phillips & Phillips, 2016). Training & development is the catalyst organizations fill the gaps between current and expected performance within human resource management (Nejati et al., 2017). 
Different levels within an organizational setting have different levels of training & development activities in order to attain various individual and organizational goals (Sessa & London, 2015). As a result, anxiety and job stress amongst employees minimises (Elnaga & Imran, 2013). Employees feel demotivated when their assigned task fails to meet expectation (Ho et al., 2018). This may prompt the individual to quit the organization due to the perception of unproductivity (Senge, 2017). As a result, training and development provides a tool for employees with the essential proficiencies as well as boosting their morale, thereby leading to employee satisfaction (De Vito et al., 2018). One of the most essential mechanisms in human resource forecasting is training and development since it intensifies the returns of individual employees and also may entice better talents to the organization (Saraswathy & Balakrishnan, 2017). Training and development build the creativity, thinking abilities of employees for thoughtful analysis, customer satisfaction, criticisms management and inclusive self-efficiency (Bogale, 2020). In addition, for employee to be multi-functional, he needs a high-quality training and development mechanism to deliver valued output across all levels within the organization (F. Harris et al., 2021). According to Rodriguez & Walters, (2017). The managerial and operational skills of employees must be enhanced through training and development orientation moreover, Core proficiencies and training and development structure must be the focus of the strategic goals of the organization to improve on individual employee efficiency to deliver their goals as well as supporting others for the overall organizational efficiency. Organizations become more successful when they provide the needed resources to satisfy their employees training and development needs (E. Cohen, 2017). 
Strategically, organizations must implement training and development across all levels. As a result, organizations must identify and set training and development programs base on the organizational goals’ missions and vision (Bryson, 2018). In collaboration with other line managers, middle level managers identify tactical training needs for employees (Beattie et al., 2014). Again, lower level management determines the training and basically focuses on department specific and individual performance. Moreover, selection of the best systems, approaches, policies, agendas, implementation and assessment settings is not only what organizations need to achieve expected individual results and organizational performance, they must identify the training and development needs (Poister & Streib, 2018). The objectives of the organization must the focal point in selecting the training needs of their employees (Noe & Kodwani, 2018). According to Jain & Moreno, (2015), the criteria for identifying the training needs of an employee are; focus on individual performance, consistent  enhancement of working practices irrespective of a person’s  employee performance and the renewal of innovation and strategic fluctuations for an organizational improvement.
Managers must also be prompt  creating, developing, maintaining and improving any system appropriate to the profession and essential skills, together with the methods needed to implement training and development programs, while going through training needs identification process (E. Cohen, 2017). Problem-centred which focuses on analysing and resolving performance due to insufficient skills (Jonina et al., 2017), profile comparison which compares competencies of new or existing job files (Azevedo et al., 2012) and official training and development package which is a pre-organized approach and focuses on productive evaluation and knowledge resolutions completed on-work or off-work for a precise duration of time (Söderhjelm, 2018), on-work is provided to an individual employee while performing at their work venue, for example; job rotation, job transfers, coaching and mentoring (Mormina & Pinder, 2018), off-the-job training and development programs which places the individual employee away from his job venue in order to concentrate on their training, for example; conferences and workshops (Kobayashi et al., 2020), coaching and mentoring which focus on a unique skill for task and performance expectations at the workplace aside the enrichment of reciprocally valuable association, with peers cooperating and participating on each other’s development (Turner et al., 2018), job transfer or job rotation involves the transfer or rotation of individual employee from one concern to another or from one region to another or from one realm to another, to acquire information about diverse procedures (García-Rodríguez et al., 2020; Rodriguez & Walters, 2017), orientation which is about getting newly recruits familiarised with new assignments, tasks, systems, knowhow, workplace outline, ethos, reimbursements, work settings, channels  and actions (Rodriguez & Walters, 2017), conferences such as the  presentation of the identical or varied  topic to a cluster of entities, which may provide a full grasp of the topic under discussion (Al-Khaled, 2019), role-playing which limits individuals anxiety, effort scenarios, productivity levels, emotions, tasks, problems, ideas and other info with the sole  aim of developing their skills in verdicts (Aqqad et al., 2019). 
For employees and their organizations to achieve their long-term, short-term goals and objectives, they need significant motivators of training and development (Wongnaa & Boachie, 2018). In addition, training & development boost employee skills, knowledge and attitudes as well as several other benefits necessary for organizational performance (Al Karim, 2019). Consequently, the following are some of the communal benefits of training & development; First, employees’ motivation, moral and confidence (Shaban et al., 2017). Second, individuals are able to reduce waste and by that,  lowers costs of production (Suri, 2020). Third, Sense of security is improved which subsequently reduces absenteeism and turnover intentions (Arfat Ahmad, 2018). Fourth, training and development provide the capabilities required  to regulate a new and challenging circumstances through the increase in employee participation (Cameron & Green, 2019). Fifth, training and development serves as the channel for recognition, higher pay and promotion (Kluve et al., 2017). Finally, training and development builds up on the quality of staff of every organization (Jyoti, 2019). Overall, there are myriad of benefits for individual employees and the organizations they work for in general (Ward & King, 2017). 
In addition, they are sure that their role in their organization is with a material value, hence they invest more time and effort to achieve the overall goals of their organization since their loyalty to the organization go up (Rodriguez & Walters, 2017). Individual employees tend to look for personal and professional experience by a proactive acquisition of new roles and opportunities through innovation and skills, as such tendencies increase their self-esteem, confidence and self-indulgence (Jolaolu, 2020). Therefore, employee performance, overall, enhances individual employee performance. Some of the organizational benefits of training and development are; organizations are able to maintain their competitive advantage based on training and development programs (Albrecht et al., 2015). Again, training and development helps organization to improve and maintain their talent and differentiate from other organizations while improving themselves for best employers within the job market and increase organizational usefulness (Kontoghiorghes, 2016). It is the responsibility of every organization to improve on the employee performance through relevant training and development programs (Noe & Kodwani, 2018). Again, it is important to sustain training notion since employees are the most important assets (García-Rodríguez et al., 2020). The contributions of employees of an organization must be optimized by ensuring their staff are purposefully, officially and informally capable of growing into specialised and administrative roles (Saffar & Obeidat, 2020). 
Employee training and development is one of the aspects of human resource management practices. Organizational success depends on this most powerful tool. Training and development can be defined as building the capacity of an individual employee to the required state of efficiency and effectiveness through instructions processes and practices (Elnaga & Imran, 2013; Morrison et al., 2019). Training and development must be taking as fundamental part of organizational strategy since it is important in maintaining the human resource base of every organization (Armstrong & Taylor, 2020). Therefore, it is the most important purposes of operative means of managerial and service distribution. Generally, institutions that rely on  proactive device of employee training & development programs stands to benefits from its positive ramifications (Masri & Jaaron, 2017). According to Armstrong & Taylor, (2020), personnel management   has gone through successive metamorphosis which emanated from environmental and people factors. This human resource metamorphosis originated from the 20th century with the main aim of these changes was to dip into the interest of employees in providing welfare facilities (Armstrong & Taylor, 2020). However, it was expanded into the inclusion of personnel support to manage staffing and appointments, rudimentary training and data safekeeping etc., and  with the passage of time many activities have been included when the  need arise (Kavanagh & Johnson, 2017). 
According to Billett, (2020) A educational regime focussed on the acquisition of information and assistances to guide employees in performing their task can be classified as training. Mostly, training programs are directed to specific job or task, for example, safety and efficiency training will be the requirement for the operation of machines (Peurifoy et al., 2018).  Therefore, training can be described as systematic and planned effort by management of organizations towards the changing of behaviour of employees directed at organizational goals (Bosma et al., 2020). Moreover, for employers to provide skills, knowledge and attitude enhancing  opportunities which is job related, an effort of a formal training is required (Felstead & Henseke, 2017). In contrast, development can be described as growth and systematic training by which personnel’s  gain and apply information, skills and attitude in  managing their task effectively and efficiently (Armstrong & Taylor, 2020). Again, in identifying effective strategies to improve performance, organizations must examine the current environment, the present state of the organization in order to build employees on a team, at various departments and the organization as a whole (T. E. Harris & Nelson, 2018). Moreover, a group or the manager may seek to continue developing and enhancing the existing job relationships and performance and this may not be a wrong approach (Joe F Hair et al., 2019) however, since the purpose of every development process is to find ideas and solutions which will enhance the productivity of the organization (Armstrong & Taylor, 2020), it is prudent to address indefinable issues that needs attention, after all development connotes creating and sustaining change (Morrison et al., 2019). Training & development is a  personnel management aspect associated with improving on the performance of individual employees and groups within organization (Armstrong & Taylor, 2020; Barrena-Martinez et al., 2019; Saeed et al., 2019). 
Moreover, development by the employer, individual  growth and erudition and growth are some of the designations used by researchers to describe training & development (Rowland et al., 2017; Stewart & Brown, 2019). Even though, training & development are marginally related, yet, training can be a proactive action for filling gaps in skills and productivity to prevent complications (Latino et al., 2019). While, workplace issues, identifiable problem and organizational problem are fixed by development (Hales, 2019). Unending initiatives made within institutions to upgrade productivity and self-gratifications of the workforce via a diversity of educational processes and regimes can be attributed to formal training  (Barrena-Martinez et al., 2019).  Instructions in vastly specified job skills to lasting professional progress emanates from broad range of applications in modern workplace (Saeed et al., 2019). Again, there is the  emergence of training and development in recent years as a prescribed business activity, a fundamental component of approach and a standard career with divergent philosophies and methods (Stewart & Brown, 2019). To promote employee growth and acquire highly skilled employees, organizations of different shapes and sizes have adopted continual learning to train and develop their employees. Instrumental  factors in ensuring long-term success and profitability of organizations through the  creation of an environment that supports continual learning widely recognized is through training and development (Armstrong & Taylor, 2020). According Jyoti, (2019), in promoting and advancing people in organizations managers look at training and development. In spite of many organizations placing premium on training and development, yet some employees refuse training (R. Ibrahim et al., 2017). Training & development goes beyond increased knowledge and skills, in fact, it  adds networking and gaining experience from others (Boer et al., 2017).            
[bookmark: _Toc105240130][bookmark: _Toc105407817][bookmark: _Toc105755555][bookmark: _Toc132204080]2.1.1 Overview of Training & Development in Academic Institutions 
Even though, academic institutions by itself are training centres yet their employees require training and development to be able to execute their responsibilities. One of the fundamental concepts in personnel management is training. Moreover, training and development requires the building specific skills to a preferred standard through teaching and practice (Bratton & Gold, 2017). The workforce of every organization must execute their responsibility with an appreciable expertise in order to reach a successful performance (Vveinhardt & Andriukaitiene, 2017). Although that is the fundamental reason for training & development, yet, there are other meanings of training (E. Cohen, 2017).  For example, according to Armstrong & Taylor, (2020), training can be defined as introducing employees to fundamental skills they require to perform their jobs through new ideas. Training can also be defined as modifying the attitudes, skills and knowledge of employees to achieve acceptable performances while handling their regular task through a planned process (Hickman & Silva, 2018). Knowledge, skills and attitude are the three most important basic factors in training which demands consistent enhancement and improvement to give employees effectiveness and efficiency to increase productivity (Otoo, 2020). Moreover, the attainment of data skills and attitudes required for an employee to conduct his duties on his existing job can be described as training (Gallardo-Gallardo, 2018). 
Again, detailed action geared towards enhancing the skills and knowledge needed to execute a purpose in a short period of time can be described as training (F. Harris et al., 2021). Moreover, the practice concerned with improving the aptitudes, skills and abilities of the workforce of an organization to achieve a particular job which aids the  update of old talents and expand an innovative talents is training (Jha, 2016). Finally, training can be defined as a measured attempt by organizations to boost learning and work-related competencies (Akkermans & Tims, 2017). This ordinary definition of training emphasizes on the collective summary of skills knowledge and attitude acquisition. Simply put training is the skill development for an individual or a group of people (Boer et al., 2017). Largely, training involves the exhibition of learning contents as a way of improving skills development and enhancing workplace attitudes to improve on productivity (Bakare, 2017). Further, training is a deliberate re-organization of actions approach via learning education and skills and designed experience. From the above definitions it can be observed that the modification or the advancement of the workforce at the workplace in order to improve efficiency is through planned training (Wiliam & Thompson, 2017). The central cogent of training is to support   the organization to attain both the long term and long-term goals by making its human capital more productive (Chapman et al., 2017). The main idea is to create an enabling environment that will guide employees to showcase their newly acquired skills and thoughts to their organization (Armstrong & Taylor, 2020). Again, training and development are needed to fill knowledge and skills gap within an organization. It is the only way inefficiencies in the performance of individual employees and organization as a whole (Dajani & Zaki, 2015). This therefore has added to employee’s knowledge skills ability and attitude. 
Various tertiary institution in Ghana have adopted different training practices, dimensions, training methods, training effectiveness, development practices, as well as development effectiveness. All the organizational activities are dedicated to the effective development of skills, knowledge of its human capital and annexing of these resources for the organizational goals. Again, there are two main known dimensions of training, thus; outside-work-period training and onsite-work-period training (Pastore & Pompili, 2020). Onsite-work-period involves practice of work through learning process and skills development. For instance, a newly recruit will be attached to superior or experienced employee to mentor in order to adjust to the work environment (Bratton & Gold, 2017). This dimension gives employees the respite to acquire the required skills. This is because employees attain their skills on the real working condition than in an artificial working environment. Some examples of this dimension are rotation, internship and job assignment. The other dimension is off-the-job training, whereas, this dimension creates the opportunity for individuals to broaden their horizons, it is a relevant initial step to on-the-job training activities (Boadu et al., 2018). Training in relation to off-the-job necessitates attracting employees away from their workplace (externally) with the engagement of a resource person or a specialist (Boadu et al., 2018). Eventhough, this dimension is effective in terms of impacting newly available technology, skills or knowledge yet, it is costly. 
The absence of employees decreases productivity since their productive hours are reduced (Pastore & Pompili, 2020). Off-the-job permit workers to apply multiple approach with stimulating change of outlook. Some examples of off-the-job training are, e-learning and classroom training activities. In order to succeed, organization in this constantly changing environment, a crucial business training activity within the human resource must occur (Armstrong & Taylor, 2020). The field of human resource and human capital development keeps evolving, therefore, myriad of training methods have developed. For instance, job rotation involves the movement of employees across various department, with the view making the individual employees conversant with each activity within the organization (Nahoda, 2020). While, an internship bridges the gap between what is taught and expectations at the workplace (Chavan & Carter, 2018). Again, individuals are put under study with a superior employee to receive skills and knowledge (Dewi et al., 2019). Finally, team training encompasses individuals put in groups to tackle assigned problems (Northouse, 2021).
Development as enterprise by academic institutions in Ghana is a significant essential in the concept to change business cultures and redirect organizations on their principal strategies. Organizations in their quest to improve on their employees with the aim of advancing corporate finance, adopt the use of development programs to prepare them for future occurrences (Amaeshi et al., 2016). Moreover, these development programs are intended to prepare managers, modern business, where change appears to be universal (Doppelt, 2017). Consequently, development can be defined as variety of activities, functions and processes which often go beyond specific position or profession with involvement a career related factors (Herzberg, 2017). In contrast, training and development are even more splinter in literature owing to the notion that development is viewed in different perspectives (Dickmann et al., 2018). For instance, development can be defined in myriad dimensions such as organizational-level human resource development-oriented programs (Mohammad F Naim & Lenka, 2020), the executive capability perspective and response effects (Peacock, 2017), participation in development activities and learning organization (Belle, 2016). Eventhough, development can be defined in many ways, yet, it can summarily, be defined as the adoption of career planning, job rotation coaching and mentoring, job training as well as proficiency training to improve on the employee’s current and future performances (Armstrong & Taylor, 2020). A conducive environment must be created in all cases when a development activity is to carried out their future goals. Development can also be defined as the building of a person’s capacity, ability through training practices. Specific activities aim at improving on the knowledge and skills needed in less discrete goals achieved in the long term can be termed as development (Morgeson et al., 2019). 
Again, where workers assisted through the planning of a system in order to obtain abilities needed to obtain relevant performing variety of functions for current and future responsibilities, thus; broaden their communal abilities individually as well as discover their own inherent talent can be described as development (Carver-Thomas & Darling-Hammond, 2017; Darling-Hammond et al., 2020). By so doing, employees develop a strong and positive bond with their co-workers and their supervisors and vice versa. Moreover, units and departments within the organization improve on their cooperation through the contribution well-being inspiration and commitment of the workforce (Darling-Hammond et al., 2020). The basic aim of development is to facilitate progress by collaborative, ethical and expert stimulation through the aid of knowledge that supports organizational aspirations, respect for individuals and build on innovation (George et al., 2016). Some of the scopes of development are coaching mentoring which involves one-on-one between a supervisor and his subordinate(Hui & Sue‐Chan, 2018). Networking which involves exposing an individual different viewpoint (Carver-Thomas & Darling-Hammond, 2017). Job assignment which involve building teams in an organization (Armstrong & Taylor, 2020).     
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University institutions are considered to be at the pinnacle of the human resource development chain which engenders the knowhow, competences and skills needed for modern day organizational management and performance, however, universities in Africa especially Ghana, face numerous challenges (MBITI, 2019). The most pressing one being capacity building amongst sections of the institutional structure especially, the administrative employees. One of the foremost core challenges in meeting the up-to-date skill set require by administrators to meet modern work demands (A. Khan & Masrek, 2017). Therefore, this has been the rationale behind the need for the universities updating the professional knowledge and skills for employees caught up in an institutional revival since that is their responsibilities (Korantwi-Barimah, 2015). 
There has been a long-standing policy to allow for the upgrade of the skill sets of university employees in Ghana, nonetheless, the administrative employees are short changed as most the resources provided by these purposes are mostly allocated to lecturers and researchers (Pinheiro & Pillay, 2016). Management of the various public tertiary institutions in Ghana have realised the need to provide avenues amidst agitations and requests from the administrative staff, the requisite training and processes to develop and upgrade their skill set (Papanthymou & Darra, 2017; Sal & Raja, 2016).  According to Korantwi-Barimah, (2015), the lack of laid down processes  for sustainable training and development for the administrative employees of the various tertiary institutions in Ghana has prompted these employees to take their destiny into their own hands. Whereas, many administrative staff strive to upgrade themselves with their own resources in a bit to earn promotion, their counterparts in the field of research and lecturing have access to funds and resources provided through internally generated fund and government as the parent authority (Pinheiro & Pillay, 2016; Sal & Raja, 2016). Further, capacity building amongst administrative staff in public universities in Ghana is fraught with organizational insufficiencies notably medium for training and development, infrastructural confines and lack of proper approaches for capacity building (Rabapane, 2020).  The resultant effect is the deprivation of the quality of delivery and significant shortfalls amongst the administrative employees. Even more troubling is the lack of significant improvement in the capacity building amongst junior administrative staffs in Ghana (Bondzi–Simpson & Agomor, 2021). 
There is the general perception that administrative staff are least motivated amongst university employees in Ghana, therefore, lack of investment to further broaden their horizon demotivates them (Gyan, 2019). Presently, there is a confusion amongst the administrative employees about the lackadaisical attitude by management of the various tertiary establishments to provide equal platform for their professional growth relative to their counterparts in the research and lecturing field (Hamel & Zanini, 2020).  This situation is attributed partly to lack of proactive response to the training and development needs of the administrative employees by managers of the various academic institutions (Jackson & Wilton, 2016). The resultant effect is that the administrative staff of the various tertiary institutions in Ghana are not receiving the requisite training and development which is meant to prepare them for the world of work encapsulated in modernity, ingenuity, vision and transferable skills (Korantwi-Barimah, 2015). These happenings weaken the role, importance and competences of the administrative employees in the various tertiary institutions.  To effect the desired change and to stem the tide of lack training and capacity building for the administrative staff in various universities. The focal point of this dissertation is that developing the competencies of the administrative staff is not only critical in updating the efficacy and the usefulness of the running of the various tertiary institutions, it should also be the stepping stone on building a collaborative environment amongst the non-teaching staff and teaching staff. The reality is that, discounting the training & development needs of administrative workforces of the various tertiary institutions will be catastrophic to the entire educational system in Ghana. Consequently, tertiary institutions must develop a framework to improve on the competencies of the administrative employees.
The question that begs for answers is what are some of the training and development activities that will remedy the defects associated with the inability of tertiary institutions to build the capacity of administrative staff in aid of performance. For starters, according Zimmermann, (2020), there are various types of training and developmental experiences available to administrative staff in tertiary institutions. Moreover, an employee’s success in organization involves adaptation and continuous learning. Again, workforces gain the needed skills to conduct their duties whiles contributing to their organizations. Training and development can come from variety of methods dependent on the employer’s goals, needs and resource availabilities ranging from orientation and safety training in the workplace. 
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One of the evolving terminologies in the human resource management practice is ‘competence’. Nevertheless, different people have different definitions for this term (Wongnaa & Boachie, 2018). This assertion basically, depends on the organizational or institutional structure, as well as the labour processes (Wongnaa & Boachie, 2018). For instance, the ability to perform a particular job task or job role to satisfaction fix in the exact definition for competence, according to some researchers (Sanghi, 2016; Suryani, 2020; Wongnaa & Boachie, 2018). Moreover, the ability to achieve the main professional mission that characterise an occupation to acceptable level can be defined as competence (Quendler & Lamb, 2016; Sanghi, 2016). Again, competency is  the ability to execute a responsibility successfully and efficiently or exhibiting the needed quality in specific subject matter which can be assessed (Sanghi, 2016; Stronge & Xu, 2021). The aforementioned definitions narrate aptitude as purposeful, task-oriented and industrial focused grounding of which employees apply the right skills and knowledge looked-for at workplace settings (Wongnaa & Boachie, 2018). Competency-based performance (CBP) is an approach that expresses employees  plaudit through the exhibition of skills and knowledge required to perform their task (Crawley, 2018), as such, the performance of an employee is measured through appraisal (Ikramullah et al., 2016; A. Sharma & Sharma, 2017). However, some examples of these appraisals are; core competencies appraisal, leadership competencies appraisal,  technical competencies appraisal and  General Competencies (Bergsmann et al., 2015). Unclear, inefficient and ambiguous evaluation are the outcomes when some organizations do not go through systematic approach to assess their workers (Brunsson & Olsen, 2018). Therefore, it is important for organizations to create a methodical tactic to assess their employees.  Organizations usually use predetermined standards to measure the outcomes and behaviours of their employees (Rodriguez & Walters, 2017). Moreover, employee productive output may be determined by individual, institutional, environmental, motivational, skill level, abilities or role perception index (Camps et al., 2016). Some researchers have postulated performance evaluation metrics used in organizations, thus; the amount goods and services converted by input resources resulting in productivity, minimal resources which ultimately produce the needed objectives through efficiency and effectiveness, traits of a product which distinct it from others through quality and finally, the capability to consistently earn a turnover through profitability (Bengtsson et al., 2018; Kadiresan et al., 2015; Kumar et al., 2013; Rodriguez & Walters, 2017). One of the most important elements of enhancing the quality of work of employees is performance appraisal, consequently, managers use this as one of the techniques mostly applied at the workplace (Islami et al., 2018; Islami & Islami, 2019). Moreover, it is formal structured system used in assessing employees with regards to productivity. In addition, based on resource availabilities organizations appraise their employees on quarterly or annually which can be categorised into developmental or administrative (Rodriguez & Walters, 2017). Whereas, the development goals are integrated in   feedbacks, strength and weaknesses, goal identifications training needs assessment, maximizing communications and providing channels for employees to showcase their grievances (Phillips & Phillips, 2016). Yet, archiving verdicts, categorising personnel with high potentials, pinpointing innovative assignments, lay-offs decisions, employee selection criteria validation  and legal standards tracking  and requirement are the classified as administrative objectives (Waters, 2020).  
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Performance mainly is a function of training and development. The ability to apply new technology, improved performance or being a highly motivated employee demonstrate performance (Aguinis, 2019). However, standards which can be measured must be instituted by managers of organization if they are to achieve higher performance levels (Rodriguez & Walters, 2017). Whereas the result, relevance and success of an individual employee can best describe his performance. Yet, the focus of the performance is centred on the productivity, efficiency effectiveness, quality and punctuality (K. Kim et al., 2018). But, the total achievement of a particular duty calculated contrary to pre-selected values of precision, rate and swiftness as well as the premeditated tactic of improving administrative effectiveness by refining the productivity of individuals within the institution  is crucial (Rodriguez & Walters, 2017).  Employee performance may be affected by various factors such as the attitude of leaders’, personal anxieties, roles, everyday jobs, standards and morals like any other capacity in the training & development arena (Jaiswal et al., 2019). Moreover, other factors that may likely affect performance are insufficient equipment and skills, enormous work load, absence  of key human resource materials, insufficient  managerial routine, unclear ideas of productivity ideals, organizational deficient statements, co-worker admonitions  and the incapacity  to get more things done (Abd-Elmoghith, 2019; Akullo, 2018; Rodriguez & Walters, 2017). 
According to Rodriguez & Walters, (2017) the mental or manual state of employees are influenced by their working conditions since it may lead to tiredness by jeopardising organizational assets and indicate a risk of coincidences, minimal morale and forfeiture of life. Consequently, organizations should introduce  a conducive working environment for their employee, develop a positive safety culture to ensure to ensure overall organizational performance (Wishart et al., 2019). Besides, the main objective of a  recompense system is to be attractive and maintain the best talents to an organization, therefore, organizations should institute the best possible reward scheme (Rotich, 2020). Another workable strategy for organizations is to develop performance-based reward scheme based on performance standards and income objectives, nonetheless, organizations must exhibit fairness and consistency (Mwandihi, 2019). Organizations must endeavour to promote teamwork, teamwork is the interaction between two or more employees with the ultimate aim of achieving organizational goals (Sanyal & Hisam, 2018). Such teamwork breeds workplace rapport through communications. Moreover, teamwork generates a sense of belongingness attachment, self-respect and self-efficacy (Rodriguez & Walters, 2017).  
[bookmark: _Toc105240135][bookmark: _Toc105407822][bookmark: _Toc105755560][bookmark: _Toc132204085]2.3 A Typical Organizational Structure of Tertiary Institution in Ghana 
The administrative arrangement of a Tertiary institution is the order through which designation of everyday jobs is executed (Davison et al., 2013). An indication to the stakeholders as to who is in charge of what? and whom to consult, should there be a  problem (Jensen, 2017). The  organizational structure of every  university is institution specific, safe to say that;, the highest stage is the level of  executive on the organizational ranking of the various universities in  most cases (Thornton, 2004). The  college or university president, or a chancellor in case  there  exists, the board of directors if there is one , constitute this highest level (Gangone & Lennon, 2014) . This level also includes other positions such as treasurers,  provosts, vice president or vice presidents (Hoover, 2022). Often times, one president manages a college or university, nonetheless, higher institutions may appoint several vice presidents within the organizational hierarchy  of a college or a university (Bess & Dee, 2012). Variety of responsibilities may be assigned to these vice presidents especially in the case of  smaller universities, however,  there may be some variations at  colleges as one or two specific functions are performed by these vice presidents at much larger universities (Bess & Dee, 2012; Gangone & Lennon, 2014; Thornton, 2004). 
A typical example is for instance, a  vice president of student affairs, , will be in charge of activities related students, problems associated with students accomplishment and budgetary allocations concern with students (Bess & Dee, 2012). A vice president may be appointed to oversee the finances of the university, safe to say that, his or her jurisdiction may be extended  to the finance section of all departments within the university (Bess & Dee, 2012; Chang et al., 2020). Various departments within the organizational structure of a university are headed by heads of department (Cleverley-Thompson, 2016). For instance, whereas,  the English department, will have a head of department who fundamentally oversees all functions of that department (McCaffery, 2018). Yet,  a life sciences head of department will manage a specific department within the science faculty at the university, so as to allow the  head of department of medicine,  the leverage to oversee all the  medical programs offered by the university (Chang et al., 2020). Safe to say that; a head of department can be assigned other portfolios within the university architecture. However,  this is not common in some universities (Floyd & Preston, 2018). 
They may also be associate deans reporting to the dean within the same; the core duties of these associate deans are to help run the various departments as well as addressing any specific issues confronting these departments within organizational structure. However, a university can  create a branch within the  organizational structure to embrace different  programs such as sporty programs, groundskeeping, student government, housing departments, and many more (Buller, 2014). The  order of these can vary on specific positions according to university's priorities (Ehrhardt, 2017). Reorganization can be executed in a bid  to re-prioritize the structures for proper allocation of  funds which aid in addressing seniority properly, (Sae-Lao, 2013). Organizational rearrangement can be tedious and demanding for all members of the academic structure, nonetheless,  it is best way  to find a system that endures (Floyd & Preston, 2018; Musselin, 2007). 
However, in Ghana where the study will take place, the structure begins with the chancellor often nominated and appointed by a sitting president. A university council analogous to the board of directors is established for a given period thus; a four-year mandate. The president in consultation with the University council appoints a vice-chancellor who manages the university for a minimum of four years and a maximum of 8years subject to renewal by the university council. The vice chancellor then appoints the pro-vice chancellor. It must be noted that some tertiary institutions in Ghana have more than one pro-vice chancellors. All the faculties are managed by deans while schools within the universities are managed by provosts. Then there are also the directors of institutions. Moreover, there the administrative employees thus; the registrar and his deputies, assistance, finance directors, director in charge of Audit, director of estates, transport etc. figure 1, below is an organogram of tertiary institutions in Ghana.
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[bookmark: _Toc105758049][bookmark: _Toc105761365]	Figure 1: A typical organizational structure of public Universities in Ghana
Source:  Muema (2020)
[bookmark: _Toc105761541]Table 1: Summary of some of studied works on Training and Development within the sub-Sahara Africa
	[bookmark: _Hlk75183026]S/n
	Authors 
	Topic 
	Journal/Dissertation 
	Area of study
	Theoretical underpinning
	Methods (paper type) 
	Major findings 

