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Abstract

The development of human resource is as important as managing it. This
current study examines human resource development practices and employ-
ees’ performance in the University of Cape Coast. Using both qualitative and
quantitative research design, the study used a sample of 30 respondents from
a homogenous staff population in the University of Cape Coast. Data were
obtained from both primary and secondary sources. It was observed that
formal classroom training is the most appropriate to offer staff with the ade-
quate knowledge to perform one’s job. It was also observed that training and
development programmes initiated at the individual level is effective and
most appropriate as compared to training and development organised for
staff at the group level. The research article makes some recommendations
for policy implication and this includes encouraging staff to embark on fur-
ther studies to upgrade and add up to the knowledge required to perform
their work. Also, the University of Cape Coast could consider having a pool
of training programmes that staff could pick and choose for their further
studies or their training programmes. Through the staff appraisal report
forms filled and submitted by Heads of Department on behalf of their staff,
the Directorate of Human Resource of the University of Cape Coast could
tailor training and staff development programmes for individual staff or en-
courage and sponsor individual staff to undertake training and development
programmes to equip them with the knowledge and skills that they lack as
identified on the staff appraisal report forms.
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and Development (T & D), Human Capital, Institution of Higher Learning,
University of Cape Coast (UCC)

1. Introduction
1.1. Background to the Study

The development of human resource is as important as managing the human
capital in any business establishment. Employees from time to time are given
some form of training and staft development programmes to equip them to be
abreast with constant change in technology and modern way of doing things.
Human resource development strategies are set of systematic and planned ac-
tivities designed by an organisation to provide its members with the necessary
skills, knowledge, and capabilities to meet current and future job demands, in
order to enable them provide better services and create good relations with cus-
tomers and customer satisfaction (Adhikari, 2010). One aspect of human re-
source development that directly impacts on employees’ performance and has
attracted the attention of many social scientists and human resource practitio-
ners is training and development.

Training and development practices positively impact organisational per-
formance through employee satisfaction and customer loyalty and satisfied in-
ternal customers are conducive to increasing the productivity (Molina & Ortega,
2003). Staff training and development programmes are a set of systematic and
planned activities designed by an organisation to provide its members with the
necessary skills to meet current and future job demands (Ratha, 2016). The uni-
versity as a higher academic institution undertakes career development pro-
grammes to train employees to be abreast with modern way of doing things.
Training improves the knowledge, skills and attitudes of employees for the short
term, particular to specific job or task. Staff development prepares staff for fu-
ture responsibilities, while increasing the capacity to perform at a current job.
Staff training and development (T & D) in the university as a higher educational
institution solve a variety of manpower problems which militate against opti-
mum productivity. These problems can emerge within any groups. Kayode (2001)
notes that these problems differ in nature and yet all have a common denomi-
nator, the solution required individuals to their appreciative backgrounds spe-
cific identifiable items of additional knowledge skills or understanding. In the
university administration, these problems, in the opinion of Asgarkhani (2004)
include the needs to:

e Increase productivity

e Improve the quality of work and raise morale

e Develop new skills, knowledge, understanding and attitude

o Use correctly new tools, machines, processes, methods or modifications thereof

e Reduce waste, accidents, turnover, lateness, absenteeism, and other over-
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heads costs

¢ Implement new or changed policies or regulations

o Fight obsolescence in skills, technologies, methods, products, markets, capital
management etc.

e Bring incumbents to that level of performance which meets 100 percent of
the standard of performance for the job

e Develop replacements, prepare people for advancement, improve manpower
deployment and ensure continuity of leadership

e Ensure the survival and growth of the organisation

Staff T & D is very crucial in determining increase productivity and job satis-
faction. Training new employees is estimated to cost approximately fifty percent
of annual salary paid to workers (Boyens, 2007). University administration and
management engage corporate management that is able to fulfil its objectives
with the support of human resource development (HRD). The sustenance and
progress of operation of higher education and other corporate sectors are inevi-
table without human resource dynamism (Pattanayak, 2003).