	1
	(Mohamed, 2016)
	‘Perceived Factors Influencing the Effectiveness of Training at The Public Service Commission.’
	Doctoral dissertation, University of Nairobi
	Nairobi Kenya
	 Human capital theory.
	Census method,
(SPSS Version No.20)
	‘The study revealed that employees share what they have learned with other employees (Mohamed, 2016)’.
‘The study also revealed that training needs analysis is normally conducted prior to organizing training programmes at the Public Service Commission’ (Mohamed, 2016).
‘It was also established that job rotation, is not always practiced in the organization’(Mohamed, 2016).

	2
	(Hobo, 2016)
	 ‘An analysis of the skills development programs within the context of human resource development: the case of the Eastern Cape Provincial Department of Social Development’
	Doctoral dissertation, North-West University (South Africa), Potchefstroom Campus)
	South Africa 
	Behavioural, 
Cognitive and Developmental theory of learning

	 A qualitative approach was followed
	‘There is a comprehensive human resource development and skills development in South Africa and within the South African public service’ (Hobo, 2016).
There is an existing legislative and regulatory framework governing skills development and human resource development practices in the South African public services and the relevant and related strategies affecting the skills development and human resource development practices in terms of role players, support structures, benefits, components and so forth’ (Hobo, 2016).

	3
	(Okello, 2019)
	‘Leadership skills and Employees Performance in Higher Institution of Learning: A case study of Kyambogo University’.
	(Doctoral dissertation, Uganda Management Institute)
	Uganda 
	Contingency Theory
	Qualitative & quantitative research. Purposive Sampling techniques. Interviews, Questionnaire and Documentary Review Guide
	‘Decision making was a shared phenomenon’.
‘Concerned leaders and managers cordially demonstrated quick recognition of problems’(Okello, 2019). ‘Information sharing was effectively done among employees to improve their performance through social media’ (Okello, 2019). ‘Different communication technologies are applied to communicate across the institution’(Okello, 2019).  ‘Employees were not sufficiently rewarded which spelt out their dissatisfaction with the reward mechanisms in place which negatives on influences employee performance’ (Okello, 2019).

	4
	(Lawretta et al., 2020)
	‘Organizational Policies on Personnel Training and Development: The Need to Increase Productivity in the Nigeria's Tertiary Institutions Beyond Covid 19’.
	Journal publication 
	Nigeria 
	Exchange theory of Peter Blau
	Qualitative Research
	‘Training and development of personnel serves as bedrock for high productivity, consolidation and sustainability of organizational goals’ (Lawretta et al., 2020). ‘Workers through value addition can efficiently perform their jobs, gains spirited improvement and seek self-growth’ (Lawretta et al., 2020). ‘Investment in training and development develop employees in their current jobs, prepares them for tomorrow’s opportunities and responsibilities and transfers information and knowledge into practice’ (Lawretta et al., 2020).

	5
	(Mothae, 2008)
	‘Training as an essential tool for successful local government transformation: developing the culture of learning in municipalities.
	Journal of Public Administration
	South Africa 
	
	Qualitative Research 
	‘Training is regarded as the essential tool for transformation.’

	6
	(Moyo, 2015)
	‘The Contribution of Human Resources Planning in Public Institution's Performance: A Case Study of Mlele District Council’.
	(Doctoral dissertation, The Open University of Tanzania).
	The Open University of Tanzania.
	Organizational behaviour Organizational theory.
	Quantitative and Qualitative research
	‘Poor planning of HR has an impact on organization performance’ (Moyo, 2015). 

	7
	(Mohamud, 2014)
	‘The effect of training on employee performance in public sector organizations in Kenya. The case of NHIF Machakos County’.
	(Doctoral dissertation, University of Nairobi).
	Kenya 
	
	Quantitative and Qualitative research
	‘Training had an impact on organizational productivity despite the challenges from the management.’ 

	8
	(Hervie & Winful, 2018)
	‘Enhancing teachers' performance through training and development in Ghana education service (A case study of Ebenezer senior high school)’.
	Journal of Human Resource Management
	Ghana 
	
	a case study and quantitative research design
	‘Poor performance of teachers was
due to lack of frequent in-service training, lack of teaching and learning materials, lack of incentives and motivation, and
improper supervision’.

	9
	(Abban, 2018)
	‘Training and development of library staff: a case of two university libraries in Ghana’.
	Library Philosophy and Practice,
	Ghana 
	
	Quantitative 
	‘Training and development have been an integral part library, in the Universities with the capacity to organize training and development programmes, for their employees with equal opportunity to attend such programmes’.

	10
	(Asante & Alemna, 2015)
	‘Training and development issues: Evidence form polytechnic libraries in Ghana’.
	Journal publication 
	Ghana 
	
	Quantitative and Qualitative research
	‘Polytechnic libraries did not have their own training and development policies. Majority of the staff of Polytechnic libraries required skills  in Information Communication Technology (ICT)’ (Asante & Alemna, 2015). Training and development affect productivity but the pivot was motivation. Training and development were not systematic’ (Asante & Alemna, 2015). 

	11
	(Shuibin et al., 2020)
	‘An Assessment on The Impact of Training and Development on Employee Productivity in Ghana Education Service, Wa’.
	International Journal of Information, Business and Management
	Ghana 
	
	Quantitative
	‘Employees are not well abreast with the
information regarding a well-defined training policy which makes it difficult for GES to conduct Training
and Development effectively and efficiently’ (Shuibin et al., 2020).

	12
	(Korantwi-Barimah, 2015)
	‘A framework for capacity building amongst academic staff in Ghanaian polytechnic’.
	Doctoral Dissertation to Tshwane University of Technology
	Ghana 
	
	Quantitative
	‘Existing capacity building challenges in the polytechnics demand instant, drastic and transformative changes to reverse the culture of systemic decline and staff underperformance.’ 

	13
	(Wongnaa & Boachie, 2018)
	‘Perception and adoption of competency-based training by academics in Ghana’.
	International journal of STEM education
	Ghana 
	
	Descriptive statistics, quantitative.
	‘A positive perception of the potential of CBT in instilling in students’ employable skills’ (Wongnaa & Boachie, 2018). ‘Probability of adoption of CBT is positively influenced by participation in CBT workshops, effective supervision of faculty members by university authorities, availability of teaching aids, and availability of incentives’ (Wongnaa & Boachie, 2018).

	14
	(Rashid, 2014)
	 ‘Human resource development and its contribution to teaching and learning in the Tamale Polytechnic’.
	(Doctoral dissertation, University of Cape Coast).
	Ghana 
	
	Quantitative and Qualitative research
	‘Training needs assessment was virtually non-existent
in the Polytechnic. The type of training programmes organised for the teaching staff were
not targeted at addressing specific skills gap needs of staff in the performance of their 
duties. Training needs were not organised regularly.’

	15
	Mwanza, NM (2012). 
	‘Determinants of employee performance in the public universities: a case of the academic division at Main Campus, University of Nairobi’.
	(Doctoral dissertation, University of Nairobi, Kenya).
	Kenya 
	
	Qualitative and Quantitative 
	‘Organizations are should put more emphasis on that competence-based pay aspect of remunerations, payment by result, organization wide incentives, profit related pay and merit pay in order to foster high performance’ (Mwanza, 2012).



Source: Author’s search (Google Scholar, ProQuest, Web of Science [SSCI/TR], and SCOPUS database)
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The researcher’s proposed thesis would lay its grounds on three amalgamated theories. Particularly, the theory of reinforcement, Maslow’s hierarchy needs theory and the theory of social learning. Competitive advantage is the main vehicle organizations use to leapfrog their competitors. Competitive advantage can be referred to as the ability of an organization that is not possessed by other organizations. Organizations globally,  are acquiring  competitive advantage in different fields of their business opportunities (Azeem et al., 2021). In effect,  organizations attain a competitive advantage over their peers  by developing a superior human resources (Alfawaire & Atan, 2021). The fulcrum on which superior human resources are assembled is by training & development. Employees are  always susceptible to  training & development programs that will polish their skills and facts (Azeem et al., 2021). Indeed , every employee recognises that their career can be sustained and grow if  he succeeds  in polishing their skills (Alfawaire & Atan, 2021). That time where one degree or diploma is conducive for life time achievement belongs to the past. Employees therefore take   active participation in more than a few programs organized by their institutions (Bahrami et al., 2016). 
Moreover, some employees demand from their employers a training & development programs (Raza, 2015). Successful organizations of today have gone through metamorphosis to upgrade their workforce over time. Workforce of any organization are  highly treasured asset and the only genuine  way to build these labour strength is through continuous and consistent training & development programs (Azeem et al., 2021). 
In spite of the availability of different theories for training and development, the researcher settles on Theories of reinforcement, Maslow’s hierarchy needs theory and social learning. Again, in view of the current work Maslow’s needs hierarchy theory is of relevance due to the fact that the researcher seeks to elaborate on turnover intentions, commitment and training investment and its effect on the competency-based performance appraisal and training & development activities. 
[bookmark: _Toc48667231][bookmark: _Toc105240137][bookmark: _Toc105407824][bookmark: _Toc105755562][bookmark: _Toc132204087]2.4.1 Theory of Reinforcement of Motivation (ToRM)
[bookmark: _Hlk110953064][bookmark: _Hlk110953402]An American social philosopher, psychologist and behaviourist; Burrhus Frederic Skinner in 1957 developed this noble theory ‘reinforcement Theory’ (Richelle, 2016). The highlights of this theory  is the learning behaviour of a person which  suggests that the learner will constantly repeat that behaviour attached to a positive occurrences (Schmidt et al., 2018). He further suggested that the objectives of every organization must be the focal point of training & development programs. This scenario of this training & development programs should breed a positive outcome. (Schmidt et al., 2018). Further, in  elaborating this concept,  Burrhus Frederic Skinner in 1957, suggested that reinforcement theory, is an appendage of myriad of  techniques available in human resource observations that that links training & development regime and which trigger the required suggestion by this theory (Armstrong & Taylor, 2020).
[bookmark: _Hlk110953665]Incentives  in the form of additions, remuneration increments, elevation and certificate recognition after training programs different kinds of motivation which  can be linked with training and development regimes which ultimately   generate positive outcomes (Ferster & Skinner, 1957; Jean et al., 2017). According to Skinner’s theory of reinforcement, if this is done, then the trainee thus; the employee will get more involving in the training & development programs prepared  by the organization (Ferster & Skinner, 1957). This theory in effect highlights emotions and feelings of every individual. It further explores the changes that occur when an individual goes through a course of action (Ferster & Skinner, 1957). Base on skinners argument, an external environment of an employees must be designed effectively and positively as a motivation factor (Cote, 2019). 
This theory controls the action process and behaviour in each person. This theory goes contrary to the reasons for people’s behaviour (Bandura, 2014). Reinforcement theory can be applied in different dimensions such as growing up a child and motivating employee (Guillén et al., 2015). Individual’s behaviour and actions can be shaped by this theory. Simply put, stimuli can influence the behaviour and actions of an individual. There are four difference approaches to buttress the ‘reinforcement theory’, thus; ‘positive reinforcement’, ‘negative reinforcement’, ‘extinction’ and ‘punishment’ (Zhou & Brown, 2015). Positive reinforcement, connotes the situation where a student is recognised by a teacher after an enthusiastic performance (Royer et al., 2019). This same gesture can be extended to an employee who works well, all for the purpose of motivation (Wlodkowski & Ginsberg, 2017). The performance of student or an employee can also shape the behaviour and actions of fellow students or co-workers as they also will try to perform better thereby benefiting everyone (Royer et al., 2019). 
This presupposes that a positive action must receive a positive response.  There are many types of positive reinforcement like a smile, pat on the back, sitting near the student, concentrating on their positive behaviours, refusing to criticise the employee and giving the employee different choices (Gruenert & Whitaker, 2015). In contrast, negative reinforcement is the exact opposite of positive reinforcement. A negative action demands a negative response and this will serve as a deterrent to others. Punishment is designed to remove awkward, dangerous or otherwise unwanted behaviour to prevent repetition(Gershoff et al., 2019)
[bookmark: _Toc48667232][bookmark: _Toc105240138][bookmark: _Toc105407825][bookmark: _Toc105755563][bookmark: _Toc132204088][bookmark: _Hlk110954034]2.4.2 Theory of Social Learning (TSL)
[bookmark: _Hlk110954436]‘Theory of Social Learning’ showcase a modern perspective of erudition. Albert Bandura (1977), suggests that direct reinforcement is not a panacea for all types of learning. Direct enforcement presupposes that  training & development programs does not remedy all sorts of learning because  certain communal fundamentals cannot be taught (Benson & Voller, 2014), so the learner picks those fundamentals from his surroundings. These type of learning is associated with the understanding of different behaviours and labelled as observational culture  (Han & Ellis, 2022). In an organization, the behaviour of employees influences surrounding and the environment. Again, organizations must create a professional environment which will produce a surrounding which generate a learning activity. (Al-Omari & Okasheh, 2017; Lamsal, 2022). Behaviour does not necessarily  change after learning something different according to this theory (Bandura, 2014),  even though, a person’s behaviour is expected to  change after learning something new, but not in all cases (Han & Ellis, 2022). Besides, the vital essence  in the learning process vis-à-vis  the psychological state of an individuals is explained by this theory (Han & Ellis, 2022). A negative psychological state of person will not motivate him to partake in any learning activity. Suffice to say that;  he stands to relinquish any positive  gain from that process, even if he is coerced to do so  (Sahu, 2020). In order to develop the psychological state of an individual for positive outcome, incentives and reimbursements must be adopted to correlate training regimes  to serve as   motivator for the  employees in the organization. (Armstrong & Taylor, 2020; Bell et al., 2017). 
Companies are  also susceptible  to this theory,  as they allows their employees to learn from their surroundings in this case,  by  providing  an environment to under study  their supervisors, managers, and emulate positively with  co-workers (Wong et al., 2017). Socialization and identificatory learning are among the various processes regardless of whether explanatory theories favour psychological or sociological variables. There are several reasons for this emphasis (Bandura, 2021). It is clear that from unceremonious thought that the multifaceted catalogues of behaviours exhibited  by members of a the social order are to some degree, assimilated with more or less indirect tutelage through observational learning arrangements demonstrated by various socialization agents (Bandura, 2021; Wong et al., 2017). This is particularly true of deeds for which there is no dependable occasioning stimuli other than the prompts equipped by the responses of others (Bell et al., 2017). The provision of social models is also a crucial way of communicating and transforming behaviours in a situation where mistakes have grave consequences (Donthu & Gustafsson, 2020). In fact, if social learning relies merely on incentivising and punishing moments, the socialization process will collapse (Allan, 2017). In situations where non-social stimuli is available, some guess of the desired behaviours, and mistakes do not produce extreme results on prompts, people are typically spared of exceptionally tedious and often haphazard lacklustre by emulating the behaviour of socially competent models (Bandura, 2021). Indeed, there will be difficulty in envisaging  a socialization process where the languages, traditions, professional and non-professionals patterns, thus; the usual customs of a culture and its educational, social, and political practices were implanted  in each new member by selective reinforcement without the response model guidance which showcase the accrued cultural collections in their own behaviour (Bandura, 2021; Donthu & Gustafsson, 2020). 
The social learning process can be greatly accelerated and the development of response pattern by differential reinforcement can be randomly short due the ability  people successfully matching the behaviour of appropriate societal models, (Bandura, 2021). In spite of, the varied opinions of the meaning of identification, the generally agreed definition is that; the process of which an individual envisages  his views, his emotional state or his actions towards an accomplished person to serve as a dominant individual (Amanchukwu et al., 2015). Moreover, identification deals with the conceptual scheme strategies and major outcomes based on social learning (Lak et al., 2020). A more commonly used variant operational procedure defines identification as self-description scores on an inventory completed independently by the subjected and the person who presumably is taken as the model (Bandura, 2021).  
[bookmark: _Toc105240139][bookmark: _Toc105407826][bookmark: _Toc105755564][bookmark: _Toc132204089][bookmark: _Hlk110954468]2.4.3 Maslow’s Hierarchy Needs Theory (MHNT)    
[bookmark: _Hlk110954781]Abraham Maslow’s  paper authored in 1943, thus; “A Human Motivation Theory’’  laid bare Maslow’s hierarchy of needs according to  Stoyanov, (2017). Maslow used his  book “Motivation and Personality “in 1954 to refine this theory, (Sparks & Repede, 2016). This theory remains relevant in the study of in sociology, management training, and psychology classes since then,  making it popular (Dalton, 2017; Gill et al., 2017). Maslow’s hierarchy of needs theory emphasises on the mindset which explains  human drive on the quest of diverse levels of needs (Lussier, 2019). This categorises how humans are inspired to accomplish their desires in a hierarchical demand (Lugones & Spelman, 2018). The most basic needs are considered towards a movement to a more advanced pursuit. According to Mansaray, (2019), the focal point of  this theory, is to get to  the apex  of the hierarchical order thus; self-gratification. Maslow’s needs hierarchy has become a reference point in businesses with respect to organizational behaviour and human resources (Őnday, 2016), in anticipation of ascending to Maslow’s order in reaching self-gratification (Mansaray, 2019). Maslow’s needs  hierarchy consist of five main levels (Ștefan et al., 2020), spanning from uncomplicated needs to the most of sophisticated ones. The original belief by Maslow was,  an individual must  completely satisfy basic level, in order to pursue supplementary stages (D’Souza & Gurin, 2017). A current standpoint is that these levels intersect. A person is motivated to reach higher levels as directed by the ultimate goal of self-actualization (Tripathi, 2018). Whereas, the main target is on higher levels, yet, there is the pursuit of baic stages of the order with minimal concentration (Kulkarni et al., 2016).
The basic level of Maslow’s needs hierarchy is  one’s physiological needs, which is the most essential possessions needed to subsist (Arnold, 2017). These fundamentals are; lodging, water, nourishment, warmth, rest, and health (Stoyanov, 2017). An  individual’s instinct to survive is the driver for these fundamental needs (Arnold, 2017). 
Safety is the next level of needs according to Maslow’s needs  hierarchy; this need, defines one’s instinctive affiliate to   safety and security in relation to his life and surroundings (Osemeke & Adegboyega, 2017; Shi & Lin, 2021). Law, order, and security from impulsive and treacherous conditions drives this motivation, safe to say that, myriad examples of safety desires in modern society abound (Wren & Bedeian, 2020). A person’s physical safety must be the primary motivational consideration for his security and safety since, individuals naturally seek protection from elements such as ferocious conditions, or health threats and sickness are the basic threats (Shi & Lin, 2021). Additionally, an individual can live and thrive in modern society through economic safety; this in reference implies job security, income stability, and assets (Wren & Bedeian, 2020). Proper investment strategy is the latitude to achieve proper economic safety. 
The next part(3) of Maslow’s needs order is affection and sense of fit in desires, for humans as social creatures with the desire to interact with each other (Trivedi & Mehta, 2019). The need for acquaintances, familiarity, household, and affection is explicitly explained by this hierarchical level (Leighton, 2020). Individuals generally, give and crave for love; to feel part of a group (Trivedi & Mehta, 2019). In the absence of such needs, individuals risk loneliness which breeds depression. 
The next part (4) of Maslow’s needs order is reverence needs. Recognition, rank, and respect generate esteem needs of an individual, immediately after practically, satisfying their love and belonging needs (Maslow, 2022). Esteem needs as explained by Maslow are two categories: thus; reciprocity of respect to others and for oneself (Partalidou & Anthopoulou, 2017). Whereas, respect from achieving fame, prestige, and recognition is inclined to respect to others yet, Respect for oneself amounts  to self-respect, self-confidence, aptitude, unconventionality, and self-determination (Suyono & Mudjanarko, 2017). 
Finally, Self-actualization which relates to a person’s achievement of his full potential of which they strive to be at the pinnacle to satisfy their ambition (Oliver, 2018).
According to corporatefinanceinstitute.com, (2022), Gaining skills (e.g., financial modeling skills), Sustained schooling (e.g., online training courses), skills utilization, information, and talents, pursuit of life dreams and the quest of happiness are some of the diverse Self-actualization manifestations (Coria-Navia PhD & Bradfield, 2022). Whereas, one individual may strive to become the best parental guide  as well as  everybody’s best friend, yet a different  individual might focus on becoming a billionaire or a philanthropist (Talevich et al., 2017). While others may also strive to becoming a famous athlete (M. Kim et al., 2021). Over-all, quest for personal growth depicts self-actualization (Davis, 2019). Maslow categorised his  orderly needs into two different all-encompassing sorts of needs, thus;  evolution and shortage needs (Maslow, 2022).
Change in motivation is the apparent variance between progress and deficit and this stimulates individual’s needs (Vansteenkiste et al., 2020). Therefore, individuals become more motivated when they experience growth in their needs (Werdhiastutie et al., 2020). On the contrary, individuals become less motivated when there is a shortfall in his needs. self-actualization as previously explained is the quest for self-progress, thus; making it a progressive  need (Tripathi, 2018). progressive desires stem from the need to become an improved individual. As a person fulfils progressive  desires, their enthusiasm vis-a-vis their hunger to become even better also excites (M. Kim et al., 2021).
On the other hand, all the preceding levels of self-gratification, thus; physical, security, affection and fit in, and esteem needs can be attributed to deficiency needs (Tripathi, 2018). Moreover, deficiency needs stems from individuals who strive to eliminate deficiencies or acquire what they lack (Vansteenkiste et al., 2020). An individual’s level of hierarchy generally determines his current level of motivation (Maslow, 2022).
[bookmark: _Toc75512527][bookmark: _Toc105240140][bookmark: _Toc105407827][bookmark: _Toc105755565][bookmark: _Hlk110954877]A person confused within his surroundings is likely to consider his   physiological needs, even though he might need food, water, accommodation or feel cold (M. Kim et al., 2021). Safe to say that, their monetary security or desire to be part of a team may not necessarily be a concern but rather their immediate survival (Tripathi, 2018). For instance, we can consider a professional with a secured and high paid job, a partner, family and a house (Talevich et al., 2017).  Such an individual well-respected amongst his peers because of his position in the organization is unlikely to focus his motivation on his physical or security needs, since they are apparently  fulfilled (Clark, 2020). Their focus rather will be on personal growth and happiness, as they set their eyes on discovering another world, and what they have they can offer to that  world, thus; self-gratification (Shi & Lin, 2021).
[bookmark: _Toc132204090]2.5 Hypotheses and Model Development 	 
[bookmark: _Toc105240141][bookmark: _Toc105407828][bookmark: _Toc105755566][bookmark: _Toc132204091]2.5.1 Competency-Based Performance Appraisal 
[bookmark: _Hlk110955929]The term ‘competencies’ in human resource management has been in existence since the early 70s. According to Boyatzis et al., (2009), This term was introduced by David McClelland. However, knowledge, skills and other management qualities are some of the competency representations needed for effective competence in an employment position (Islami et al., 2018; Prifti et al., 2017; Sabir, 2016). Moreover, for organizations to focus on job-link information and personal helps in managing employees, the innovation of ‘competency model’ is crucial (Ali et al., 2020; Bharwani & Talib, 2017; Sengupta et al., 2013). The purpose of this competency model is to differentiate between higher performance and average performance (Porat et al., 2018). Whereas, competency has many sides yet, there is one common factor which is to enhance the performance of an employees at the workplace (N. A. M. Ali et al., 2020; Gilbert, 2013). Nonetheless, competency-based performance appraisal determines the training needs of employee in organizations (Mazhisham et al., 2018). 
Eventhough, production management is the most exploited and controversial human resource management scheme in an organization, yet, despondency, lack of faith and confidence rather than morale, direction and training and development opportunities is on the rise (Ganapathy, 2018). This situation has culminated in the myriad attempts to revive these shortcomings through appraisal system to develop employees rather demoralizing them (Ganapathy, 2018). Again, competency-based performance appraisal, produces an integrated approach in which performance can be enhanced through training and development thereby maintaining a sustainable and continual competitive advantage (Ganie & Saleem, 2018). Competency-based performance appraisal defines the assistances, acquaintance and job features necessary for the specific implementation training & development method (Shet et al., 2019). Moreover, competency-based performance appraisal provides advisable platforms which can be instituted for discussion of employee outputs and subsequent solutions to the emanating problem (Adam, 2020; Aguinis, 2019). Again, competency-based performance appraisal process is about results, hence it provides a perfect equilibrium between workable and what doesn’t work and the procedure through which those outcomes will achieved (Ganie & Saleem, 2018).  The robustness of performance appraisal is dependent on the objectives and performance output of training and development (Forés & Camisón, 2016; Govender & Bussin, 2020). 
[bookmark: _Toc105240142][bookmark: _Toc105407829][bookmark: _Toc105755567][bookmark: _Toc132204092][bookmark: _Hlk110956166]2.5.2 Training and Development Regime
[bookmark: _Hlk110956226]According to, Jaworski et al., (2018), training and development are important activity in every organization due to the high cost of employee turnover. Training and development in organization come with a lot of benefits some of these benefits are; consistency in job performance, higher organizational satisfaction and cost effectiveness (Bisharat et al., 2017; Dhar, 2015; Egan, 2017; Hosain, 2016; Mishra, 2018). Unfortunately, organizations refuse to invest heavily in training and development with the view that investments in training & development is a waste of resources (Akpaniteaku, 2019; Phillips & Phillips, 2016). Instead some managers argue that, it is better to invest in other sectors within the organization (Arjaliès & Bansal, 2018; Spring et al., 2017). Nonetheless, this mindset hinders on the output of the individual employees and the organization in general (Perlow, 2019). Besides, this attitude can lead to turnover intentions. It must be emphasised that turnover of employees will lead to frequent recruitment which is expensive, time consuming and daunting (Dennis, 2020). Organizations must therefore be willing to as a matter of policy invest in the training & development activities of their employees to reap the benefits that come with it (Angst et al., 2017). Eventhough, universities on their own are a training and development institutions yet their employees themselves must not be ignored in terms of training and development. According to Staritz & Whitfield, (2019) a stringent effort must be put in place to develop their skill, knowledge and capabilities to improve on the level of productivity. 
[bookmark: _Toc105240143][bookmark: _Toc105407830][bookmark: _Toc105755568][bookmark: _Toc132204093][bookmark: _Hlk110956260]2.5.3 Employee Commitment 
[bookmark: _Hlk110956314]According to P. Sharma et al., (2016), a committed employee is a satisfied employee. Moreover, there are many factors that contribute to employee’s commitment (A. Cohen, 2017; Y. Wang, 2020). One of such factors is the willingness of organizations to invest in the training & development of their workforce (Al Karim, 2019). Employees are generally ambitious, and will want to get to the pinnacle of their chosen profession (Strauss, 2017). Implicitly, they need to development their skills, knowledge, capabilities and broaden their horizon through training and development to be able to achieve their ultimate goal (Barrett, 2017; Ocen et al., 2017). There are three component model of commitment that hinges on the psychology of individual employee as conceptualised by Meyer & Allen, (1991), which borders the exhibits of the policies of their organizations (Sohn et al., 2020). These components are affective commitment; which is the emotional attachment, identification and involvement of an individual to an organization (Ashafaq Ahmad et al., 2019; Allen, 2017). Identification occurs when the employee’s values is in tandem with that of the values and objectives of his organization (Price & Whiteley, 2014). The continuance commitment relies on the cost associated with the employee quitting his job (Jaros et al., 2017). With this level of commitment, the employee considers their investment in the organization, and the lost or gain if they are to leave the organization (Yahaya & Ebrahim, 2016). Moreover, this kind of commitment can be due to lack of alternative employment (Keskes et al., 2018). Finally, the employee’s sense  of obligations for  belonging to an institution can be described as normative commitment (Karmakar, 2020). This emotional attachment of an employee which distinguishes him from affective commitment doesn’t need to be accompanied by his sense of obligation (Keskes et al., 2018). The resultant effect of the three levels of organizational commitment at the workplace have different explanation yet they all binds the employees to the organization (Jaros et al., 2017). Whereas, affective commitment has a positive correlation with job performance and encourages a strong intrinsic motivation and the wish to encourage, continuance commitment correlate negatively with job output and the desire to promote and organization citizen behaviour (Allen, 2017; Kuvaas et al., 2017). However, normative continuance can at best compared to affective commitment. After myriad of investigations by Meyer & Allen, (1991), it has established that, although, the three models of commitment are not mutually exclusive employees may either  have any possible combination or  no commitment at all.   
[bookmark: _Toc105240144][bookmark: _Toc105407831][bookmark: _Toc105755569][bookmark: _Toc132204094][bookmark: _Hlk110956398]2.5.4 Investment in Training 
[bookmark: _Hlk110956458][bookmark: _Toc105240145][bookmark: _Toc105407832][bookmark: _Toc105755570][bookmark: _Hlk110956514]Globalization and technical variations are rapidly converting the workplace, thereby generating mandate for emerging skills and rendering other prevailing skills archaic (J. Kim & Park, 2020; Sung & Choi, 2014). Therefore, it is strategically imperative to equip employees with the skills to thrive in this everchanging environment. For employees to be up-to-date in their skill set, various agencies and organizations prioritise the facilitation of continuous life elongated investments in training of their employees to maintain their competitiveness and living standards (Burns, 2020; Jaworski et al., 2018). Academic institutions in Ghana are of no different. Suffice to say that, training schemes are being touted as mechanism for achieving organizational goals including reduced employee turnover, employee commitment, satisfaction   and employee consistency (Nejati et al., 2020). In addition, job-related training usually integrates existing skills variances instead of modifying it thereby broadening the discrepancies within the workplace (Federici et al., 2021). For instance, employees with higher potentials with respect to attitude scores, more formal education and those with higher occupational status rather than less-skilled colleagues receive more work-related training (Caliendo et al., 2020). In contrast, less educated employees receive relatively high returns from training which makes this disparity even more puzzling, nonetheless, organizations are equally and willing to invest in them (Caliendo et al., 2020; Eagly & Carli, 2018). Lack or minimal investment in training may be due to myriad of reasons, one reason may be due to the fact that individuals underestimate the gains of formal education, therefore, information on those gains can results in increased investment (Fischer et al., 2020). Information gaps particularly may be severe in the training market (Yu et al., 2021).  According to Ehrenberg et al., (2021), the standard economic theory suggest that; organizations will not in general training and will underinvest in firm specific training without suitable procedures followed. Consequently employees will not be able to reap the full benefit of general training due to zero tolerance to such training programs by organizations (Dong et al., 2021; Leuven et al., 2005). However, underinvestment arises when there is a disconnect between the mutual partners with respect to post-employment training investment due to lack of binding obligations (Aitken, 2020). Eventhough, recent studies have contradicted the assertions of standard theory in different jurisdiction (Aitken, 2020; Leuven et al., 2005; Yukins, 2010), it is yet to manifest in developing countries, especially Ghana where this study is conducted
[bookmark: _Toc132204095]2.5.5 Employee Intention to Stay
[bookmark: _Hlk110956589]Employee turnover in academic institutions is a global phenomenon, thus, affecting both developing and industrialised countries, which has been studied many times (Ankrah & Omar, 2015; R. K. Sharma & Chaturvedi, 2017). According to Saraih et al., (2016), turnover, is defined as the ratio of employees who leave an organization relative to the total number of all the employees within the organization for a particular period. As a result, new employees are hired to fill existing vacancies which are created by voluntary or involuntary turnover (Becton et al., 2017). Ekhsan, (2019), believes that labour turnover is the overall movement of employees in and out of organization. Nonetheless, turnover has many negative connotations such as the distortion of wages and salary system put up by management (Lazear, 2018). Besides, from organizational point of view turnover is expensive due to the fact that replacements are highly costly and can throw off the balance sheet of organization (Greer, 2021). However,  labour turnover has proven to impact significantly on organizations (Ekhsan, 2019). High turnover can have dire consequences on the profitability of organizations if not managed correctly (Albrecht & Marty, 2020). Again, as suggested by Austin et al., (2018),   replacing an employing cost approximately 50% of the workers annual earnings, these costs are attributed to training and other capacity building methods. Productivity presumably drops when an employee quits his job because of the learning curve that ensue, amidst the hiring of a new employee, the understanding of job description and rules, culture and regulations guiding the operations of the organization (Bratton et al., 2021; Saraih et al., 2016). Furthermore, turnover drains intellectual capabilities from organizations and replenish their competitor organizations which makes costly to the departed organization (Wilensky, 2015). Therefore, turnover mismanagement on short term will affect personnel cost and long term affect the organizations liquidity flow. This phenomenon makes turnover extremely costly and a difficult exercise to undertake (Blankespoor et al., 2020; Wynen et al., 2022). The difficulty in quantifying the cost of turnover is partly of the variables involved. There are about four main costs associated with turnover in organizations which include; administrative cost, training costs, production costs and miscellaneous(Rushton et al., 2022). While administrative costs encapsulate advertising, interviews and medical examinations, training costs involves the preparation of new recruits toward their new job (Fee & McGrath-Champ, 2017). Production costs takes care of relative inefficiencies of using new employees (Appelbaum & Batt, 2018). Increased accidents and sometimes wastage of materials forms part of miscellaneous (Jeong et al., 2016). Excessive turnover can be fatal to an organization especially if it involves replacement training (Greer, 2021). Specialised or technical job needs greater training and investment this can cause delay in filling the vacuum created with the right person (Edmondson, 2018). Moreover, certain jobs that require more technical oriented person can take as long as one year to fill. Nonetheless, it must be noted that the implications of turnover vary from organization to organization (A. Cohen, 2017). The effect associated with both high and low turnover have both positive and negative connotations (Appelbaum & Batt, 2018). High turnover has the tendencies to restructure the employee situation through attrition and lay-offs and if workers can adjust to this situation then there is a high possibility for employees to secure even better jobs elsewhere (Fløvik et al., 2019).  Suffice to say that, high retention can bring fragility, less security and more uncertainties to both employees and organization (Filimonau et al., 2020).  According to Jaworski et al., (2018), lower turnover enhances worker motivation and improve commitment towards organizational goals, lower resistance to change and as an increased incentive for employers to invest in their employees. Employee turnover has become a subject for discussion within organizations because of its dire consequence if not managed properly (Kerzner, 2022). 