University management prefers the trained, professionals and specialised hu-
man resource (HR) for the achievement of planned objectives. Issues of ethics,
success, competence of workers and ability of staff to perform up to required in-
ternational standards are attained through quality HRD (Hellriegel et al., 2001).
Institutions of higher learning employ and train staff to be able to cope with
constant changes in technology. Bates (1999) observes that learning and staff de-
velopment organised by corporate entities and individual level could translate to
employees organisational performance. Employees’ needs assessment is vital to
determine which kind of T & D programmes required to do a particular job.
Sutherland & Jordaan (2004) contends that companies with high quality HR per-
form better and deliver higher and more consistent returns to ensure the growth
of the companies.

The United Nations Development Programme (UNDP) (UNDP, 2005) posits
that human development is about freedom. It is about building human capabili-
ties, the range of things that people can do. Individual freedom and rights matter
a great deal, but people are restricted in what they can do with that freedom if
they are poor, ill discriminated against, threatened by violent conflict or denied a
political voice. Provision of HRD programmes for staff in the university and
academic institutions of higher learning is not enough to ensure optimum utili-
sation of skills and training offered to staff.

Sarbeng (2014) posits that, the performance of every organisation depends
largely on the quality of their human resource. In addition, the nature of staff
development policies and programmes in a higher academic institution impacts
on its human resource skills and capabilities. In a research conducted in the
University of Cape Coast on the assessment of staff training and development
policies of University of Cape Coast, Sarbeng (2014) further argues that although

the training policy in the University of Cape Coast is not perceived as fair; it has
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however, helped in the capacity building of the university and improved staff

performance.

1.2. Problem Statement

A key goal of human resource development is to improve the performance in an
organisation by maximising the efficiency and productivity of human resources.
Human Resource Development plays a major role in creating and sustaining ca-
pabilities, thereby enhancing the competitiveness of the company. However,
adopting a capability-driven approach to HRD is not the only concern of HRD
managers, but also requires formulation of appropriate forms of management
and business strategy (Mikko, 2000). London (1983) mentions learning and de-
velopment orientation as one of many dimensions that compose the construct as
career development. Learning and development orientation programmes take
place at the group and individual initiated levels. Bates (1999) opines that learning
at the individually level rather translates into their organisational performance.

Universities have established a Training and Development Sections to coor-
dinate staff T & D activities and to implement programmes of the institutions.
The T & D policies of the universities aim at providing advice, opportunities, fa-
cilities and sponsorship (full or partial) to enable employees to train in the criti-
cal areas of specialties and needs (UCC, 2011). However, provision of T & D
policies should complement the relevance of T & D programmes to the job per-
formance and also, the ability of staff to transfer knowledge acquired through T
& D on to the job.

The University of Cape Coast has been able to develop a number of staff in
and outside Ghana (DHR, 2012; Sarbeng, 2014). However, the strategies in as-
sessing the effectiveness of T & D programmes to staff performance are direct
and affect the outcome and implications of the T & D programmes. The focus of
this current study is to examine human resource development practices and em-

ployees’ performance in the University of Cape Coast.

1.3. Objectives of the Study

The general objective of the study is to assess human resource development
practice and employees’ performance of staff of Ghanaian universities. Specifi-
cally, the study will achieve the following objectives:

1) To investigate the policies and procedure adopted by the University of
Cape Coast to train and develop staff.

2) To determine the relevance of the knowledge and skills obtained from
training and development programmes unto the job.

3) To ascertain whether training and development at the individual or group
level translates into enhancing job performance.

4) To verify whether staff training and development policies of UCC comple-
ment T & D programmes and translate into employee performance.

5) To investigate the strategies adopted by UCC to assess the effectiveness of T
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& D programmes.

1.4. Research Questions

The study will find answers to the following research questions:

1) What policies and procedures inform training and development of staff in
the University of Cape Coast?