[bookmark: _Toc105240146][bookmark: _Toc105407833][bookmark: _Toc105755571]
[bookmark: _Toc132204096][bookmark: _Hlk105430479][bookmark: _Hlk110956651]2.6 Conceptual Framework of Variables Deduced from Literature
[bookmark: _Toc105758050][bookmark: _Toc105761366][bookmark: _Hlk105429986]Training and Development
· Managerial Training 
· Supervisory Training
· Executive Development 
· Training 
· IT Skills Training 
· Interpersonal Skills Training 

Employee Commitment 
· Affective commitment 
· Continuance commitment 
· Normative commitment
H1
Competency-Based Performance Appraisal
· Core Competencies appraisal
· Leadership Competencies appraisal 
· Technical Competencies appraisal
· General Competencies appraisal



H4
H3
H5
H2
H6
Employees’ Intention to Stay 
· Material Reward 
· Financial Reward
· Psychological Reward
H7A
Control Variable
· Age
· Gender 
· Experience 
· Qualification 

Investment in Training
· Individual investment
· Organizational investment
· Investment from other sources


H7A
Direct Relationships 
Mediating Relationships
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Figure2: conceptual framework; Source: Authors own construct, Owusu (2022)

[bookmark: _Toc105240147][bookmark: _Toc105407834][bookmark: _Toc105755572][bookmark: _Toc132204097][bookmark: _Hlk110956974]2.7 Stated Hypothesis
A reliable competency-based performance appraisal system in organizations will determine the training needs of employees thereby providing solutions to factors that hinders performance. Therefore;
H1: A positive relationship exists between competency-base performance appraisal and training & development activities.
A stringent effort by organizations to invest in the training of their employees will build on their commitment, hence, remedy the employee’s willingness to quit their job. Therefore; 
H2: Employees intention to stay and investment in training positively moderate employee commitment and training & development.
 A positive result of competency-based performance appraisal on an individual employee will improve on the commitment of employees. Therefore;
H3: Competency-based performance appraisal and employee commitment displays a positive relationship. 
Eventhough, organizational commitment (affective, continuance, and normative) at the workplace have different consequences, yet, they all have similar or same outcome. As a result, 
H4: Employee commitment positively mediate competency-based performance appraisal and training & development. 
 When an employee is sure of a laid down training and development regime he is bound to show commitment to his job. Therefore; 
H5: Training & development and employee commitment exudes a positive relationship.  
The willingness of employers to invest in the human capital will ultimately influence employees’ intention to stay. Therefore;
H6: Investment in training, intention to stay and training & development projects a positive relationship.
Organizations generally determine the performance of their employees through evaluation thus; competency-based performance appraisal after investment in training, therefore;
H7a: Competency-based performance appraisal and investment in training displays a positive relationship 
 As employees have the conviction that their performance is adding to productivity, they are encouraged to stay in the organization, Therefore;
H7b: Competency-based performance appraisal and employee’s intention to stay displays a positive relationship. 
In summary, accordingly, with respect to reviewed literature, the concept of this dissertation concludes that, competency-based performance appraisal will resuscitate training and development activities in tertiary institutions in an emerging economy (Ghana). The proposed relationships and the conceptual model are showcased in fig2.
[bookmark: _Toc105240148][bookmark: _Toc105407835][bookmark: _Toc105755573][bookmark: _Toc132204098]2.8 The Summary and Definitions of The Various Constructs 
The various constructs adopted for the purposes of this project has been summarised in a tabular form with an indication of the source of literature.
[bookmark: _Toc105761542]Table 2: Summary of the definitions of constructs and theoretical basis
	Concepts 
	Description 
	Theoretical source 

	

Competency-Based Performance 
	‘The identification, measurement, evaluation, improvement, encouragement and the reward for performance can be described as Performance Appraisal process’. 
‘The periodic review and evaluation of employees by their employers via a formal classification can be performance appraisal’
	

(Islami, Mulolli, & Mustafa, 2018)
(Sabir, 2016).
(Hamidizadeh & Mohammadnezhad Fadardi, 2019)

	


Training and Development 
	‘A subsystem within organizations which emphasizes on the improvement of performance of individuals and groups is described as Training & development.’ 
‘Training is an educational process that involves polishing of skills, concepts, changing of attitude and gaining more information to enhance performance’.


	



(Egan, 2017). 
(Mishra, 2018)

	
Employee Commitment 
	‘Employee commitment is an individual's attachment, involvement or identification to an organization.’
	

(A. Cohen, 2017; Y. Wang, 2020)

	

Investment in Training 
	‘Employee training is worth the investment’. ‘Staff training is essential for specific purposes related to any business success.’ ‘Putting resources into training that develops employees toward long-term career goals can also promote greater job satisfaction’
	 


(Jaworski, Ravichandran, Karpinski, & Singh, 2018; Federici et al., 2021).

	
Employees’ intention to stay 
	‘Intention to stay is defined as employees' intention to stay in their present employment to build relationship with their current employer on a long-term basis’
	

(Wynen et al., 2022)(Johari et al., 2012)


[bookmark: _Toc105240149][bookmark: _Toc105407836][bookmark: _Toc105755574]Source: authors own table
[bookmark: _Toc105240122][bookmark: _Toc105407808][bookmark: _Toc105755546][bookmark: _Toc132204099]3. STUDY OBJECTIVE AND PROBLEM STATEMENT
[bookmark: _Toc48665449][bookmark: _Toc48667217][bookmark: _Toc105240123][bookmark: _Toc105407809][bookmark: _Toc105755547][bookmark: _Toc132204100]3.1 Research Gap
[bookmark: _Hlk48125435][bookmark: _Hlk48125746]University education is considered to be the pinnacle of all academic institution that develops the skills and competencies along the human resource chain. Eventhough, sections of the employees within the various university communities have access to resources to upgrade their capacities. Nonetheless, the administrative employees are more or less short-changed.  Suffice to say that; the primary aim of establishing every organization is to compete and ultimately yield better results. Therefore, organizations must take particular care and build the capacities, skills and abilities of their employees. Consequently, organizations must institute some yardsticks to realise these ultimate goals. Examples of these yardsticks are training and development, nonetheless, to build on these organizational tools in developing the competencies of employees, competency-based performance appraisal is steered to stimulate the necessity of training & development, thereby, building the capacities of a workforce.  Various investigations have shown the effect of training & development and competent-based performance appraisal (Darabi et al., 2004; Kadiresan et al., 2015; Mestry & Grobler, 2004; Myalla, 2014). In the opinion of the researcher, the only training program conducted by most organizations for their newly recruit is orientation. Subsequently, other training & development programs are conducted based on competency-based performance appraisal of the various employees. subsequently an important element in the design of training & development regime is conducted, thus training needs assessment, in order to, determine their training needs. 
As a result, the researcher seeks to investigate how competency-based performance appraisal determines the training & development, requirements of the administrative employees at the various tertiary institutions in Ghana. Whereas, most researchers have estimated training as a cause (independent variable) while competence-based performance appraisal is seen as effect (dependent variable), the researcher has a contrary view. As a result, competency-based performance appraisal considered as a cause (independent variable) whereas, training & development is considered as effect (dependent variable). Against this backdrop, the researcher seeks to look at the gaping hole of employee commitment and its impact on competency-based performance appraisal and training & development at tertiary in Ghana. 
Eventhough, tertiary institutions themselves are training and development centres, the focus seems to be on the teaching staffs (lecturers, researchers) with availability of funds both from the central government and interested organizations. yet, same cannot be said about the other sections especially, the administrative staffs. Besides some organizations’ dedication towards training & development leads much to be desired (Blanchard, 2018), it seems  that, investing in training & development is a waste of resources. Hence, Organizations  prefer to invest in other facets of the organization, other than training and development (Ghaffar et al., 2020),. Moreover, some organizations have refused to inculcate training and development as organizational culture (Maamari & Saheb, 2018). Therefore, the researcher seeks to investigate the managerial decisions on investment in training amongst administrative staff at the various tertiary institutions. In addition, some human resource managers of organizations are sceptical about investment in the training of their employees because, some employees take advantage of the various investments by their organization to improve on their skills, knowledge and capabilities and use that as bargaining chip to seek for higher paid jobs or even seek to be appointed as lecturers as salary disparity between lecturers and the administrative staff is huge. Therefore, the researcher seeks to investigate the careless attitude of employees towards their parent organizations vis-a-vis before and after training. 
[bookmark: _Hlk110948491]Again, in spite of the myriad of research undertaking by various researchers, yet the uniqueness of this research bores on both mediating and moderating variables introduced by the researcher of the nexus between competency-based performance and training and development.
[bookmark: _Hlk110949274]Therefore, the primary drive for this investigation is to establish the effect of employee commitment, investment in training and the turnover intentions of administrative staff of tertiary institutions in Ghana.
[bookmark: _Toc132204101][bookmark: _Hlk110949329]3.2 Significant Research Queries 
[bookmark: _Hlk110949381][bookmark: _Hlk33353020]The main research query for this study is ‘how does competency-based performance appraisal determines training & development needs in public tertiary institutions within Ghana? Furthermore, underlining questions arose contingent upon the research focus of the study.
[bookmark: _Hlk110949425]For the researcher to provide concise answers to resolve the existing problem, sub-research questions were established.  Consequently, the researcher questions as follows as a guide for the current study: 
[bookmark: _Hlk104804266][bookmark: _Hlk104030571]RQ1: Is there any significant relationship between competency-based performance appraisal and training & development? 
RQ2: what are the established training and development regimes available at the various tertiary institutions?
RQ3: What are the various training & development regimes available at the various public Universities in Ghana? 
RQ4: Does investment in training and employee’s intention to stay significantly moderate competency-based performance appraisal and training & development activities in public universities in Ghana? 
RQ5: Does commitment have a significant effect on training & development of employee’s at public Universities in Ghana? 
RQ6: Does commitment significantly mediate competency-based performance appraisal and training & development activities in public universities in Ghana?
[bookmark: _Toc48665451][bookmark: _Toc48667219]RQ7: How regular is competency-based performance appraisal conducted in public universities in Ghana
[bookmark: _Toc105407811][bookmark: _Toc105755549][bookmark: _Toc132204102][bookmark: _Hlk110949542]3.3 Study Aims 
[bookmark: _Hlk110949575]The primary purpose underpinning this research is to advance an all-encompassing framework to serve as a benchmark for ‘training & development activities of administrative staff of tertiary institutions in Ghana. 
[bookmark: _Hlk110949611]The precise aims (fractional aims) of this study are reckoned subsequently;
[bookmark: _Hlk110949639][bookmark: _Hlk103865153]RO1: To determine the effect of competency-based performance appraisal on training & development of employees at tertiary institutions in Ghana.
RO2: To establish the availability of training and development regimes at tertiary institutions in Ghana.
RO3: To identify the various training and development programs tertiary institutions in Ghana.
RO4: To establish the significance of investment in training and employee’s intention to stay on training & development at tertiary institutions in Ghana. 
RO5: To establish the significance effect of commitment on training & development at public universities in Ghana.
RO6: To ascertain the mediating role of employee commitment to competency-based performance appraisal and training & development in at tertiary institutions in Ghana.
[bookmark: _Toc61197143][bookmark: _Toc105240125][bookmark: _Toc105407812][bookmark: _Toc105755550]RO7: To assess the consistency of competency-based performance appraisal in public tertiary institutions in Ghana. 
[bookmark: _Toc132204103]3.4 Delimitation of the study
This research emphasizes on training & development within the various tertiary institutions in Ghana. Hence, the choice of employees of some selected Universities (respondents) to proceed on this study delimits this research to only the investigation into training & development activities of the administrative staff of these institutions in Ghana. Juxtaposing with the theme of the thesis, the present study does not consider other employees such as lecturers, casual workers and consultants, within the institutions, since there are existing road maps for their training & development. Moreover, the study does not include private tertiary institutions in Ghana due to perceived existence of financial constraints which inhibits investment in training thus; frequent turnover. This, however, affirms my conviction that administrative staff amongst the public tertiary institutions, provide enough information to assist the author to achieve his goal. The validity, reliability, and generalizability of the results and conclusions are satisfactory based on the research goal(s).
[bookmark: _Toc48665452][bookmark: _Toc48667220][bookmark: _Toc105240126][bookmark: _Toc105407813][bookmark: _Toc105755551][bookmark: _Toc132204104][bookmark: _Hlk110949730]3.5 Thesis Synopsis
This research is prearranged chronologically into nine separate sections. A brief description of each section is detailed as follows: 
[bookmark: _Toc48375000][bookmark: _Toc48667221]Section 1: Introduces the research background and present the main subject to readers. The section also elaborates on the research gap, the research objectives and the related questions. The delimitations and constraint that could potentially hinder the development of the study are also highlighted.
[bookmark: _Toc48375001][bookmark: _Toc48667222]Section 2: This chapter presents up-to-date literature, supporting the present study in addition to the theoretical underpinnings and other relevant components. It also defines the various research constructs, thus; training & development, performance appraisal, employee commitment intention to stay and investment in training & development within the context of tertiary institutions in Ghana.
[bookmark: _Toc48375003][bookmark: _Toc48667224]Section 3: This section explores the conceptual framework of the thesis with corresponding research hypotheses. These hypotheses define the relationship amongst the various research constructs. The conceptual framework is purposely designed to address the problem vis-à-vis the cause and effect of the relationship of the research problem.
[bookmark: _Toc48375002][bookmark: _Toc48667223]Section 4: This section introduces the research design upon which the research hinges, including the sample, data collection tools, and investigative techniques. The section also encompasses the research objectives and methodology, and subsequently, outlines the methodological approach upon which the research was conducted. 
[bookmark: _Toc48375004][bookmark: _Toc48667225]Section 5: This section presents both the qualitative and quantitative empirical findings of the study.
[bookmark: _Toc48375005][bookmark: _Toc48667226]Section 6: This section presents a general discussion of the results.
[bookmark: _Toc48375006][bookmark: _Toc48667227]Section 7: This section presents the contributions to theory, practice, education, and policy formulation. Managerial implications are developed based on the thesis results.
[bookmark: _Toc48375007][bookmark: _Toc48667228]Section 8: In this section; conclusion, limitations and future research direction are laid bare.
Section 9: the last section concludes with the list of references and appendices of the study.
[bookmark: _Toc105240150][bookmark: _Toc105407837][bookmark: _Toc105755575][bookmark: _Toc132204105]4. METHODOLOGY 
[bookmark: _Toc105240151][bookmark: _Toc105407838][bookmark: _Toc105755576][bookmark: _Toc132204106]4.1 Research Design
The relationship between competency-based performance appraisal and training and development activities was the focal point of this dissertation. Whereas, the research design (see Figure3) was used to implement the research model (see Figure 2) developed earlier in literature, however, the research design again depicts the methodological technique adopted by the academic to fulfil the intentions of the study. The model for the thesis and theoretical foundations originated from the literature reviewed. The overall objectives of the thesis were accomplished via inductive-deductive approach. In fact, a combined approach of both empirical and non-empirical were deployed. The gathering and analysis of numerical data takes the quantitative section of the enquiry (Gorard, 2015). The procedures and formalities necessary to execute the aims of the dissertation, outlines and averages, predictions, causal relationships and the generalization of results stemmed from quantitative technique (Creswell, 2014). Again, analysing non-numerical facts such as text, video, and or audio etc. in understanding concepts, opinions experiences is aided by qualitative technique (Williams & Cutler, 2020). Gathering of detailed intuition of the investigative topic to generate contemporary concepts for the study technique culminated in the adoption of this approach. This was made possible through the interviews of heads of department of the various faculties within the selected universities, with respect to the research aims. It is instructive to know note that both qualitative and quantitative approaches were personalised towards on-line and off-line employees of the administration of the various tertiary institutions in Ghana. 
[bookmark: _Toc75512530][bookmark: _Toc105240152][bookmark: _Toc105407839][bookmark: _Toc105755577]This thesis recognises the scientifically verified, logically and mathematical proof of the primary aims in establishing the empirical relationships within the framework of the proposed constructs and subsequently reject metaphysis and theism. The thesis also relies on how knowledge can be obtained through the understanding of the meaning of what human attach to their actions. Therefore, it will not be out of place to conclude that overall scope of this thesis fits in positivism and interpretivism approach (Creswell, 2014; Gorard, 2015). Inherent is this dissertation is a combination of both exploratory and explanatory, eventhough, the dissertation is dominated by the exploratory research, it is also directed towards forecasts and modeling (Bloomberg & Volpe, 2018). This research is anchored on the positivism research pattern, backed by largely quantitative-based research procedure (see Creswell, 2014; Gorard, 2015; Williams & Cutler, 2020), as a philosophical underpinning. The soft modelling technique better known as structural equation modeling (SEM) principally, the partial least square  (PLS), especially, the path coefficient model (see Joseph F Hair et al., 2019; Hair Jr et al., 2014; Khan et al., 2019; Alshehri, 2021), was adopted to strategically implement the empirical procedure.
[bookmark: _Toc105761367]
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[bookmark: _Hlk33955164]