2) How do staff of UCC transfer acquisition of knowledge and skills through
training and development programmes on their job?

3) How do training and development at the individual and group levels trans-
late into enhancing job performance?

4) What strategies does UCC adopt to assess the effectiveness of training and

development programmes for its staff?

1.5. Scope of the Study

The assessment of HRD practice on employee performance falls within the scope
of HRD specifically T & D. This current research will take a case study approach
to examine HRD practice in a Ghanaian university specifically UCC. University
of Cape Coast has three categories of staff namely Junior Staff, Senior Staff and
Senior Members. Each of these three categories of staff requires special training
and development needs. The T & D policy of UCC (if any) will therefore spell
out the training and development needs of each of the categories of staff it en-
gages. University of Cape Coast is a complex institution with different depart-
ments, directorates, sections and institutes which will then require a different

and special arrangement for HRD practice, approach and engagement.

1.6. Significance of the Study

Human Resource Development has attracted the attention of many scholars and
researchers in the field of development studies and social sciences. This is be-
cause HRD practices have direct effect on employees’ performance. This current
study contributes to existing scholarship by adding to literature on assessment of
HRD practices on employees’ performance. It also promotes scholarship by up-
dating information on training and development among staff of UCC. The study
is also significant in the sense that it will provide useful information for policy
formulation through conclusions that will be drawn and recommendations made.
Policy makers will be informed through the findings and recommendations from
this study to improve where necessary areas of HRD that require attention and
intervention. In the University of Cape Coast, this current study will provide use-
ful information to the DHR and in particular, the T & D Section to improve its T
& D programmes that will enhance efficiency and effectiveness of staff to ensure
increase in productivity. Through the findings, conclusions and recommenda-
tions made from this current study, the DHR of UCC will also be informed to

review and update its T & D policies to meet current HR practices.

DOI: 10.4236/jhrss.2022.101006

81 Journal of Human Resource and Sustainability Studies


https://doi.org/10.4236/jhrss.2022.101006

B. Ashmond et al.

1.7. Theories of Human Resource Development

Institutional theory

The study of institutions traverses the academic fields of economics, sociol-
ogy, political science and organisational theory. The common denominator for
institutionalism in various disciplines appears to be that of “institutions matter”
(Kaufman, 2011). An underlying assumption in the study of institutions is that
organisations are deeply embedded in the wider institutional context (DiMaggio
& Powell, 1983). Thus, “organisational practices are either a direct reflection of,
or response to rules and structures built into their larger environment” (Paauwe
& Boselie, 2003: p. 59). This institutional environment is the source of legitimi-
sation, rewards or incentives for, as well as constraints or sanctions on organisa-
tional activities (Meyer & Rowan, 1977). The relevance of institutional theory to
HRD was initially derived from this view (Rosenzweig & Nohria, 1994).

The institutional approach used in organisational analysis is referred to as or-
ganisational institutionalism (Greenwood & Hinnings, 1996). Organisational in-
stitutionalism deals with the overall questions: “what does the institutional per-
spective tell us about organisational behaviour?” Institutional theory is a useful
lens to analyse organisational behaviour because it can respond to empirical
mismatch, where, “what we observe in the world is inconsistent with the ways in
which contemporary theories ask us to talk” (March & Olsen, 1984: p. 747). The
theory is credited with its emphasis on the contextual, historical and processual
aspects in which organisational actions take place (Currie, 2009). Human Re-
source Development scholars started to recognise the applicability of institu-
tional theory to HRD research in early 1990s. Wright and McMahan (1992) were
first to note this. Following this, Oliver (1997) and Purcell (1999) incorporated
elements of the institutional framework in relation to HRD in their research. On
research and institutionalisation, Scott (1995) and Zucker (1987) focus on pres-
sures emanating from the internal and external environments. Internally, insti-
tutionalisation arises out of formalised structures and processes, as well as in-
formal or emergent group and organisation processes. Forces in the external en-
vironment include those related to the state. For instance, in the university as an
educational institution, the external forces are: legislation and regulations, na-
tional culture, globalisation, information technology and human resource prac-
tices within the same institutional enterprise.

The university institution has little or no control over these forces. However,
they can influence it to some extent. On the other hand, the internal forces in the
university institution from this study are the union such as, University Teachers
Association of Ghana, Ghana Association of University Administrators, Senior
Staff Association, Tertiary Educational Workers Union and human and logistical
factors within the university institution such as training and development policy.
Regardless of the source of institutional pressures, two central assertions of this
perspective are: a) institutionalised activities are resistant to change and b) or-

ganisations in institutionalised environments are pressured to become similar
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(Meyer & Rowan, 1977; DiMaggio & Powell, 1983). Thus, in this theoretical
perspective, context is the major explanation for both resistances to change and
adoption of new HRDP approaches in the university institution. The first asser-
tion suggests that HRDP activities have deep historical roots in the university
institution, so they cannot be understood completely without analysing the in-
stitution’s past. From the second assertion, it follows that HRDP activities may
be adopted by the university institution simply because other institutions have
done so. Thus, “managerial fads and fashions” ebb and flow in part because a few
legitimate institutions become fashion leaders that are imitated by other institu-
tions that view imitation as a low-risk want to gain acceptance (Abrahamson,
1991).

Tolbert and Zucker (1983) showed for example that institutionalisation re-
sulting from imitation partially the rate at which reforms in civil service selec-
tion procedures spread throughout the country at the turn of the century. Di-
Maggio and Powell (1983) further elaborate this later assertion with the concept
of “institutional isomorphism” defined as: “a constraining process that forces
one unit in a population (or organisational field) to resemble other units that
exposed to the same set of environmental conditions” (Boxall et al., 2007: p.
174). In line with this, the study builds on the institutional theory by assessing
the human resource management practices in institutions of higher learning.
Human Resource Management (HRM) practices are adopted and practiced in
the universities because other institutions do same. Furthermore, the university
institutions are pressured by employees for better condition of service of which
training and development of staff is very paramount. This highlights the need to
adopt a practice that best satisfies the demand of employees and at the same
time, enhances their job performance. This is in consistent with the institutional
theory.

Human capital theory

Human capital theory provides a justification for a large public expenditure
on education in developing and developed nations. This theory suggests that
education or training raises the productivity of workers by imparting useful
knowledge and skills, hence raising workers’” future income by increasing their
life time earnings. The concepts of human capital theory was first used by the
classicalist economists like Alfred Marshal and Adam Smith (although devel-
oped by Becker, 1964) which stresses the significance of education and training
as the key to participation in the new global economic order.

Labour Economics study is on workforce in quantitative terms, thus has the
most accurate predictability than other social sciences. This theory posits that
human capital is similar to physical means of production which includes facto-
ries and machines. In this case, a higher level in the provisions of these physical
means of production would as well result in an increased in productivity because
one’s output depends partly on the rate of return on the human capital one

owns. Thus, human capital is a means of production into which additional in-
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vestment yields additional outputs. In summary, this theory is of the view that
the most valuable of all capital is that invested in human being. Human capital
of an organisation or country is strictly tied to the education in that country. It
therefore advocates for a continuous increase in the amount of investment in
human capital through education. The investment in human capital creates in

the labour force the skill-based indispensable for economic growth.

1.8. Training and Development as Tool
for Human Resource Development

Training and development practices have shown to increase employee motiva-
tion and to have a tremendous impact on the performance of academic institu-
tions of high learning (Jiang et al., 2012). Academic institutions of higher are
also among the most frequently studied incentives in the field of human resource
development (Boselie & Van der Wiele, 2002). The motivational effect from the
point of view of employees in universities is attributed to the continuous devel-
opment in knowledge that they receive from training and development initia-
tives. Jiang et al. (2012) opine that these initiatives help employees to cope with
job tasks and teach them to master future roles. The motivation effect in em-
ployees as a result of training and development initiatives can be seen as related
to employee engagement, since engagement is seen as a motivational construct
(Wollard & Shuck, 2011).