Figure 3: Research design (Source: author’s own concept OWUSU, 2022.
[bookmark: _Toc25354261][bookmark: _Toc75512532][bookmark: _Toc105240153][bookmark: _Toc105407840][bookmark: _Toc105755578]
[bookmark: _Toc132204107]4.2 Demographics and Data Collection Technique
The developed questionnaire was completed in English and distributed only to the target respondents through a multifaceted approach. Thus; the administrative staff of the various tertiary institutions. The questionnaire (both hard copy and online survey and other social media networks), were administered amongst employees of the selected public tertiary institutions in Ghana based on a selection criterion. Although, limited access to the internet and internet literacy is a challenge in the gathering of data through online surveys from various respondents. However, most employees in the tertiary academic institutions have access to the internet which sped up the data collection and broaden the data collection which ultimately helped in getting maximum portion of the response of the target population for the quantitative investigation the population was classified into five strata. Stratified random sampling was deployed to solicit for response from each of the stratum. Equal opportunity and subjective sampling procedures were employed for the study. Convenience sampling and cluster sampling were employed at various stages to obtain data of documents and records from the training and development unit of the various universities while simple random sampling was employed to solicit responses from the administrative employees of the various universities. The simple random techniques became necessary since it gives an equal chance to the subjects’ understudy and minimises sample bias. 
It is interestingly significant, that friends and classmates who are themselves employees of the various tertiary institutions supported in soliciting for the data from the targeted tertiary institutions. The data collection began in September 2021 to April 2022. By then the researcher had fulfilled all his requirements to proceed to collect data. An average of seven minutes and twelve minutes for both the quantitative and qualitative data gathering respectively. Whereas, the quantitative questionnaire was based on questions of the various constructs demanding simple answers, the qualitative takes the format of semi-structured questionnaire. The semi-structured questionnaire was designed via both hard and soft copies to solicit data from heads of administration at the various faculties and departments of the target tertiary institutions through digital and electronic media such as skype, zoom and Ms Teams. The qualitative investigation, interviews were conducted to obtain relevant answers from heads of the various administrative units of the various tertiary institutions, relative employees training and development activities, performance appraisal, investment in training and employees’ intention to stay after training. A face -to -face interview and virtual interviews were conducted between the researcher and the heads of the administrative units within the various tertiary institutions. The virtual interview was necessary due to corona virus pandemic (covid19). This approach according to Goodman, (1961) is a data collection tool that has been used as a means of improving response rates. Demographics including gender, age, job experience, educational status, and other control variables were obtained and summarized based on the questionnaire (see Tables 4 and 5).
[bookmark: _Hlk103872934]A total of five (5) well established public tertiary institutions were selected for the purpose of this thesis. Of the five institutions, five faculties were again selected from each tertiary institution, totalling about twenty-five (25) faculties in Ghana. Qualitative data was then solicited with an interview guide. These are the selected tertiary institutions that the researcher relied on. The university of Ghana (UG), The University of Cape Coast (UCC), Kwame Nkrumah University of science and technology (KNUST), Akenten Appiah-Menka University of Skills Training and Entrepreneurial Development (AAMUSTED) and the University of energy and natural resources (UENR). The response and data received from the senior administrators is presented in a tabular form as indicated in table 15.
The following relevant criteria was used in the selection of the various tertiary institution.
A well-established University that has about five or more faculties.
A fully accredited Universities by national accreditation board.
A tertiary institution that has been in existence for over ten years.
A tertiary institution with well-established training & development system.
The researcher relied on statistical Power analysis in collaboration of statistical analysis, research direction acquaintance, and research desires to help derive the ideal size for a population sample of the study to complete the objectives of the thesis.  ‘Statistical power in a hypothesis test is the probability that the test will detect an effect that actually exists’ (Park, 2015). Earlier works has briskly laid bare requirements for the  appropriate sample size for research of this magnitude (see Murphy et al., 2014; Lan & Lian, 2010; J. Cohen, 1992). a-priori sample size for structural equation models was adopted to compute the anticipated effect size and the wanted statistical power level given the anticipated probability level and the number of predicters in the concept to confirm the minimum required sample size. see Soper’s (2019) website.  For the anticipated size effect of 0.15; desired statistical power level of 0.90, with predicter  variables of 5 and about 38 indicators and alpha value of 0.05, then that means (https://www.danielsoper.com/statcalc/calculator.aspx?id=1), a  recommended minimum sample size of 116  employees (respondents) is enough to operationalise the structural relations which could be obtained from the administrative staff of the various Tertiary institutions (Soper, 2015,2017,2019), This is within the ambit of the researchers targeted respondents, as 365 valid questionnaires representing 86.9% of the total 420 questionnaires distributed were used for the analysis. 
PLS-SEM as modeling technique for this dissertation is considered to be largely vigorous in analysing small sample size data (see Iqbal et al., 2019; Laari, 2016; Vîrgă et al., 2020). Myriad of authorities have provided evidence to the minimum sample required to execute factor analysis and this is due to the fact that the thesis is reliant on structural equation modeling predominantly partial least square (PLS). Boomsma, (2013), presented the Monte Carlo simulation studies with confirmatory factor analysis models and suggested that investigators can rely on 100 ≥ 200 for two or four factors. 
Remarkably, there is no consensus in the determination of the acceptable sample size for SEM, and the argument within the research world continues persistently. According to some mathematical and statistical standpoint, SEM models with relatively small sample could be tested implicitly (Chin et al., 2008; Hoyle, 2012; Nicolaou & Masoner, 2013; Teo et al., 2013), nevertheless, n=100-200 is  considered the minimum sample size for conducting structural equation model (SEM), (Ainur et al., 2017; Feingold, 2015; Kyriazos, 2018; Savalei & Rhemtulla, 2013), eventhough, some researchers are of the view that that 200 is the ideal minimum sample size (Bandalos, 1997; Enders & Peugh, 2004; Gagne & Hancock, 2006; La Du & Tanaka, 1989; Nevitt & Hancock, 2001). For effective testing of the statistical expectations of the reasonable sample size for model is n=150  CFA/EFA (Wipulanusat et al., 2017), nonetheless, for multi-group analysis the acceptable threshold is 100 observations per group (King et al., 2017). This assertion formed the basis for the selection the rule of thumb of hundred (100) per observation by the researcher.
 Respondents in this data collection exercise were assured of their anonymity. Suffice to say that; their names were excluded from the questionnaire design to obtain ethical requirements. Whereas, access to the internet and internet expertise problematic in sub Saharan Africa, yet the target respondents are largely literate and were helpful in gathering the data for the intended purposes. A consistent data gathering through this approach has been the channel of collecting data by many researchers  and it improves on response rate (Goodman, 1961). The demography and control variables (Gender, age, level of education, job positions experience) were considered for the gathering vis-à-vis the analysis in relation to the developed questionnaire.
[bookmark: _Toc105240154][bookmark: _Toc105407841][bookmark: _Toc105755579][bookmark: _Toc132204108]4.3 Software and Data Analytical Tool
With respect to technique for the data analysis, the researcher employed Partial least square and structural equation modelling (PLS-SEM) developed by Sarstedt et al., (2014). The SEM is a technique reliant on modelling of statistical components caused by diverse range emanated from mathematical representations, of data constructs built up by computer algorithms and statistical approaches fit for the network  (Arinez et al., 2020). As a multivariate statistical analysis technique, the genuine purpose of SEM is to investigate arithmetical associations existing between measured variables and latent paradigms (O. Ali et al., 2022). The technique is commonly used especially, within the social sciences domain due to its usefulness and ability to ascribe relationships between unobserved constructs (latent variables) from observable variables. The SEM is embedded in with a number of sub-techniques including Confirmatory Factor Analysis (CFA), Exploratory Factor Analysis (EFA), Confirmatory Composite Analysis (CCA), Path Analysis (PA), Partial Least Squares (PLS), Path modelling, and Latent Growth Modelling (LGM) and these techniques has been echoed extensively by (Agrawal & Singh, 2019; Anderson & Gerbing, 1988; Joe F Hair Jr et al., 2020).
 Moreover, SEM statistical test is seen relevant in testing and validating the constructs of the object produced from the Design Science phase of the research. A questionnaire  was   developed in line with the model, with relevant hypotheses that were  tested for validity and reliability as part of the process of evaluating the model (G. F. Khan et al., 2019). The EFA, CFA and PLS-SEM was the statistical test of choice at this level of the research because of its expediency in  developing (a) hypothetical construct,  (b)examining the structure of relationships between the variables in the hypothetical background, (c) detecting and assessing the unidimensional of the theoretical construct, (d) estimating the construct validity of the scale, and  (e) finally, either to prove or disprove the  proposed theories (Baranik et al., 2007; Luftman et al., 2017; Vinzi et al., 2010). 
Partial least square structural modeling (PLS-SEM) was preferred to co-variance-based structural modeling (CB-SEM) for the simple reason that the later relies on a normally distributed phenomenon while the former does not assume any format of distribution of data (Joe F Hair Jr et al., 2017; Joseph F Hair Jr et al., 2017). Moreover, the later relies on a bigger sample size for analysis while the former operates proficiently with smaller sample size (Joseph F Hair et al., 2012). Hence most behavioural studies data are not distributed evenly especially when the sample size exceeds 40 (Costello & Osborne, 2005). Therefore, there is no contradiction in the statistical analysis hence the researcher settling on partial least square equation model (PLS-SEM). 
To give credence to the prevailing analysis, a confirmatory factor analysis (CFA) was conducted. This was necessary to allow the researcher to confirm the relationship that overrides the observed variables and the underlying latent constructs through the set-out hypotheses. This was to aid the implemented hypotheses by the researcher through theoretical knowledge, empirical study or both and postulate the outline of the hypothesis (Lee et al., 2021). Confirming the fundamental theoretical structure, it was vital to reduce data to smaller set of summary variables (Joe F Hair Jr et al., 2020; Yong & Pearce, 2013). CFA sometimes is to perform a task identifying the link variable and its respondents hence described as dimension reduction technique. Smart-PLS version 3.3.9 and SPSS 26.0 were respectively adopted for the modelling and graphical statistics. 
[bookmark: _Toc105240155][bookmark: _Toc105407842][bookmark: _Toc105755580][bookmark: _Toc132204109]4.4 Introductory Survey of The Research Tool 
The researcher sought the opinion well versed professionals in the field of management (principally, human resource) both in the academia and industry, prior to, the data gathering process of the entire dissertation via zoom, in relation to the constructs adopted vis-à-vis the topic of the thesis. The main purpose of these consultations was to seek a second opinion in restructuring of the imagined gap(s) to be filled by the researcher, and the same time keeping the construct item simple, straight forward, meaningful, comprehensible and most importantly maximise the aspect validity of the variables. These well-versed professionals were drawn from the Essex business school UK, the Akenteng Appiah Menkah University of Skills and Entrepreneurial development (AAMUSTED) and Kumasi Technical University (KTU) all in Ghana and Tomas Bata University in Zlín, Czech Republic. The proposed constructs, as best as possible, were implemented based on the advice and guidance of these professionals. This afforded me the green light to prepare the questionnaire basically (online and paper based) the online questionnaire was developed through google docs and shared amongst respondents who are technology inclined via emails, WhatsApp and Facebook and other social media outlets where possible. Nonetheless, a representative of the researcher printed some of the questionnaires in paper base and distributed accordingly to the respondents. This scenario particularly was orchestrated by the unfortunate influx of the covid19 pandemic. In the end a preliminary survey was conducted with about 55 respondents. This afforded the researcher the opportunity for the professionals to help to finetune the questionnaire development. Even though, the researcher has envisaged the control variables, however, the attention of the researcher was concentrated on the key constructs of the thesis. The statistical output of the construct reliability provided the prove (see table 3) at the end of the initial testing exercise of the measurement items based on the faced validity. In the final analysis the final research instrument was rid of overlapping items with same or similar meanings and those that seems unrelated.
[bookmark: _Toc105761543]Table 3  : Pilot Testing of The Construct Reliable
	 CONSTRUCTS
	Cronbach's Alpha
	rho_A
	Composite Reliability
	Average Variance Extracted (AVE)

	CBPA
	0.802
	0.815
	0.873
	0.935

	EC
	0.893
	0.901
	0.933
	0.923

	EIS
	0.770
	0.878
	0.853
	0.893

	IT
	0.894
	0.991
	0.825
	0.913

	TD
	0.829
	0.853
	0.876
	0.845


Source: Author’s own data processing Smart PLS v.3.3.9
[bookmark: _Toc105240156][bookmark: _Toc105407843][bookmark: _Toc105755581][bookmark: _Toc132204110]4.5 Measurement and The Operationalization of The Variables 
The investigative questionnaire was built on the proposed research model. The quantitative questionnaire was moulded into six sections. The first section contained the demographic characteristics of the respondents. These characteristics were, gender, age, work experience and year of employment, academic qualification and job position. Section two of the questionnaire measured the latent variable of competency-based performance appraisal (CBPA), with seven items after consulting the article authored by Demo et al., (2012). Responses for statement related to CPBA used ranged from ‘Strongly disagree’ (1), ‘Disagree’ (2), ‘Neither disagree nor agree’ (3), ‘Agree’ (4), and ‘Strongly agree’ (5). Section three, measured the latent variable employee commitment (EC), with seven items after referring to  the article authored by Meyer & Allen, (1991) and Meyer et al., (1993) 5-point Likert scale was used to solicit for responses ranging from ‘Strongly agree’ (1), ‘Agree’ (2), ‘Neither agree nor disagree’ (3), ‘Disagree’ (4), ‘Strongly disagree’ (5). Section four measured the training and development (T&D), with eight construct items, referring to the article written by Moshkina & Arkin, (2008). Responses for the questions ranged from ‘Strongly agree’ (1), ‘Agree’ (2), ‘Neither agree nor disagree’ (3), ‘Disagree’ (4), and ‘Strongly disagree’ (5) (Moshkina & Arkin, 2008). Section five measured the construct investment in training (IT), with seven construct items with items adapted from the works of Au et al., (2008), with a 5-point Likert scale. The responses ranged from ‘Strongly Agree’ (1), ‘Agree’ (2), ‘Neither agree nor disagree’ (3), ‘Disagree’ (4), and ‘Strongly disagree’ (5) (Moshkina & Arkin, 2008). Finally, section six measure the construct employee’s intention to stay (EIS) with seven construct items referring to the works of Bellamkonda et al., (2020)  and  Stokes et al., (2013). 
[bookmark: _Toc25354263]
[bookmark: _Toc105761544][bookmark: _Hlk101023739]Table 4: Constructs, items and their sources
	Constructs 
	Operationalization of Construct Items
	Literature Adopted/Adapted 
	Measurement Scale 

	[bookmark: _Hlk101093687]
	CBPA1: ‘I understand the performance appraisal system in my organization’ 
	
	1-(completely disagree) to 5- (completely agree)

	
	CBPA2: ‘I understand the objectives of the performance appraisal system in my organization’ 
	
	

	
	CBPA3: ‘I have a real understanding of how performance appraisal works in my organization’  
	
	

	
	CBPA4: ‘The organization I work for, discusses competency-based performance appraisal criteria and results with employees.’
	(Demo et al., 2012)
	

	COMPETENCY-BASED PERFORMANCE APPRAISAL
(CBPA)
	CBPA5: ‘In the organization where I work competency-based performance is the basis for employee development plan’
	
	

	
	CBPA6: ‘In the organization where I work for competency-based performance in the criteria for salary increment and promotions.’
	
	

	
	CBPA7: ‘The organization I work for disseminates competence-based performance appraisal criteria and results to employees’
	(Demo et al., 2012)
	

	
	CBPA8: ‘The organization I work for periodically conducts competence-based performance appraisal.’
	
	

	
	
	
	

	
	EC1: ‘I am proud to tell others that I am part of this institution
	
	

	
	EC2: I found out that my values are similar to my institution’
	
	

	
	EC3: ‘This institution brings out the best in me in terms of performance’
	
	

	
	EC4: ‘I feel very little commitment to this institution’
	(Meyer et al., 1993; Meyer & Allen, 1991)
	1-(completely disagree) to 5- (completely agree)

	
	EC5: ‘I am disappointed that I chose to work in this organization’  
	
	

	EMPLOYEE COMMITMENT
(EC)

	EC6: ‘Should I chose all over again, I will choose a different profession’
	
	

	
	EC7: ‘Slightest change I will quit this institution’
	
	

	
	
	
	

	
	T&D1: ‘Training and development acquired from my institution enhances my job performance’
	
	


	
	T&D2: ‘I use the skills and knowledge acquired from training’.
	
	

	
	T&D3: ‘My institution invests in training and development’.
	(Demo et al., 2012)
	1-(completely disagree) to 5- (completely agree)

	TRAINING & DEVELOPMENT 
(T&D)
	T&D4: ‘Training programs are evaluated by before and after by my institution’. 
	
	

	
	T&D5: ‘Training needs are identified periodically in my institution.’
	
	

	
	T&D6: ‘My institution takes full interest in both personal and organizational growth through training and development.’ 
	
	

	
	T&D7: ‘My institution has training and development unit’
	
	

	
	T&D8: ‘My institution stimulates learning and the application of knowledge.’
	
	

	
	
	
	

	
	IT1: ‘My institution makes a significant investment in training and development activities.’
	
	

	
	IT2: ‘My institution invests in specific training and development programs.’
	
	

	
	IT3: ‘My institution uses both internally generated and governmental funds for training and development programs.’
	(Au et al., 2008)
	1-(completely disagree) to 5- (completely agree)

	INVESTMENT IN TRAINING
(IT)
	IT4: ‘My institution would rather invest in other sectors other that training and development.’
	
	

	
	IT5: ‘My institution refuses to invest in training and development at all’
	
	

	
	IT6: ‘I personally invest in my training to keep up to date.’
	
	

	
	IT7: ‘My institution invests in training of other departments rather than my department’. 
	
	

	
	
	
	

	
	EIS1: ‘I hope to find a new job next year’.
	
	

	
	EIS2: ‘I am always thinking of quitting my current job.’
	(Bellamkonda et al., 2020; Stokes et al., 2013)
	1-(completely agree) to 7- (completely disagree)

	EMPLOYEE’S INTENTION TO STAY (EIS)
	EIS3: ‘I am planning to quit my job.’
	(Owusu & Gregar, 2021)
	

	
	EIS4: ‘I am ok with my current job.’
	
	

	
	EIS5: ‘I intent to end my career in my current job.’ 
	
	

	
	EIS6: ‘I will never quit this institution.’ 
	
	

	
	EIS7: ‘I have a vital role in achieving my organizational goals.’
	
	

	
	
	
	

	
	
	
	

	
	
	
	


Source: Authors own work Owusu, 2022
[bookmark: _Toc105240157][bookmark: _Toc105407844][bookmark: _Toc105755582][bookmark: _Toc132204111]4.6 Gathering of The Main Data
In pursuit to achieve the main objectives of the thesis, the researcher relied mainly on secondary data from published journals and books relevant to the topic. Works from databases such as WoS, SCOPUS, EBSCO etc. as well as conference proceedings book chapters, textbooks and other related internet sources were scrutinized for information relevant to the thesis topic. Subsequently. Primary data were gathered from the employees of the various faculties and departments across the selected public tertiary institutions in Ghana.  A minimum of nine months was dedicated to the gathering of the data. Thus, the last two quarters of 2021   and the first quarter of 2022. The web-based and the self-administered questionnaires were distributed concurrently throughout the survey process. According to Lowry et al., (2016), web-based and paper-based questionnaires have no difference. Further, an introductory letter from the vice dean PhD at the Faculty of Management and Economics (FaME) of Tomas Bata University in Zlin, Czech Republic (see appendix C) was sent to the heads of department and heads of administration principally, the qualitative questionnaire through representative who was briefed to explain the relevance of the research to officially draw their attention of the need to partake in this research. 
In the anticipation of the researcher to get the required attention from the participants the anticipated research findings and relevance were presented orally to give overview of the expected contribution of the entire dissertation to the concerned parties (participants, academia and industry players). Experts such HR consultants and HR practitioners, academics such as lecturers and administrators who are considered as stakeholders and beneficiaries of this project were assured of the availability of the final report after the findings of the survey. Furthermore, respondents were prompted to respond to the questionnaires in their candid opinion as possible since there is no ‘CORRECT or INCORRECT’ answer to any of the questionnaires. The researcher gave the assurance that based on the sensitivity the data provided will be treated in strict confidentiality and only for scientific purposes. Nonetheless, this is a voluntary exercise therefore, participants were given the free will to exempt themselves from the whole exercise if they so wish.  365 responses- representing 86.9% of the target sample of subject in question out of the 420-questionnaire distributed were valid for analysis. 
A sneak preview of the gathered data provided the following outcome. Female administrators out number their male counterparts at the various tertiary institutions in a distribution of 52.6% to 46.6%, however, 0.8% of the respondents were unwilling to disclose their gender. As confirmed by   Maheshwari, G. (2021), female employees in tertiary institutions are growing exponentially since governments and various stakeholders are taking keen interest in the education of females. Safe to say that, it is not surprising that, tertiary institutions in Ghana are experiencing same. Again, a whopping 79.4% of the respondents are between the ages 26 to 45 yet from the age of 46 to 65 is a just 20%. this pre-supposes that many administrators leave quit their job over time which could be attributed for many reasons. The results of the sampled data indicate that lack of investment in training is the cause of turnover. The data also indicated that most administrators either have a bachelor’s degree or a master’s degree (77.1%). An indication that tertiary institutions in Ghana prefer highly qualified employees as administrators. This is because, Brown & Harvey (2021), posits that, highly educated employees are better source of human capital to meet the demands of present day,  technological and innovative advancement. Again, more than half of the respondents has been on the job for between 3 to 10years of their working life. An indication the employees acceptance to their working conditions hence, the commitment to stay on the job (Ghavifekr & Pillai, 2016). The socio-demographic is presented in a tabular form depicting table 4 below.
[bookmark: _Toc105240158][bookmark: _Toc105407845][bookmark: _Toc105755583][bookmark: _Toc105761545][bookmark: _Hlk111132383]Table 5: Demographics of the respondents
	Details of respondents
	Frequency 
	Percent (%) 

	Gender
	Male
	170
	46.6

	
	Female
	192
	52.6

	
	Prefer not to say
	3
	0.8

	Age
	18-25
	45
	12.3

	
	26-35
	141
	38.6

	
	36-45
	107
	29.3

	
	46-55
	63
	17.3

	
	56-65
	9
	2.5

	
	
	
	

	Educational level
	B.E.C. E
	1
	0.3

	
	S.S.C. E
	20
	5.5

	
	CERTIFICATE 
	19
	5.2

	
	DILPOMA 
	48
	13.2

	
	BACHELORS 
	186
	50.9

	
	MSc/M.Ed./M.Phil.
	85
	23.3

	
	PhD
	6
	1.6

	
	
	
	

	Job experience 
	Under 1year 
	12
	3.3

	
	1-2years 
	45
	12.3

	
	3-5years 
	108
	29.6

	
	6-10years 
	86
	23.6

	
	11-15years 
	51
	14.0

	
	16-20years 
	37
	10.1

	
	Over 20years 
	26
	7.1

	
	
	
	

	Job positions 
	Chief administrative assistant 
	29
	7.9

	
	Principal administrative assistant 
	49
	13.5

	
	
	
	