Institutions of higher learning including universities are required to prioritise
the need to engage resources for these human resource development practices in
order to ensure increase employees’ work engagement through training and de-
velopment initiative (Bakker & Demevouti, 2008). Schaufeli and Bakker (2003)
observe that work engagement more likely to increase when the skills and talents
of employee fit the job demands. A meta-study by Huselid (1995) supports this
notion, as selective staffing techniques in some academic institutions of higher
learning were shown to enhance motivation employees and institutional per-
formance. Appropriate training can develop higher institutional leaders at all
levels including the knowledge and skills required to gain competency in order
to manage change in their institutions and in any environment (John, 2000).
Hellriegel et al. (2001) state that training of employees in the universities and
academic institutions of higher learning increases higher productivity through
better job performance, more efficient use of human resources, goals and objec-
tives more effectively met, reduced cost due to less labour turnover, reduced er-
rors, reduced accidents and absenteeism, more capable, and mobile workforce
and retention of the existing staff. Huselid (1995) further added that, effective
training techniques can produce significant performance results especially in
customer care service, product development and capability in obtaining new skill
set. Training and development enhance employee skills, knowledge and ability
to enhance task performance of individual and in the long run increases overall
institutional productivity (Huselid, 1995).

Wood (1999) argues that HRD practices appear to be universal across higher
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institutions of learning and whether or not the effectiveness of HRD is contin-
gent upon factors influencing performance, training is still a necessary condition
for higher academic institutional growth. However, Asgarkhani (2004) argues
that the success of training is contingent upon the effectiveness of performance,
planning and measurement. Training and development are surrounded by three
fundamental aspects namely: process classification, selection of proposed meth-
ods, and delivery. Staff training and development practice is one of the most
important aspects of HRD that is needed to keep universities and institutions of
higher learning ahead of their competitors (Koch & Steers, 1978). In a similar
development, a study conducted by Mcgrath (1982) shows that higher institu-
tions of learning that engage a systematic training of their workforce are more
likely to enjoy the rewards of more productive workforce.

Silla et al. (2009) posit that, there has been a growing recognition of training
and development and learning, as a source of sustained competitive advantage as
employers introduce more skills specific forms of training in some areas. That is,
training should impact new knowledge and skills if the training is relevant, meet
employee and institutional needs, efficiently and effectively designed and deliv-
ered (Silla et al., 2009). When the results of training are reflected in improve-
ment in relevant knowledge and the acquisition of relevant skills, employee job
performance should improve provided that the skills learned in training transfer
to the job (Buck & Watson, 2002). Improvement in performance such as produc-
tivity, quality, and service are the training outcomes provided that the job is
strategically aligned to the institution’s needs. At the individual level, if the de-
sired needs of employee are fulfilled through the training programme provided
the desired outcome by the institution will be reached.

Some studies in universities on HRD practices such as benefit and training are
positively related to performance because the practices motivate employees and
“lock” them to their jobs (Grote, 2002). Grote (2002) further observes that
training is a valuable activity for enhancing skills and improving staff perform-
ance, and that training can address some of the factors contributing to staff per-
formance, such as perceived support from the supervisor, the agency and the

community.

1.9. Skills and Capacity Building: Meeting the Training and
Development Needs of University Staff

Human beings constitute the human resource needs of any institution of higher
learning of which universities are no exception. When the human capital is re-
cruited in an institution, training starts the same day, workers bring in their
knowledge, skills and experience related to the jobs they perform. Leaders of
universities who invest in the employees to change and adapt their behaviour,
skills and knowledge concerning the business would experience high positivity
and employee performance (Fullan, 2007). Hughes (2006) defines capacity build-
ing as the factors that act as requisite for the emergence of a learning society for

employees. Fullan (2007: p. 58) defines capacity building as “a collective aspect
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in terms of strategic steps adopted to enhance group efficiency showing higher
improvements in performances, expansion of resources and motivation among
working persons”. The results of the studies done by these researchers explain
capacity building as simple concept incorporating strategic actions taken to
enhance human and technical resources in order to develop learning skills
(Al-Roubaie, 2010; Hughes, 2006).

Joseph and Dai (2009) suggest that universities and higher academic insti-
tutions should provide capacity development programmes for employees to
increase new and improved knowledge for the enhancement of institutional
growth. They further suggest that in this dynamic knowledge economy, ca-
pacity development programmes play important role of retaining and en-
hancing employee performance among university staff. Al-Roubaie (2010)
also suggests that impact of capacity building boosts up human capital,
physical infrastructure and new dimensions for research and development as
value addition to improve HRD capacity base of universities. Abdollahi and
Naveh (2011) confirm that higher academic institutions who invest in the
employees to change and adapt their behaviour, skills and knowledge con-
cerning the institutional issues would experience positive results in employee
performance. Higher academic institutions who adopt the attitude of ensur-
ing and providing on-the-job training to employees to learn new things would
have dedicated and trustworthy workforce (Benson, 2006). The training pro-
grammes and their modules are of no benefit if they don’t compensate the in-
stitutions of higher learning in terms of more skilled, learned, disciplined and
punctuality of workers. The employees should also take steps to engage in
self-development training programmes to grow and develop their talent and
improve knowledge, skills and attitude (Benson, 2006).

Training and development and job satisfaction among university staff

University staff, from time to time organise training and development pro-
grammes for its staff for them to be abreast with modern technology and mod-
ern way of doing things. Training and development programmes are expected to
sharpen employees and equip them with the necessary skills to perform their job
effectively. Adesola, Oyeniyi and Adeyemi (2013) examine the relation between
staff training and job satisfaction of employees. Their regression results showed
that staff training had positive significant relationship with job satisfaction. Cos-
ten and Salazar (2011) investigated the impact of training and development on
employee job satisfaction, loyalty and intent to stay in the business establish-
ment. The results indicated that employees who perceived they had the oppor-
tunity to develop new skills were more satisfied with their jobs, more loyal and
more likely to stay with the organisation.

Balozi and Abdullah (2014) examine the effects of training and development
and employee relationships on job satisfaction among public colleges. Their re-
gression findings indicated that training and development were positively and

significantly related to employee job satisfaction. However, Farahbod and Arzi
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(2014) examine job satisfaction in relations to training and development. They
observe that, training and development do not have any significant impact on
employee job satisfaction (EJS). Yeow et al. (2012) study the effects of training
among staff inn higher learning institutions. Using a correlation analysis, they
find that job satisfaction significantly relates to training. That is, employee per-
formance appraisal, training and promotion predicted EJS. Therefore, employee
performance appraisal and training and development as element of HRD are es-

sential prerequisites for EJS of staff in a public university to their jobs.

2. Methodology
2.1. Study Area

The study was undertaken in the University of Cape Coast which is situated in
the Cape Coast Metropolis in the Central region of the Republic of Ghana. The
UCC started as University College of Cape Coast (UCCC). The idea to establish
UCC conceived was by the first president of Ghana, Dr. Kwame Nkrumah and
his top officials and associates. He explained to the people of Cape Coast at Vic-
toria Park on November 5, 1960 the unique role that the college would play in
national development (UCC, Silver Jubilee Brochure, as cited by Kwarteng,
Boadi-Siaw, & Dwarko, 2012).

The University of Cape Coast was established in October, 1962 as a result of
international commission appointed by the Ghana government in December,
1960. The UCCC was formally inaugurated on December 15, 1962, and placed in
special relationship with the University of Ghana. Beginning in a few buildings
taken over from a Teacher Training College located at the Southern section of
the University of Cape Coast. The Government of Ghana, in 1964 assigned to
each of the country’s three public universities specific fields of operation, and in
line with the emphasis on science education, the UCCC was renamed “The Uni-
versity College of Science Education” with special responsibility of training
graduate teachers in Arts and Science for the secondary schools, teacher training
colleges, polytechnics and technical institutions in Ghana. In 1966, following the
change of government, the College reverted to its original name of the Univer-
sity College of Cape Coast (UCC, 2018).