	
	Senior Administrative Assistant 
	80
	21.9

	
	Administrative Assistant 
	148
	40.5

	
	Clerk Grade 1
	40
	11.0

	
	Clerk Grade 2
	19
	5.2


Sources: Author’s field data September 2021 to April 2022
[bookmark: _Toc105240159][bookmark: _Toc105407846][bookmark: _Toc105755584][bookmark: _Toc132204112]4.7 Common Method Bias (CMB)
According to Richardson et al., (2009), "variance that is attributable to the measurement method rather than to the constructs they measures are assumed to represent" can be defined as common method bias. Self-reported questionnaires and web-based study has been adopted. However, there is a likely defect with respect to common method bias. Nonetheless, to eliminate this CMB, a scientific procedural remedy was employed to curtail it. A preliminary test with the research instrument was conducted. Moreover, the respondents were required to give the honest possible answers. Further, the respondents were assured of the safety of their bio data as this data gathering is for academic purposes. Some of the sources of common method bias in survey design are item ambiguity, similarity of items, proximity of items, location of items, length and survey administration. The researcher in his quest to minimise common method bias to the barest minimum took these measures. First, separated the items for the dependent variables from the items of the independent variables. Second, different item scales were adopted for different constructs for example a mixed of 7-point Likert scale and 5-point Likert scale (Richardson et al., 2009). All these measures were aimed at reducing common method bias (Chin et al., 2012; Conway & Lance, 2010; Jakobsen & Jensen, 2015; MacKenzie & Podsakoff, 2012; Richardson et al., 2009).  
The researcher was  motivated  by the earlier works of Richardson et al., (2009), the author embedded a categorical statement in the questionnaire indicating that there is no wrong or right answer. Moreover, respondents were assured of the anonymity of their responds and that they are under no compulsion to answer the questionnaire.  Aside the qualitative procedures adopted to rectify probable CMB, the researcher also took after current recommendations in PLS-SEM manuscripts backed by the works of Farooq & Salam, (2020). A variance inflation factor (VIF) for the detention common method variance was adopted to perform a full collinearity process. Since the extracted VIFs are less than 10 see table … this ad-hoc output indicates that CMB on this occasion is not a significant concern (Duxbury, 2021; Loewe et al., 2014; Semenza & Grosholz, 2019). Moreover, with examination of the existence of mediating and moderating effects in this analysis it will remedy the possibility of manipulation by respondents. Therefore, the possibility of CMB is minimal in this analysis.
To strengthen the CMB discussion in this analysis, Harman’s single factor test technique was adopted. According to Kock, (2021), ‘Harman single-factor test demands a  loading of all the exploratory factor as a  measure for the  study analysis. Because majority of covariance among measures as  indicated by the emergence of either a single factor or a general factor connotes for the CMB (Kam, 2019; Kock, 2021). Therefore, to account for the variance in these variables, the EFA tries to explain the determined amount of variance with a nominal number of factors (unrotated factor solution) which are required. Nonetheless, none of the factors were identical as there is no overriding common factor in the data as specified. Therefore a viable test of common method bias cannot be deployed by EFA and CFA (Kock, 2021). Going forward, Russell, (2002), insist that, one cannot be certain that a factor comprises method variance if single factor emerges when CFA model is employed. This spectacle could be attributed to single factor measuring trait. Consequently, the inclusion of two different methods will be an ideal to the model development example ‘self-report and peer report’, to be exhibited as latent factor (Kam, 2019). The effect of trait factor and method factor can be projected when the indicators of the construct of interest is loaded and that gives an impetus (Lievens & Sackett, 2017). 
Safe to say that, common factor variance has become a subject of scrutiny drawing a mixed reaction in literature as it is often overemphasised in empirical research. Experts  Spector & Brannick, (2009) described the common method variance as an ‘urban legend’ therefore it is up to the methodological literature to argue the seriousness or otherwise of the threat of CMB to the empirical enquiry (Schwarz et al., 2017; Spector, 2006; Spector & Brannick, 2009). With this in mind, the researcher can boldly conclude that the approach vis-a-vis the difficulties of the study’s empirical model protects the enquiry results from potential threats of common method variance (Bozionelos & Simmering, 2022; Craighead et al., 2011; MacKenzie & Podsakoff, 2012). 
Finally, the researcher, used social desirability scales to minimise the impact of CMB. According to Tracey, (2016),  People generally present themselves in a favourable fashion in a Social desirability tendency, particularly, the assessment of personality and attitudes within the field of self-report (Durmaz et al., 2020). The  social desirability topic remains the source of long-standing and sometimes acrimonious argument (Holden & Passey, 2009). It involves asking a series of questions used to identify where one falls along the scale (Holden & Passey, 2009).  A researcher  can determine the number  respondents with particular scores based on inclusion and exclusion from his  survey based on ‘respondents scores’ (Artino Jr et al., 2014). Social desirability bias is when respondents report socially desirable behaviours and attitudes in the survey setting. However, in this instance, the respondent may be trying to impress an interviewer by overreporting the number of time training programs are organized by an organization. Social desirability is frequently documented bias that affect research and applied measurement (van de Vijver, 2018).  Much as the rudiment of the effect common method bias (CMB) has been well extrapolated, the researcher is therefore convinced that matters to do with common method bias (CMB) vis-à-vis the gathering and analysis of data has been catered for to give impetus to the resultant effect. 
[bookmark: _Toc105240160][bookmark: _Toc105407847][bookmark: _Toc105755585][bookmark: _Toc132204113][bookmark: _Hlk111132458]5. DISCOVERIES AND OUTCOMES 
[bookmark: _Toc105240161][bookmark: _Toc105407848][bookmark: _Toc105755586][bookmark: _Toc132204114]5.1 Measurement Model Confirmation 
As this part of the study will clarify, this is a (qualitative-quantitative based study) mixed approach which relies on partial least squares-structural equation modelling (PLS-SEM) technique to test the hypotheses of the study. The central consideration of the predictive nature of this study informed the choice of this technique (Joe F Hair Jr et al., 2020; Joseph F Hair Jr et al., 2017; Shmueli et al., 2019). Moreover, it is noteworthy that, the explanation of variances of the multifaceted model forms the bases of the adoption of this technique (Joseph F Hair et al., 2019; Joe F Hair Jr et al., 2020; Shiau et al., 2019). Consequently, the assessment measurement models form emanates from the introductory stage of any PLS-SEM (Ghafourian et al., 2021; Joe F Hair Jr et al., 2020; Munir, 2018). This assessment is carried out to check whether the indicator items are indeed determining the constructs they are to determine. Consequently, the researcher took inspirations from (Joseph F Hair et al., 2019; Munir, 2018; Sarstedt et al., 2014), in measuring the convergent validity and reliability.
Firstly, the study is largely linked to the non-postulation of the distributive properties of the dimensional scales to track a multivariate standard distribution. As explained in the data analytical tool and software in the preceding chapter in relation to this study is a pre-requisite for PLS-SEM. Safe to say that, PLS-SEM vis-a-vis the theme of this study is a suitable technique in relation to the non-postulate distribution. Secondly, the complexity of the study’s empirical model which assimilates insightful dimensional items with amalgamated concepts mount a spirited defence for the usage PLS-SEM techniques. 
[bookmark: _Hlk111132571]This piece  was fully abetted by SmartPLS version 3.3.9 software (Joseph F Hair Jr et al., 2017; G. F. Khan et al., 2019; Shiau et al., 2019) , in compliment with Microsoft Excel, IBM SPSS software and WarpPLS. Various research experts in literature of the field of research particularly those inclined to quantitative methodology recommend the adoption of PLS-SEM, with utmost emphasis on the quality principles for the measurement (outer) model assessment. Therefore, the investigation relies on  recommendations in literature (Creswell, 2014; Joe F Hair et al., 2019; Joseph F Hair Jr et al., 2017; MacKenzie & Podsakoff, 2012; Podsakoff et al., 2012; Sarstedt et al., 2014; Shmueli et al., 2019). The net effect is that all the suggested statistical thresholds in PLS-SEM literature has been satisfied in the thesis. Nonetheless, questionnaire items that were not meeting measurement criteria during the data processing were eliminated, eventhough, this rarely happened. 
Tables 6,7,8,9 and 10 depicts the summary of the dependability of the constructs, and the soundness of the relationships, the influential analyses, multicollinearity thus; (variance inflation factor) and correlation matrix (for discriminant cogency) with respect to the insightful and complex constructs. 
[bookmark: _Toc105761546][bookmark: _Hlk111132609]Table 6 : Concept Dependability and cogency
	 
	Cronbach's Alpha
	rho_A
	Composite Reliability
	Average Variance Extracted (AVE)

	CBPA
	0.847
	0.853
	0.886
	0.567

	EC_
	0.719
	0.730
	0.824
	0.541

	EIS
	0.772
	0.817
	0.866
	0.684

	IT
	0.766
	0.777
	0.865
	0.682

	TD
	0.847
	0.852
	0.885
	0.524

	Moderating Effect 1
	1.000
	1.000
	1.000
	1.000

	Moderating Effect 2
	1.000
	1.000
	1.000
	1.000


Source: author’s data processing from Smart PLS v.3.3.9
[bookmark: _Toc105240162][bookmark: _Toc105407849][bookmark: _Toc105755587][bookmark: _Toc132204115]5.2 Factor Analysis 
As stated earlier in the preceding chapter, exploratory factor analysis (EFA) and confirmatory factor analysis (CFA) were employed by the researcher   to explore the dynamics of the research constructs. The output of the Kaiser-Meyer-Olkin (KMO) appropriateness of sample measured (0.806) and sphericity test of Bartlett (statistically significant at 0.000 with chi-square value approximation of 4781.644with a 666 per degree of freedom criterion of the eigenvalue (eigenvalue > 1 rule) Kaiser as indicated by table 7, the collective percentage (%) of adjustment extracted were noted. Reducing a large number of items into components or factors. Hence, the dimensions or variables that were kept were benchmarked by Kaiser eigenvalue rule. Finally, this is in consonance with basic principles of exploratory factor analysis (EFA) and preview of previous study (Antwi-Afari et al., 2021; Golino & Epskamp, 2017).  
[bookmark: _Toc105761547]Table 7: Principal component extraction
	Total Variance Explained

	Component
	Initial Eigenvalues
	Extraction Sums of Squared Loadings

	
	Total
	% of Variance
	Cumulative %
	Total
	% of Variance
	Cumulative %

	1
	7.740
	20.920
	20.920
	7.740
	20.920
	20.920

	2
	3.563
	9.630
	30.550
	3.563
	9.630
	30.550

	3
	2.584
	6.984
	37.534
	2.584
	6.984
	37.534

	4
	1.812
	4.898
	42.431
	1.812
	4.898
	42.431

	5
	1.648
	4.453
	46.885
	1.648
	4.453
	46.885

	6
	1.497
	4.046
	50.930
	1.497
	4.046
	50.930

	7
	1.301
	3.517
	54.447
	1.301
	3.517
	54.447

	8
	1.197
	3.236
	57.683
	1.197
	3.236
	57.683

	9
	1.153
	3.115
	60.799
	1.153
	3.115
	60.799

	10
	1.084
	2.931
	63.729
	1.084
	2.931
	63.729

	11
	1.038
	2.805
	66.534
	1.038
	2.805
	66.534

	12
	1.022
	2.763
	69.297
	1.022
	2.763
	69.297

	13
	.894
	2.418
	71.715
	
	
	

	14
	.849
	2.294
	74.009
	
	
	

	15
	.743
	2.009
	76.018
	
	
	

	16
	.699
	1.890
	77.907
	
	
	

	17
	.642
	1.735
	79.643
	
	
	

	18
	.601
	1.625
	81.268
	
	
	

	19
	.591
	1.598
	82.866
	
	
	

	20
	.578
	1.563
	84.429
	
	
	

	21
	.538
	1.455
	85.884
	
	
	

	22
	.515
	1.392
	87.276
	
	
	

	23
	.481
	1.301
	88.577
	
	
	

	24
	.444
	1.200
	89.777
	
	
	

	25
	.426
	1.150
	90.927
	
	
	

	26
	.390
	1.053
	91.980
	
	
	

	27
	.373
	1.009
	92.989
	
	
	

	28
	.342
	.924
	93.913
	
	
	

	29
	.321
	.868
	94.781
	
	
	

	30
	.316
	.853
	95.634
	
	
	

	31
	.309
	.836
	96.470
	
	
	

	32
	.296
	.800
	97.270
	
	
	

	33
	.252
	.681
	97.951
	
	
	

	34
	.228
	.617
	98.568
	
	
	

	35
	.218
	.590
	99.158
	
	
	

	36
	.180
	.487
	99.645
	
	
	

	37
	.131
	.355
	100.000
	
	
	

		Kaiser-Meyer-Olkin (KMO) and Bartlett's Test

	Kaiser-Meyer-Olkin Measure of Sampling Adequacy.
	.806

	Bartlett's Test of Sphericity
	Approx. Chi-Square
	4781.644

	
	df
	666

	
	Sig.
	.000





Extraction method: principal component analysis
Source: Author’s own IBMSPSS output
[bookmark: _Toc105761548]The preliminary eigenvalue calculated as depicted by table 7; instigated a collective ratio of approximately 0.7 of the overall variances associated with the estimated variables. Consequently, the predominant components (or dimensions) vis-à-vis the threshold of the eigenvalue are specified in the ensuing estimate of the loadings squared (adjustment detected). Factor 1 accounted for 20.9%, factor 2 accounted for 9.6%, factor 3, 7.0%, factor 4, 4.9%, factor 5, 4.5%, factor 6, 4.0%, factor 7, 3.5%, factor 8, 3.2%, factor 9, 3.1%, factor 10, 2.9%, factor 11, 2.8% and finally factor 12, 2.7%. suffice to say that all measure items that fell short of the threshold of eigen value of 1 were discarded. Further, with the appropriate factors of the model confirmed, subsequent results were processed by researcher as follows
Table 8 :Factor loading and Multicollinearity (Variance inflation factor [VIF’S])
	Constructs 
	Indicator  
	Loading  
	VIF’S

	
	CBPA1
	0.823
	2.823

	
	CBPA2
	0.846
	3.154

	
	CBPA3
	0.717
	1.879

	Competency-based performance appraisal 
	CBPA4
	0.715
	1.560

	
	CBPA5
	0.736
	1.625

	
	CBPA8
	0.664
	1.375

	Employee Commitment 
	EC4
	0.709
	1.243

	
	EC5
	0.804
	1.533

	
	EC6
	0.657
	1.331

	
	EC7
	0.764
	1.419

	Moderating variables 
	EC * IT
	0.980
	1.000

	
	EIS * EC
	0.935
	1.000

	Employee intention to stay 
	EIS1
	0.715
	1.481

	
	EIS2
	0.897
	2.066

	
	EIS3
	0.858
	1.658

	Investment in Training 
	IT1
	0.875
	1.788

	
	IT2
	0.817
	1.578

	
	IT3
	0.783
	1.459

	
	TD1
	0.663
	1.527

	Training and Development 
	TD3
	0.824
	2.134

	
	TD4
	0.691
	1.591

	
	TD5
	0.758
	1.824

	
	TD6
	0.729
	1.642

	
	TD7
	0.697
	1.609

	
	
TD8
	
0.692
	
1.504


Source: author’s own data processed by Smart PLS version 3.3.9 software
[bookmark: _Toc105240163][bookmark: _Toc105407850][bookmark: _Toc105755588][bookmark: _Toc132204116]5.3 Test of Discriminant Cogency of the Investigative Concepts 
[bookmark: _Hlk111134986]At this juncture the discriminant validity was adopted to examine the outer model. The researcher focused on establishing any statistical difference between any two different variables. The researcher employed Fornell-Lacker criterion and Heterotrait-Monotrait ratio of correlation (HTMT), thus, the duo most popular criteria in the SEM literature (Joe F Hair Jr et al., 2017; Henseler et al., 2015; G. F. Khan et al., 2019) for this assessment. Fornell-Lacker criterion for discriminant validity suggests that; the average variance extracted (AVE) and its indicators of any latent variable should be more that its equivalent latent variables in the structural equation model (Fornell, 1981). The effect is that, the discriminant validity of a model of a construct with the square root of average variance extracted (AVE) is greater than the correlation coefficient with other latent variables with a rule of thumb of a minimum of 0.5 (Bagozzi & Yi, 1988; Fornell, 1981; Hilkenmeier et al., 2020; Owusu & Gregar, 2021). With this in mind, the current study is in tandem with this criterion of the discriminant validity as showcased in table 9 below. Consequently, all the values diagonally projected (in bold figures) are higher than all the other corresponding values in row or column with respect to any other variable. Nonetheless, as a recent technique in assessing discriminant validity, Heterotrait-Monotrait ratio of correlation in partial least squares structural equation modelling (PLS-SEM), highly recommended by researchers as a key elementary unit in model evaluation (Henseler et al., 2015). ‘Discriminant validity must be established to confirm the certainty of hypothesized structural paths to determine the reality or a mere result of statistical inconsistencies (Al-Dhaafri et al., 2016). Notwithstanding, Fornell-Lacker criterion and cross loadings have proven to be sub-standard to Heterotrait-Monotrait correlation ratio (HTMT) since it is unable to detect a deficiency of discriminant validity (Bittencourt et al., 2021; Duarte & Amaro, 2018; Joseph F Hair et al., 2019; E. Kim & Tang, 2020; Kriel, 2021). 0.85 is the most conventional criterion as it attains the lowest specificity rates of all the replication circumstances at a maximum value of Heterotrait-Monotrait (HTMT) criteria (S. Ali et al., 2019; Franke & Sarstedt, 2019; Usakli & Kucukergin, 2018; Zortea et al., 2019). Consequently, any value less that 0.85 is engrossed with discriminant validity therefore as showcased in table 10 below there is an issue with discriminant validity. Even though, there is no existing threshold for discriminant validity, yet according to Henseler et al., (2015),  any value less than 0.85 is an indication of a likely existence of discriminant validity between the two scales.       

[bookmark: _Toc105761549][bookmark: _Hlk111134757]Table 9 :Correlation Matrix-Test of discriminant Validity (Fornell-Lacker Criteria)
	 Constructs 
	1
	2
	3
	4
	5
	 6
	7

	CBPA
	0.753
	 
	 
	 
	
	 
	 

	EC
	0.292
	0.735
	 
	 
	
	 
	 

	EIS
	0.414
	0.350
	0.827
	 
	
	 
	 

	IT
	0.261
	0.135
	0.188
	0.826
	
	 
	 

	TD
	0.344
	0.189
	0.333
	0.671
	0.724
	
	

	Moderating Effect 1
	0.127
	0.044
	0.095
	0.040
	0.009
	1.000
	 

	Moderating Effect 2
	0.005
	0.102
	0.041
	0.056
	0.171
	0.214
	1.000


Source: author’s own smart PLS output



[bookmark: _Hlk111135716][bookmark: _Toc105761550][bookmark: _Hlk111135562]Table 10: Test of discriminant validity Heterotrait-Monotrait Ratio (HTMT)
	 Constructs 
	CBPA
	EC
	EIS
	IT
	TD
	Moderating Effect 2
	Moderating Effect 1

	CBPA
	 
	 
	 
	 
	
	 
	 

	EC
	0.359
	 
	 
	 
	
	 
	 

	EIS
	0.507
	0.430
	 
	 
	
	 
	 

	IT
	0.309
	0.198
	0.239
	 
	
	 
	 

	TD
	0.389
	0.237
	0.384
	0.824
	
	
	

	Moderating Effect 2
	0.128
	0.085
	0.102
	0.100
	0.140
	 
	 

	Moderating Effect 1
	0.064
	0.129
	0.056
	0.091
	0.214
	0.214
	 0.187


Source: authors own smart PLS output


[bookmark: _Toc105240164][bookmark: _Toc105407851][bookmark: _Toc105755589][bookmark: _Toc132204117][bookmark: _Hlk111136264]5.4 Hypothesis Testing with Partial Least Squares Structural Equation Modelling (Pls-Sem).
[bookmark: _Hlk132124377]To validate the internal consistency, reliability, and convergent validity, PLS-SEM was adopted once again   to perform the outer reflective model espousing Fornell-Lacker criterion and Heterotrait-Monotrait ratio (HTMT) as indicated in both table 7 & 8 correspondingly. This process was carried out in the immediate moment of the model fit assessment. Moreover, the traditional Cronbach alpha output in PLS-SEM as depicted in table 6, is quite dynamic when paralleled with the composite reliability (Aggarwal & Kapoor, 2020; Elyousfi et al., 2021; O. Khan et al., 2020; Zhu et al., 2019). On the other hand, as indicated in (table 8), all the outer loading has value higher than the reference point of  0.6 (Bagozzi & Yi, 1988). Further, as explained by Evren et al., (2022), for the internal consistency of the research construct  to be  considered valid the  composite reliability must have a reference point  value beyond 8.0. and as showcased in table 6, all the composite reliability values have a baseline value greater than or equal to 8.0, a clear manifestation that all the five  research constructs have acceptable internal consistency (Afroz et al., 2015; Bedford & Speklé, 2018; Evren et al., 2022; M. F. Ibrahim et al., 2021). 
[bookmark: _Hlk104109686]Prior, the PLS-SEM algorithm was employed by the researcher to assess the model with PLS maximum iterative of 300 algorithm and a stop criterion (10^-x) of 7 iterations complemented by re-iteration of 5000 sampling procedure with Bias-corrected and accelerated (Bca) bootstrap of two tailed probability. Further, at a significant level less than 0.05 (p< 0.05), and or statistic level greater than 1.96 (t> 1.96) of each of the paths in the research concept of the impending investigation, the tables 11 presents the projected path coefficients coupled with t-statistics. Safe to say that, the path analysis involves three categories; the direct, indirect and moderating variables. The coefficient of determination was employed for these estimations. The net effect of the analysis is that there is a direct effect of between competency -based performance appraisal and training & development activities and that there is an indirect relation orchestrated by employee commitment between competency-based performance appraisal and training and development activities. However, whereas employee’s intention to stay positively moderate employee commitment and training and development activities, yet, investment in training has a contrary effect.
[bookmark: _Toc105240165][bookmark: _Toc105407852][bookmark: _Toc105755590][bookmark: _Toc132204118][bookmark: _Hlk111136304]5.4.1 Direct, Indirect Effect and Moderating Variables 
[bookmark: _Hlk132124457]While the ancillary variables lay bare the function of the intermediary variable (employee commitment-EC) with respect to the independent (determinant), thus, (competency-based performance appraisal-CBPA) and the dependent (effect) variable (Training and Development activities-T&D), yet, the direct effect defines the straight paths between the determinant variable and the effect variable. A direct path coefficient as indicated by table 11 with details of hypothetical coefficients depicts the direct hypothesis or coefficient as concisely elaborated in the table 11 below and indicates that CBPA to EC; CBPA to EIS; CBPA to IT; CBPA to TD; EIS to EC; EIS to TD; IT to TD; as well as, ME- 1 to TD, are statistically significant at statistical level greater than 1.96 and or p-value less than 0.05. Nonetheless, EC to IT; EC to TD and ME-2 to TD are not statically significant, eventhough, ME-2 to TD bares a higher significance of 1.172. The mediation as formed by the research model with the adopted software (SmartPLS) for the indirect hypotheses shows that; while  CBPA to IT to TD; and  CBPA to EIS to TD are statistically significant with p-value less than 0.05,(p-value<0.05) and or t-value greater than 1.96 (t-value>1.96), CBPA to EC to TD and CBPA to EC to IT are statistically insignificant at p-value greater than 0.05 (p-value >0.05) and or t-value less than 1.96 (t-value < 1.96). Most importantly, the two moderating variables had one being statistically significant while the other was statistically insignificant. Thus, employee intention to stay (EIS) significantly moderate employee commitment and training and development at statistic level of p-value lower than 0.05 an or t-value greater than 1.96. while investment in training (IT) has no moderating effect. 
[bookmark: _Toc105240166][bookmark: _Toc105407853][bookmark: _Toc105755591][bookmark: _Toc132204119][bookmark: _Hlk111136353]5.4.2 Determination Coefficient 
 According to J. Cohen, (2013), ‘ Amongst  the most practical  techniques for calculating the effect size of individual  variables or constructs in a multiple regression model with continuous independent and dependent variables is Cohen’s f-square’. Cohen branded effect size as slight, average or huge. Cohen reiterated that, the analytical power of research constructs is determined by coefficient of determination (R2) simply put, the percentage of variation the dependent variable described by the independent variable. However, to consolidate for the added independent variables in a research model, the sample size is moderated with an adjusted R2. As indicated in table 12 the estimated determination coefficient (R2) for the construct training and development (TD) as dependent variable describe 52% variation vis-à-vis the independent variable (determinant variable), thus competency-based performance appraisal (CBPA). While the adjusted (R2) of the construct ‘employee commitment’ as dependent variable indicated by 15% of described variation training and development as independent variable. In measuring the magnitude of the relationship amongst the variables, an index of the effect size represented by Cohen’s f-square (Cohen’s f2) was deployed as depicted in table 12. As stipulated by J. Cohen, (2013), the values or metrics are in three categories; small effect 0.02 ≤ f2 ≤ 0.15; median effect 0.15 ≤ f2 ≤ 0.35 strong effect f2 ≥ 0.35. The strength of the most of the significant relationship are in the median strength category as evidenced in the estimated research model extracted from the SmartPLS in figure 4. 
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	CBPA -> EC
	0.177
	0.184
	0.066
	2.704
	0.007
	0.004
	0.313
	0.057