In 1970, the College Council recommended to the government to upgrade the
College to full university status with power to award its own degrees. Presently,
the University has structured its degree programmes by de-coupling the study of
professional education courses from the main degree courses. The University is
organised into seventeen (17) Faculties/Schools and five (5) colleges. The estab-
lishment of the collegiate system in UCC came into force in 1% August, 2014.
The Colleges are: College of Humanities and Legal Studies; College of Education
Studies, College of Agricultural and Natural Sciences, College of Health and Al-
lied Sciences, and College of Distance Education. Apart from the main stream
academic departments, UCC also has directorates, sections and centres for ad-

ministrative purposes.
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2.2. Research Design

The study used mixed method research design which involves both qualitative
and quantitative approaches to investigate HRD practices on employees’ per-
formance of staff in UCC. The term mixed method research design refers to an
emergent methodology of research that advances the systematic integration or
sustained programme of inquiry. The basic premise of this methodology is that,
such integration permits a more complete synergistic utilisation of data than do
separate quantitative and qualitative data collection and analysis (Creswell &
Plano Clark, 2011; Mertens, 2009). The qualitative research dimension of this
current study will collect data from sectional heads and organisers of training
and development programmes at the DHR of UCC. Content analysis of work
and HRD policies of UCC will be examined to investigate the policies and, pro-
cedures adopted by UCC to train and develop its staff.

The quantitative dimension of this research adopted stratified sampling
techniques to elicit data from respondents. UCC is stratified into colleges,
departments and directorates. A sample was selected from each faculty to de-
termine the appropriateness and ability of staff to transfer knowledge and
skills obtained from T & D programmes unto the job, determine whether T &
D programmes at the individual level or group level translate into enhancing

job performance.

2.3. Study Population and Sampling Technique

The study comprises all staff at UCC. There are three categories of staff at UCC
namely Junior staff, Senior staff and Senior members which are made up of lec-
turers and registrars or senior administrative staff. A quota sample size of 30 re-
spondents was drawn from the population. The administrative staff in the junior
staff category are the clerks. The senior staff category is also made up of the
teaching associates, and administrators. The senior members are made up of
lecturers and senior administrative staff or registrars.

A quota sample size of 30 respondents was a reasonable size. This is because
the same training and development programmes are organised for all the three
categories of staff with specialty for each category. For example, Senior Admin-
istrative staff are put together and given the same in-service training and devel-
opment programmes and this is the same in the case for Junior staff and Senior
members. This means that no additional or different information would be ob-
tained for adding more respondents to the sample size since the same informa-
tion is likely to be obtained because the study population is homogenous, hence
a proportionate sample size of 30 respondents is ideal for this current study.
Administering questionnaire was used to obtain information on whether T & D at

the individual or group level translates into enhancing the workers performance.

2.4. Data Sources, Collection and Instruments

Data for this study were obtained mainly from primary and secondary sources.
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Information that were obtained through primary source with respect to this
study include: the strategies adopted by UCC to assess the effectiveness of T & D
programmes to university staff, and appropriateness and ability of staff to trans-
fer knowledge and skills obtained from T & D programmes unto the job. The
primary source also elicited information on whether T & D programmes help
toward enhancing the workers’ job performance. The data on the strategies adopted
by UCC to assess the effectiveness of T & D programmes were collected through
interviewing and the instrument that was used is the interview guide. Again,
administering of questionnaire was used to obtain information on whether T &
D at the individual or group level translates into enhancing the workers job per-
formance. The source of the questionnaire was from all staff of the University
(i-e. Junior staff, Senior staff and Senior members). A questionnaire which is a
quantitative instrument was used because of the homogeneity nature of the
population and also for the fact that the information required under this specific
objective concern all the three categories of staff in the University of Cape Coast
and were randomly sampled. Therefore numbers, percentages and frequencies
which lend themselves to quantitative research design are required for this analysis
and interpretation.