	CBPA -> EIS
	0.414
	0.419
	0.051
	8.101
	0.000
	0.000
	0.517
	0.317

	CBPA -> IT
	0.242
	0.243
	0.063
	3.840
	0.000
	0.000
	0.119
	0.367

	CBPA -> TD
	0.100
	0.101
	0.049
	2.047
	0.041
	0.021
	0.005
	0.200

	EC_ -> IT
	0.065
	0.067
	0.055
	1.172
	0.241
	0.121
	0.173
	0.042

	EC_ -> TD
	0.022
	0.022
	0.044
	0.485
	0.627
	0.314
	0.110
	0.065

	EIS -> EC_
	0.277
	0.281
	0.056
	4.928
	0.000
	0.000
	0.167
	0.391

	EIS -> TD
	0.158
	0.157
	0.048
	3.317
	0.001
	0.001
	-0.250
	-0.064

	IT -> TD
	0.606
	0.606
	0.046
	13.15
	0.000
	0.000
	0.509
	0.691

	ME(EIS)-1 -> TD
	0.113
	0.113
	0.051
	2.238
	0.025
	0.013
	0.019
	0.216

	ME-2(IT) -> TD
	0.039
	0.037
	0.058
	0.667
	0.505
	0.253
	0.147
	0.079

	CBPA -> EC -> TD
	0.004
	0.005
	0.009
	2.330
	0.017
	0.014
	0.011
	0.024

	CBPA -> IT -> TD
	0.147
	0.147
	0.039
	3.790
	0.000
	0.000
	0.072
	0.223

	CBPA -> EIS -> TD
	0.065
	0.066
	0.022
	2.983
	0.003
	0.002
	0.025
	0.111

	CBPA -> EIS -> EC
	-0.115
	-0.118
	0.027
	4.237
	0.000
	0.000
	0.007
	0.042

	CBPA -> EC -> IT	
	0.01
	0.013
	0.012
	0.938
	0.354
	0.177
	-0174
	-0.067


Table 11: A path analysis of the structural model (direct and indirect), Source: authors data processing from SmartPLS

[bookmark: _Toc105761552][bookmark: _Hlk111136597][bookmark: _Hlk111136776]
Table 12: Effective overview of the structural model- Cohen’s f2
	[bookmark: _Hlk111136800]Effect
	Beta
	Indirect Effects 
	Total Effect
	Cohen’s f2
	Remarks 

	CBPA -> EC
	-0.292
	
	-0.301
	0.031
	Small effect

	CBPA -> EIS
	-0.414
	0.100
	-0.419
	0.207
	Medium effect

	CBPA -> IT
	0.261
	
	0.264
	0.058
	Small effect

	CBPA -> TD
	0.329
	-0.022
	0.334
	0.016
	Small effect

	EC -> IT
	-0.065
	
	-0.067
	0.004
	Small effect 

	EC -> TD
	-0.061
	-0.158
	-0.062
	0.543
	Strong effect

	EIS -> EC_
	0.277
	
	0.281
	0.075
	Small effect 

	EIS -> IT
	-0.018
	0.606
	-0.019
	0.651
	Strong effect 

	EIS -> TD
	-0.175
	
	-0.174
	0.004
	Small effect 

	IT -> TD
	0.606
	0.113
	0.606
	0.706
	Strong effect 

	ME 1 -> TD
	0.113
	
	0.113
	0.024
	Small effect 

	ME 2 -> TD
	-0.039
	-0.039
	-0.037
	0.003
	Small effect 

	Construct  
	(R2) Square
	(R2) Square Adjusted
	

	EC
	0.149
	0.143
	

	EIS
	0.171
	0.169
	

	IT
	0.072
	0.066
	

	TD
	0.521
	0.511
	


Source: Author’s SmartPLS data processing 
[image: ]
[bookmark: _Toc105761368]Figure 2: Predicted research model.   Source: authors data output from SmartPLS v.3.3

[bookmark: _Toc105240177][bookmark: _Toc105407864][bookmark: _Toc105755602][bookmark: _Toc132204120]6. DISCUSSIONS OF THE RESULTS 
[bookmark: _Toc105240178][bookmark: _Toc105407865][bookmark: _Toc105755603][bookmark: _Toc132204121]6.1 Discussions and Related Outcome of The Results
With respect to these findings the researcher begins the discussions with a firm conviction that, this result provides a strong foundation to contend that training and development is a central tool which serves as a fulcrum for employee commitment, in the education sector. Moreover, training and development serves as a bargaining chip to keep capable, skilled and experience administrative employees. besides, the researcher can attest to the facts base on the results that investing in training and development is the way to go. Eventhough, Academic institutions in developing countries by themselves are training institutions, yet, an avenue must be created to resource their employees with modern training amidst the ever-changing global dynamism, thereby, building them up for medium to long term working skills. Nonetheless, the administrative employees (supporting staff) of the various tertiary institutions especially, the various universities in Ghana seem to be left in the doldrums. As conceived by Abraham Maslow, in 1943, as subsequently enhanced in 1954, this psychological undertone explaining the human drive grounded on the quest for different needs level of needs, depicts that; Human beings are naturally driven by their needs to fulfil their e3needs in a hierarchical order, with the ultimate goal of fulfilling self-actualization. Like any other profession, and as explained by Maslow, administrators will relish the opportunity to get to the pinnacle of their profession thus; become the registrar as in the case of academia. This can only be actualised when there is a clear visible path through training & development opportunities. Consequently, the researcher sought to measure how the competency-based performance appraisal of these administrative employees will inform the training needs vis-à-vis the training and development requirement of employees of tertiary institutions in a developing economy (Ghana).  As comprehensively explained by J. Kim & Park, (2020), globalization and technical variation are rapidly transforming the current workplace which has become the benchmark for generating emerging and new skills, thereby rendering other prevailing skills out-dated. In addition, the researcher sought to investigate how employee commitment will be affected in relation to lack of training & development activities. as specified by P. Sharma et al., (2016), a committed employee is a satisfied employee. Moreover,  A. Cohen, (2017) and as recently reiterated by Y. Wang, (2020), there are many factors that stimulate employees commitment and one such factors is the willingness of organizations to invest in training and development activities of their workforce since employees are generally ambitious and will relish the opportunity through training and development to get to the apex of their profession. Impliedly, they need training and development activities to develop their skills, broaden their knowledge, build their capacity and inculcate their mentality to the current trend of administrative procedures to be able to achieve this ultimate goal. Therefore, the researcher sought to find out the moderating effect of investment in training and development activities and its relative effect on employee commitment. Again, turnover intention is a key fragment for both employers and employees, in that lack of training and development activities can rock the boat for employee to look elsewhere which by extension deplete an institution of experience employees. Either way, going through recruitment process to fill vacant positions can be hectic for employers, while employees starting afresh elsewhere can also be frustrating. As espoused by Ankrah & Omar, (2015), employees turnover in academic institutions is a global phenomenon affecting both industrialised and developing economies. The ratio of employees vacating their post with respect to the total number of employees within the organization at a particular point in time as explained by Saraih et al., (2016) can be detrimental depending on the magnitude. Consequently, Lazear, (2018), proclaim that, turnover is associated with myriad of negative connotations such as distortions of wages and salaries system put up by management. Moreover, according to Greer, (2021), from management point of view, turnover is extremely expensive owing to the fact that replacements are costly and can throw off the balance sheet   and  affect the profitability of an organization  if not managed correctly. Besides, as stipulated by Bratton et al., (2021), productivity presumably drops when an employee quits his job because of the learning curve that ensue, amidst the hiring of a new employee, the understanding of job description and rules, culture and regulations guiding the operations of the organization. Furthermore, according Wilensky, (2015), turnover drains intellectual capabilities from organizations and replenish their competitor organizations which makes costly to the departed organization. Therefore, turnover mismanagement on short term will affect personnel cost and long term affect the organizations liquidity flow. This phenomenon as Wynen et al., (2022), puts it,  turnover is extremely costly and a difficult exercise to undertake.  Blankespoor et al., (2020) , believes that, the difficulty in quantifying the cost of turnover is partly of the variables involved. Greer, (2021), states that, excessive turnover can be fatal to an organization especially if it involves replacement training, since specialised or technical jobs need greater investment in training and this can cause delay in filling the vacuum created with the right person.  
To achieve these outcomes, the researcher set out seven objectives as a guiding principle to elucidate information to draw an informed conclusion. Thus; To determine the effect of competency-based performance appraisal on training & development of employees at tertiary institutions in Ghana. To establish the availability of training and development regimes at tertiary institutions in Ghana. To identify the various training and development programs tertiary institutions in Ghana. To establish the significance of investment in training and employee’s intention to stay on training & development at tertiary institutions in Ghana. To establish the significance effect of commitment on training & development at public universities in Ghana. To ascertain the mediating role of employee commitment to competency-based performance appraisal and training & development in at tertiary institutions in Ghana. and finally, to assess the consistency of competency-based performance appraisal in public tertiary institutions in Ghana. These objectives occasioned seven rhetorical questions to further solicit for the exact information and enhance the purpose of this dissertation these questions are; Is there any significant relationship between competency-based performance appraisal and training & development? Are there any established training and development regimes available at the various tertiary institutions? What is the various training & development regimes available at the various public Universities in Ghana? Does investment in training and employee’s intention to stay significantly moderate competency-based performance appraisal and training & development activities in public universities in Ghana?  Does commitment have a significant effect on training & development of employee’s at public Universities in Ghana?  Does commitment significantly mediate competency-based performance appraisal and training & development activities in public universities in Ghana. How regular is competency-based performance appraisal conducted in public universities in Ghana? In the end, eight hypotheses were formulated to get a response to these pressing questions. These hypotheses determined the responses for the aforementioned questions to satisfy the objectives set for this dissertation. H1: A positive relationship exists between competency-base performance appraisal and training & development activities. H2: Employees intention to stay and investment in training positively moderate employee commitment and training & development. H3: There is a positive relationship between competency-based performance appraisal and employee commitment. H4: Employee commitment positively mediate competency-based performance appraisal and training & development. H5: Training & development and employee commitment exudes positive relationship.  H6: Investment in training, intention to stay and training & development projects a positive relationship. H7a: There is a positive relationship between competency-based performance appraisal and investment in training. H7b: Competency-based performance appraisal and employee’s intention to stay displays a positive relationship. 
After a careful analysis of 365 responses from respondents comprising of thirty items ranging from strongly disagree to strongly agree and six demographic antecedents. An adopted SmartPLS output as indicated in table thirteen below shows that; at a significant level shy of 0.05 (p< 0.05), and or statistic level greater than 1.96 (t> 1.96) indicates a significant relationship between two direct variables and or indirect variables. The net effect of the analysis is that there is a significant relationship between competency -based performance appraisal and training and development activities and that there is an indirect relation orchestrated by employee commitment between competency-based performance appraisal and training and development activities. This goes to confirm the assertion made by Mazhisham et al., (2018), that; competency-based performance appraisal determines the training needs of employees in an organization and as espoused by Barrett, (2017), training and development enhances the commitment of employee nonetheless competence of an employee is determined by the skills knowledge and capabilities acquired by the employee over time. However, whereas employee’s intention to stay positively moderate employee commitment and training and development activities, yet, investment in training has a contrary effect. This result goes to confirm that a committed employee may be willing to develop his career in an organization and the results vindicate the position by E. Cohen, (2017), & Jaworski et al., (2018),  that, in an organization, where there are training and development regime,  it ultimately improves on the commitment of the individual employee. Consequently, employee’s turnover intention becomes viable and by extension more employees are maintained for the organization become liquidated with  experience, skills, capacity and ability as explained by Greer, (2021). On the contrary, eventhough, training and development is a variable that derives and demand investment for employees to maintain their competitiveness  as asserted by  Burns, (2020), yet, the analysis suggest otherwise as it submits that investment in training has no substantial moderating role on the relationship of employee commitment & training and development activities. Therefore, this assertion, confirms hypotheses H1, H3, and H4, and partially corroborate with hypothesis H2. Eventhough, the analysis indicated that, indirectly, employee commitment significantly mediates the relationship between competency-based performance appraisal and training and development, in contrast, there is no direct relationship between employee commitment and training and development activities therefore, hypothesis H5 is not-supported. This assertion goes contrary to previous studies by, Ashafaq Ahmad et al., (2019); Barrett, (2017); Ocen et al., (2017), that stipulates that employee commitment is enhanced by regular training and development activities and that, a contented employee is a happy patron. Moreover, an employee becomes satisfied when his training requirements are met thereby becoming even more committed to organization. This presupposes that administrative employees in the tertiary institutions in Ghana less affinity to commitment vis-à-vis training. The analysis further revealed that there is a significant effect of  investment in training on  training and development activities which goes to corroborate  earlier studies by Burns, (2020), prioritising the facilitation of continuous and elongated  investment  in training and development activities has the tendency to improve and maintain  their competitiveness and living standard. Moreover, as explained  by Federici et al., (2021), investing in job related training and development activities  generally integrates  existing skills adjustments  instead of modifying hence, broadening  consistency  within the workplace. Therefore, hypothesis H6 is supported.  The output of the analysis also indicated that there is a significant direct relationship between competency-based performance appraisal and investment in training. Organizations primarily need the appraisal of their employees to determine their level of competencies and to differentiate between higher performance and average performance in anticipation to remedy the inefficiencies by exploring areas requiring training and development investment. This confirms assertion made by researchers like N. A. M. Ali et al., (2020); Porat et al., (2018) and  Saffar & Obeidat, (2020). Therefore, hypothesis H7A was supported. Finally, hypothesis H7B, was supported by the output of the analysis that is; there is a significantly direct relation between competency-based performance appraisal and employee’s intention to stay. Many of the tertiary institutions that were considered for data gathering have established appraisal system that help them to determine employees training needs and subsequently build a better training regime to help build the capacity and develop their competitive edge. This proclamation is in consonance with past studies by Aguinis, (2019) and Govender & Bussin, (2020), that; when employee is confident that after performance  appraisal his training need will be determined and subsequently address his training deficiencies then there is the likelihood that he will not have  the intention to quit his job. The overall effect is that; the result of this research provides a robust empirical backing for the majority of stated hypotheses and also affirms what exist in literature, although, two of the hypotheses goes contrary and disproves what exist in literature. 
[bookmark: _Toc105240179][bookmark: _Toc105407866][bookmark: _Toc105755604][bookmark: _Toc132204122]6.2. Thematic Analysis of The Qualitative Report from The Heads of Administration and Heads of Department
The researcher gathered professional response data with qualitative instrument from the heads of administration and heads of department across the various departments and faculties of the various tertiary institutions in view of extracting their opinion on training and development and investment in training regime and its relative effect on employee commitment and employee’s intention to stay based on competency-based performance appraisal. A total of five (5) well established public tertiary institutions were selected for the purpose of this qualitative enquiry. Of the five institutions, five faculties were again selected from each tertiary institution, totalling about twenty-five (25) faculties in Ghana again, five senior members of administration were select from each Faculty for this exercise. These are the selected tertiary institutions that the researcher relied on. The university of Ghana (UG), The university of Cape Coast (UCC), Kwame Nkrumah University of science and technology (KNUST), Akenten Appiah-Menka University of Skills Training and Entrepreneurial Development (AAMUSTED) and the university of energy and natural resources (UENR) in order to reinforce the validity and reliability of the research constructs.  This exercise was carried out through a printed interview guide developed by google docs. This scenario was occasioned by the influx of covid19.  














	Questions &


Responses
	Which institution do you work for?
	Indicate your rank
	How long with this institution?
	Briefly account for the appraisal system
	How frequent is the performance appraisal?
	Respond briefly about training & development regime 
	Source of funding for training & development in your institution  
	How does T&D influence your subordinates?
	How does lack of training influence employee turnover?

	1
	UG
	Chief Administrator
	10yrs
	Core Competencies & Technical 
	Annual Appraisal 
	Available 
	IGF & Self-funding 
	Increase Productivity 
	Diminished productivity 

	2
	AAMUSTED
	Assistant Registrar
	18yrs
	Leadership, & General Competencies.
	Annual Appraisal 
	Available
	Self-funding 
	Boost Commitment 
	Reduced commitment 

	3
	UCC
	Senior Assistant Registrar
	20yrs
	Core and Technical Competencies 
	Annually 
	Available 
	Interest group
	Morale Booster 
	Decreased morale 

	4
	UCC
	Principal Accounts Officer
	12yrs
	Core, General and Technical Competencies 
	Annually 
	Available
	Self-funding 
	Improved Attitude 
	Fragile attitude 

	5
	AAMUSTED 
	Principal Administrative Assistant
	6yrs
	General, Technical & Leadership Competencies 
	Quarterly 
	Available
	IGF & Self-funding 
	Improved Focus 
	Focus defect 

	6
	AAMUSTED 
	Chief Accounts Officer 
	13yrs
	Technical & leadership appraisal
	Quarterly
	Available
	Self-funding 
	Improved Productivity 
	Productivity suffers 

	7
	UG
	Principal Administrator
	10yrs
	General Appraisal
	Annually 
	Available
	Interest group
	Improved Productivity 
	Reduced productivity 

	8
	UENR
	Principal Accounts Officer
	9yrs
	Technical Appraisal
	Twice a year
	Available
	Self-funding 
	Increased Commitment 
	Reduced commitment 

	9
	KNUST 
	Assistant Registrar
	21yrs
	Core & Technical Appraisal 
	Every half year 
	Available
	Self-funding 
	Improved Performance 
	Reduced performance 

	10
	UENR
	Chief Accounts Officer
	6yrs
	General Appraisal 
	Twice a year
	Available 
	Self-funding 
	Improved Competitiveness
	Competitive disadvantaged 

	11
	KNUST
	Chief Administrative Officer-HR
	10yrs
	Technical, Core & General Appraisal
	Twice a year 
	Available 
	IGF & Self-funding 
	Migration Mitigation 
	Rampant emigration 

	12
	KNUST 
	Chief Administrative Officer-Finance
	13yrs
	General & Core Competencies Appraisal
	Twice a year 
	Available 
	IGF
	Improved Performance 
	Reduced performance 

	13
	UCC
	Assistant Registrar
	17yrs
	General Appraisal
	Annually 
	Available 
	IGF
	Sense of Involvement 
	Non-Involvement 

	14
	UG
	Principal Administrative Officer
	12yrs
	Core Appraisal 
	Annually 

	Available 
	Self-funding 
	Improved Competitiveness
	Uncompetitive 

	15
	UENR
	Assistant Registrar 
	4yrs
	Skill Gab Analysis
	Twice a year 
	Available
	Self-funding 
	Improved Performance 
	Ineptitude 

	16
	KNUST 
	Assistant Registrar 
	22yrs
	360-Degree Feedback
	Twice a year 
	Available 
	IGF
	Uninfluenced
	Peer influence 

	17
	AAMUSTED
	Chief Administrative Assistant 
	5yrs
	Self-Assessment & General Competencies 
	Quarterly 
	Available
	Self-funding 
	Increase Commitment 
	Non-commitment 

	18
	UCC
	Senior Assistant Registrar 
	19yrs
	Competency Based Interviews & Skill Gap Analysis 
	Annually 
	Available
	IGF & self-funding 
	Loyalty 
	Disloyalty 

	19
	UG
	Assistant Registrar
	14yrs
	360-Degree Feedback
	Annually 
	Available 
	IGF & Self -funding 
	Improved Loyalty 
	High turnover 

	20
	UENR
	Chief Administrative Assistant- Welfare 
	11yrs
	Skill-Gap Analysis 
	Twice a year 
	Available
	Self-funding 
	Sense of Involvement 
	Non-involvement 

	21
	UG
	Chief Administrator-IT
	4yrs
	Technical Competencies Appraisal 
	Annually 
	Available 
	Self-funding 
	Improved Commitment 
	Non-commitment 

	22
	KNUST 
	Assistant Registrar Academic 
	23yrs
	General Competencies Appraisal 
	Twice a year 
	Available
	IGF & self-funding 
	Loyalty 
	Disloyal 

	23
	UCC
	Assistant Registrar-Logistics 
	20yrs
	Skill Gap Analysis & General Competencies Appraisal 
	Annually 
	Available 
	IGF & self-funding 
	Improved Performance 
	Non- performance 

	24
	AAMUSTED
	Chief Accountant
	15yrs
	360-Degree Feedback & Core Competencies 
	Twice a year 
	Available
	Self-funding 
	Improved Performance 
	Non-performance 

	25
	EUNR
	Principal- IT Officer
	9yrs
	Competency-based Interviews & Skill Gap Analysis 
	Twice a year 
	Available 
	Self-funding 
	Improved Commitment
	Non-commitment 

	
	
	
	
	
	
	
	
	
	


Source: Qualitative Data Gathering Guided by Interview Scripted by The Author
[bookmark: _Hlk111201456]*Readers must take note that; this table representing the qualitative data does not illustrate the exact quotes from the respondents. On the contrary, it is a summary of the import of their response. So as to streamline the table and make it simpler and readable.
[bookmark: _Hlk111201582][bookmark: _Hlk111201650]*AAMUSTED-AKENTEN APPIAH-MENKA UNIVERSITY OF SKILLS TRAINING AND ENTREPRENEURAL DEVELOPMENT  
*KNUST-KWAME NKRUMAH UNIVERSITY OF SCIENCE AND TECHNOLOGY 
*U.C.C- UNIVERSITY OF CAPE COAST
*UENR- UNIVERSITY OF ENERGY and NATURAL RESOURCES
*U G-UNIVERSITY OF GHANA 
[bookmark: _Hlk111201674]* IGF-INTERNALLY GENERATED FUND


[bookmark: _Toc105240180][bookmark: _Toc105407867][bookmark: _Toc105755605]6.3 Remarks on The Qualitative Report 
A brief report was prepared based on data obtained from heads of administration to represent a qualitative overview to help digest the architecture of training and development and its corresponding effect on employee commitment, turnover intention and investment in training vis-à-vis competency-based performance appraisal. Overall, 25 heads of administration from five faculties across the selected public tertiary institutions were interviewed based on scripted interview manual. The import of their response as tabulated in table 15 above indicates that; all the respondents are heads of administration at the various tertiary institutions under consideration, thus; AKENTENAPPIAH-MINKA UNIVERSITY of SKILLS TRAINING and ENTREPRENEURAL DEVELOPMENT (AAAMUSTED), UNIVERSITY OF GHANA (UG), UNIVERSITY OF ENERGY AND NATURAL RESOURCES (EUNR), KWAME NKRUMAH UNIVERSITY SCIENCE TECHNOLOGY AND THE UNIVERSITY OF CAPE COAST (U.C.C). these heads of administration (HOA) have been with the various institutions for at least three years and therefore are experience enough to give an overview of the training and development regime and its relative effect on employee commitment, investment in training and employees intention to stay based on performance appraisal. Moreover, it was established that, most of the tertiary institutions under consideration have established training and development package. It was again, that there is the existence of an appraisal system conducted periodically depending on the institution ranging from quarterly appraisal system to annually appraising of employees. Whereas, the responses given by these senior administrators confirm an established training and development regime, however, funding for these training are limited and are not impactful enough. Consequently, this status quo seems to project a scenario of ‘you are on your own’ thus; individual employees have to find a way to upgrade their skills. The net effect is that, eventhough, there is the lack of regular investment in training and development, this situation seems not have a meaningful impact on the level of commitment of the administrative employees. what is more revealing is that; this situation has no impact on employee’s intention to stay. 
These responses re-affirm the objectives set-out by the researcher as a guide for this dissertation and fill the vacuum left unfilled by the empirical responses from the administrative employees thereby answering the questions begging for answers from administrative employees of the various tertiary institutions in Ghana. The qualitative analysis together with the quantitative helped the researcher not only to achieve all the objectives of this dissertation, but, also helped in answering all the questions that begs for answer. The overall effect of the entire dissertation is that most of the questions that guided the researcher that were not answered by the quantitative process was answered by the qualitative process. Whereas, research questions 1, 4,5 and 6   are answered by quantitative process, yet, the qualitative process answered questions 2, 3 and 7. Thus; there are established training and development regimes at the various tertiary institutions. Moreover, the researcher also established that there are various training and development activities at the various tertiary institutions. Finally, it was established that these training and development regimes are conducted regularly.

[bookmark: _Toc105761554][bookmark: _Hlk111201872] Table 13: A summary of research findings
	EFFECT 
	HYPOTHESES
	RELATIONSHIPS
	SIGNAL
	SIGN
(+/-)
	P-VALUE
	REMARKS

	DIRECT 
	H1
	CBPA->TD
	POSITIVE
	+
	0.041
	ACCEPTED  

	INDIRECT 
	H2A
	ME-1->TD
	POSITIVE
	+
	0.025
	ACCEPTED 

	INDIRECT
	H2B
	ME-2->TD
	NEGATIVE
	-
	0.505
	REJECTED

	DIRECT 
	H3
	CBPA->EC
	POSITIVE
	+
	0.007
	ACCEPTED 

	INDIRECT 
	H4
	CBPA->EC->TD
	POSITIVE
	+
	0.000
	ACCEPTED 

	DIRECT 
	H5
	EC->TD
	NEGATIVE
	-
	0.627
	REJECTED

	DIRECT
	H6
	IT->TD
	POSITIVE
	+
	0.000
	ACCEPTED

	DIRECT
	H7A
	CBPA->IT
	POSITIVE
	+
	0.000
	ACCEPTED

	DIRECT 
	H7B
	CBPA->EIS
	POSITIVE
	+
	0.000
	ACCEPTED


Source: Author’s output from smart PLS v.3.3.9
[bookmark: _Toc48665470][bookmark: _Toc48667248][bookmark: _Toc105240181][bookmark: _Toc105407868][bookmark: _Toc105755606][bookmark: _Toc132204123]7. CONCLUSION
[bookmark: _Hlk104807483][bookmark: _Hlk103181597]The main objective of every training & development activity is to improve on the competencies of the employee and by extension the competitiveness of organization. Therefore, to achieve these competencies and to build on the competitiveness. It is incumbent on every organization or institution alike to design a proper training and development regime for their employees. The purpose of these training and development regimes is to build a competitive advantage of an organization over their competitors. Some organizations implement training and development programs without recourse to the objectives and purpose of the with the right training and development regime. Hence, the need to conduct performance appraisal to determine the right and required training and development programs to sustain the employee’s capacity for a cutting-edge performance. 
In addition, training and development activities are the stimulant employees need to improve on their performance, effectiveness and efficiency. Additionally, every employee in any organization relish the opportunity to upgrade himself. This is chiefly because training and development activities sharpen their competencies and effectiveness, both new and current employees. It also prepares employees to build themselves for future opportunities and correct the deficiencies in any job-related area. Nevertheless, training and development must be seen as an investment that brings not only return on the investment but also builds on the competitive advantage of the institution.
Employees are more or less the basic blocks of an organization; the failure or success of every organization is dependent on their employee performance. Organizations are increasingly realising the need to improve on the competencies of their employees through training and development activities. finally, training and development activities address the gap of desired performance and the employees’ actual performance. The results of this research give the researcher the impetus to conclude that training and development activities orchestrated by a profound competency-based performance appraisal will not just equip their skills, knowledge and competencies, it will enhance the emotional attachment and loyalty and serve as employers communication tool that they have their interest at heart. So that, there will be the tendency for the employees to reciprocate these gestures. Besides, this will reduce turnover intentions.
This dissertation presents a novelty which focuses on developing a concept that espouse a training and development regime that serves as a benchmark for the sustainable training and development of administrative employees in the academia, particularly, Ghana. The combined theories of this dissertation provide inspiration for other researchers in the field of management particular, personnel management in deploying a substitute system to improve on quality of research. 
It is important to note that, this dissertation was accomplished based on design and the analytical point of view. Suffice to say that, the objectives of this research were attained. Besides, all the hypotheses (8) were developed in relation to the wide-ranging background that guided the dissertation. Consequently, the researcher would like to indicate that similar output related to this dissertation have been published in Scopus and impacted and other scientific databases.  
[bookmark: _Toc105240182][bookmark: _Toc105407869][bookmark: _Toc105755607][bookmark: _Toc132204124]8. CONTRIBUTIONS TO THEORY, RESEARCH LIMITATIONS AND FUTURE RESEARCH TIPS 
This part of the study focuses on three relevant stages. The extended summary of the work is highlighted with concluding thoughts by expounding on the key finding in the dissertation. In addition, some recommendations and limitations are emphasised. Finally, areas that can be enhanced by future researchers in the field of training and development.  
[bookmark: _Toc105240183][bookmark: _Toc105407870][bookmark: _Toc105755608][bookmark: _Toc132204125]8.1 Contributions to Theory 
[bookmark: _Toc105240184][bookmark: _Toc105407871][bookmark: _Toc105755609][bookmark: _Toc132204126]8.1.1 Academic and Theoretical Importance
[bookmark: _Hlk104806738]The study debatably is a broadminded study into training and development activities at the various public tertiary in Ghana. This research intends to provide a model for theory, practical, academic and managerial benchmark to human resource managers and practitioners. The proposed study contributes to developing a theoretically validated training and development regime which eventually could be adopted as a benchmark by human resource lecturers for the development of their human resources students in academia. Again, the proposed thesis will serve as a notice to academicians and scholars to continue in the exploration of the link and the effect of competency-based performance appraisal on employee training and development activities in an academic institution. Most of the available research in existence on the subject in issue are concentrated on the relationship between training and development and competency-based performance appraisal, nonetheless, one of the objectives of this study was to establish a different process that will draw inspiration from determining the competency-based performance appraisal of employees to serve as the basis for training and development regime. Safe to say that; most of the rigorous work done in this area is concentrated on industries and other organizations. However, this work will be concentrated within the scope of an academic institution in the sub-Saharan African region especially Ghana. Besides, the conclusions provide a substitute theoretical understanding for exploring and building employee commitment through training and development from the perspective of performance appraisal. The findings therefore, gives prominence and augment training and development studies by confirming that investing training and development activities is a key antecedent of employee commitment and turnover. Furthermore, this study reaffirms the concept of reciprocity which is that employees return the kind gesture of investment in training by employers which give the impetus to stay in organization. Finally, the empirical results affirm the long-held view in literature by researchers alike that employee training and alterations in competency-based performance appraisal affect variations in employee commitment. 
[bookmark: _Toc105240185][bookmark: _Toc105407872][bookmark: _Toc105755610][bookmark: _Toc132204127]8.1.2 Practical and Managerial Importance 
[bookmark: _Hlk104806858]Concerning practical importance to this study, development of scientifically corroborated context that would be useful for human resource practitioners at various organizations. Training and development activities are one of the most important functions of human resource management in organizations and institutions. For a fact, numerous literatures have proven beyond doubt that training and development is a vital tool which increases employee performance as well as effectiveness and efficiency and by extension the competitiveness of the organization. This study, therefore, provides a channel for a more laborious practical and managerial framework for the pragmatic solutions for training and development activities within organizations. This hinges on the fact that most academic institutions in Ghana do not have streamlined training and development regime for the training and development of their employees. Therefore, the researcher hopes that the quantitative outcome of the study would serve as a yardstick for other researchers for their analysis in the phenomenon of training and development activities and its link with competency-based performance appraisal and other related topics. Again, most organizations see training and development as a second choice, hence little or no effort to invest in its advancement. Some organizations implement training and development programs without recourse to the objectives and purpose of the training and development. Therefore, one of the prime objectives of this study is to give impetus to captains of industry, HR practitioners and heads of institution to constantly appraise their employees to determine their training needs and consequently provide the requisite training regime for them. At least management can assess their employees’ level of performance and base on that to develop various training regimes with clear goals and objectives of both the individual employees and the organization as an entity. 
[bookmark: _Toc105240186][bookmark: _Toc105407873][bookmark: _Toc105755611][bookmark: _Toc132204128]8.2 Study Limitations 
The study was not without limitations; therefore, the following limitations must be kept in mind. The first is the study is restricted to a sub-region within sub-Saharan Africa which reduces the scope for generalization. The second is the study is within some academic institutions in Ghana which may not reflect what happens in the general academic institutions in Ghana and the study does not cover the larger continent of Africa. The third is the lack of enough previous study on the research since this thesis topic is arguably the first of its kind. Fourth other research method like diagnostic, predictive and prescriptive other than the adopted techniques like the inductive-deductive approach could equally have been used. Fifth, time constraint is one of the limitations since the data was gathered from Ghana it took a bit of time thus from (September 2021-April 2022), amidst covid19 pandemic.  Eventhough, it did not affect the outcome of the results. Again, since majority of the questionnaires were distributed via google docs which was an impediment with its technical glitches. Six, being cross-sectional in design, inference cannot be drawn vis-à-vis the connection amid the variables, therefore, the results may limit the generalizability of the findings to other occupations and cultural contexts Finally, limited access to qualitative data especially, interviews of managers and heads of department due to covid19, however, desperate time calls for desperate measures, as interview questions was rather documented to solicit for answers from these heads of department and administrative heads.  
[bookmark: _Toc105240187][bookmark: _Toc105407874][bookmark: _Toc105755612][bookmark: _Toc132204129]8.3 Suggestions for Future Research 
Although, the research results showcase a clearer view of a robust relationship the variables studied in the study, this being an academia, conceivably the subject commitment of employees may be different in other sectors and institutions, therefore, the researcher implores other researchers to re-examine the association between concepts discussed in this dissertation in different sectors. Second, the study was conducted purely with data from public tertiary institutions, therefore, a counter research in the private tertiary institutions will give a broader view and reaffirm the links amongst the variables at play. Third, the data for the study is cross-sectional in nature which suggest that there is no guarantee that, administrative employees in the academia will be committed to their institution with a positive turnover intention. Therefore, the researcher recommends periodic investigation in the academia to the cross-validate employees’ commitment and effect of training and development activities by longitudinal design other than cross-sectional. Eventhough, the items used in measuring the constructs in this study have been defined exactly as possible by drawing relevant literature and validated by practitioners, measurement adopted may not represented perfectly in all dimensions of each construct, so researchers can introduce other items to measure the same variables.  
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 I am Victor Kwarteng Owusu a PhD candidate of Tomas Bata University in Zlin, Czech Republic. Please kindly use some few minutes to fill out this research questionnaire on performance and training & development. I appreciate your contribution in advance. Thank you.
A quantitative survey on Training & Development of the   Administrative Employees of Public Tertiary Institutions in Ghana
victorkwartengowusu1@gmail.com 
* Required
Indicate Your Gender*
Male
Female
Prefer not to say
WHICH PUBLIC TERTIARY INSTITUTION DO YOU WORK FOR? *

Your answer
Please Indicate Your Job Position*
Chief administrative assistance
Principal administrative
Senior administrative assistant
Administrative assistant
Clerk grade 1
Clerk grade 2
Indicate Your Age Bracket*
18-25
26-35
36-45
46-55
56-65
Please Indicate Your Experience on This Job*
Under 1year
1year - 2years
3-5years
6-10years
11-15years
16-20years
Over 20years
Please Indicate Your Level of Education *
B.E.C.E
S.S.C.E
CERTIFICATE
DIPLOMA
DEGREE
MSc/M.Ed./MPhil
PhD
Competency-Based Performance Appraisal (CBPA)*
Strongly Disagree
Disagree
Neither disagree nor Agree
Agree
Strongly Agree
I understand the performance appraisal system being used in my organization
I understand the objectives of the present performance appraisal system
I have a real understanding of how performance appraisal system works
The organization I work for discuses competence-based performance appraisal criteria and results with employees
the organization where I work, competence-based performance appraisal is the basis for an employee development plan
In the organization where I work, competence-based performance appraisal is the basis for promotions and salary increase.
The organization I work for disseminates competence-based performance appraisal criteria and results to employees.
The organization I work for periodically conducts competence-based performance appraisal.
I understand the performance appraisal system being used in my organization
I understand the objectives of the present performance appraisal system
I have a real understanding of how performance appraisal system works
The organization I work for discuses competence-based performance appraisal criteria and results with employees
the organization where I work, competence-based performance appraisal is the basis for an employee development plan
In the organization where I work, competence-based performance appraisal is the basis for promotions and salary increase.
The organization I work for disseminates competence-based performance appraisal criteria and results to employees.
The organization I work for periodically conducts competence-based performance appraisal.
Employee Commitment (EC)*
Strongly Agree
Agree
Neither Agree nor Disagree
Disagree
Strongly Disagree
I am proud to tell others that I am part of this institution
I found out that my values are similar to my institution
This institution brings out the best in me in terms of performance
I feel very little commitment to this institution
I am disappointed that I chose to work in this organization
Should I choose all over again, I will choose a different profession
Slightest change I will quit this institution
I am proud to tell others that I am part of this institution
I found out that my values are similar to my institution
This institution brings out the best in me in terms of performance
I feel very little commitment to this institution
I am disappointed that I chose to work in this organization
Should I choose all over again, I will choose a different profession
Slightest change I will quit this institution
Training & Development (T&D) *
Strongly Agree
Agree
Neither Agree or Disagree
Disagree
Strongly Disagree
Training and development acquired from my institution enhances my job performance
I use the skills and knowledge acquired from training
My institution invests in training and development
Training programs are evaluated by before and after by my institution
Training needs are identified periodically in my institution
My institution takes full interest in both personal and organizational growth through training and development
My institution has training and development unit
My institution stimulates learning and the application of knowledge.
Training and development acquired from my institution enhances my job performance
I use the skills and knowledge acquired from training
My institution invests in training and development
Training programs are evaluated by before and after by my institution
Training needs are identified periodically in my institution
My institution takes full interest in both personal and organizational growth through training and development
My institution has training and development unit
My institution stimulates learning and the application of knowledge.
Investment in Training (IT)*
Strongly Agree
Agree
Neither Agree nor Disagree
Disagree
Strongly Disagree
My institution makes a significant investment in training and development activities
My institution invests in specific training and development programs
My institution uses both internally generated and governmental funds for training and development programs.
My institution would rather invest in other sectors other that training and development.
My institution refuses to invest in training and development at all
I personally invest in my training to keep up to date
My institution invests in training of other departments rather than my department
My institution makes a significant investment in training and development activities
My institution invests in specific training and development programs
My institution uses both internally generated and governmental funds for training and development programs.
My institution would rather invest in other sectors other that training and development.
My institution refuses to invest in training and development at all
I personally invest in my training to keep up to date
My institution invests in training of other departments rather than my department
Employee's Intention to Stay (EIS)*
Completely Agree
Slightly Agree
Agree
Neither Disagree nor disagree
Disagree
slightly disagree
completely disagree
I hope to find a new job next year
I am always thinking of quitting my current job
I am planning to quit my job
I am ok with my current job
I intent to end my career in my current job
I will never quit this institution
I have a vital role in achieving my organizational goals
I hope to find a new job next year
I am always thinking of quitting my current job
I am planning to quit my job
I am ok with my current job
I intent to end my career in my current job
I will never quit this institution
I have a vital role in achieving my organizational goals
Submit
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Appendix 2
Ethical Concern Letter in Aid of Data Gathering 
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Questions for the Qualitative Survey
survey on Training & Development of the   administrative employees of public tertiary institutions in Ghana
This interview guide is only for an academic purpose. as such , every information obtain from  you will serve the main purpose of this academic survey with regard to 'competency-base performance appraisal on training and development activities of the administrators in the tertiary institutions in Ghana 
TAKE NOTE; Performance appraisal systems here  is   evaluating   performance of employees by an organization   to ensure they are getting results while   providing valuable feedback to employees and managers, to  assist  in identifying promotable people as well as problems.  As such, your contribution towards the completion of this interview will be highly appreciated and your information will be treated confidentially. Importantly, there are no correct or wrong answers to the questions asked and hence fill accordingly.
victorkwartengowusu1@gmail.com  
 
* Required
Are you an employee of a public tertiary institution? *

Your answer
Which public Tertiary institution do you work for? *

Your answer
Indicate your Rank*

Your answer
How long have you been with this institution? *

Your answer
 Give a brief account of the   appraisal system in your institution. *

Your answer
How often does   your organization conduct performance appraisal? *

Your answer
Please respond briefly of the Training and Development regime in your institution.  *

Your answer
Does your institution pay attention to funding of   Training and Development? *

Your answer
Can you please describe briefly the source of funding for   Training and Development   in your institution? *

Your answer
Please give a brief account of how Training and Development influence your subordinate’s commitment. *

Your answer
Please briefly describe how lack of training and development activities affect employee’s intention to stay in your institution? *

Your answer
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To Whom It May Concern,
Permission for data collection of the employees of your institution

Dear Sir/Madam,
Same is true that Mr. Victor Kwarteng Owusu is a PhD candidate of the aforementioned Faculty Of
which I am the vice dean in charge of PhD.

He is to gather data from your noble institution to assist him fulfil part of his PhD thesis titled
COMPETENCY-BASED PERFORMANCE APPRAISAL AND TRAINING &
DEVELOPMENT IN AN EMERGING ECONOMY.

Whereas, the faculty and I are of keen interest in his chosen research area of which the researcher has
elected your institution as a worthy part of this project, we admonish you and your subordinate to also
take an interest since we believe your institution is the ultimate beneficiary. I therefore kindly request
that you partake in the response to this questionnaire, for a successful completion of this doctoral
thesis.

The researcher is under the tutelage of:

Assoc. Prof. Ales Gregar ( Gregar@utb.cz)
We appreciate your support and cooperation.
Thank you

Sincergly yours,

5. €. 202/

Doc. Lubor Homolka (homolka@utb.cz)