Secondary source of data in a form of content analysis was used to investi-
gate the policies and procedures adopted by UCC to train and develop its staff.
In addition to this, content analysis was done to verify whether T & D policies
of UCC complement T & D programmes and translate into employee per-
formance. Documents that were consulted as secondary source for the purpose
of content analysis include the Work, Employment and T & D Policies of
UCC.

3. Data Analysis

Researchers have analysed qualitative and quantitative data be done in diverse
ways. The analytical frame chosen for a study depends on the theoretical and
philosophical perspectives which inform it, the goal of the study, the questions
addressed and the methodology used. The qualitative dimension of this study
involves inductive analysis meaning that critical themes emerge out of the data
(Sarantakos, 2005). In this regard, thematic analysis was done for information
that were collected by means of interview guide. The findings of the interviewing
were coded and transcribed. Presentation of findings and interpretations was
done manually. The transcription involved listening to each tape repeatedly to
become acclimatised with the conversations and carefully wrote them down the
words of each interviewee.

The data that were obtained through survey were first coded and analysed
with the help of the Statistical Product and Service Solution (SPSS). The outputs
of the results were analysed, categorised, summarised and interpreted on the-
matic basis such as ascertaining whether T & D at the individual or group level

translates into enhancing job performance and ensure productivity.
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3.1. Ethical Consideration

Research is a dynamic process which involves researchers and respondents, and
which is based on mutual trust and cooperation, as well as on promises and well
accepted conventions and expectations. It is important that the rights and free-
dom of the respondents are respected. Data that were obtained from the re-
spondents through interviewing and survey were handled with confidentiality.
This is meant to ensure that no other person than the researcher has access to
the information apart from the purpose for which the data is obtained.

It is also to ensure that no respondent is identified with the kind of informa-
tion they provide. That is, the respondents were assured with the ethics of ano-
nymity. The consent of the respondents was obtained before approaching them
to provide information for the research. This is to ensure that their privacy is not

compromised or intruded.

3.2. Investigating into the Policies and Procedures Adopted by the
University of Cape Coast to train and Develop Staff

Staff T & D continues to change to meet the changing needs of UCC and her
staff. The fundamental aim of T & D of staff is to help UCC to achieve her pur-
pose as specified in the key thrusts of its strategic plan document. Investing in
the T & D enables the staff to perform better and empower them to make use of
their skills. The major aim of staff T & D in UCC is to promote a culture of de-
velopment within the University, assist staff to develop their potential and en-
hance their capabilities as well as increase their efficiency and effectiveness to
their own benefit and that of the University. At page 6 of UCC Staff T & D Pol-
icy document (UCC, 2011), the main objectives of staff T & D are to:

1) Equip staff with competencies to improve their own performance as well as
the performance of the University.

2) Reduce the learning time for newly employed as well as staff transferred to
other departments/units or promoted and, ensure that these staff become effi-
cient and effective as quickly as possible.

3) Increase staff understanding of and commitment to the mission and vision
of the University.

4) Minimise redundancy, waste and staff turnover in the University.

5) Enhance the implementation of new University policies and regulations.

6) Eliminate obsolescence in skills, technologies and methods of operation in
the University.

7) Improve human resource development and ensure the survival and growth

of the University.

3.3. Verifying Whether Staff T & D Policies of UCC Complement
T & D Programmes and Translate into Employee Performance

The training of staff in UCC is coordinated by the T & D Board. In determining

training programmes for staff, systematic assessment of training needs is carried
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out. Employees and their immediate supervisors are consulted about any train-
ing identified as relevant to their situation. The main aim of staff T & D activities
is to support the pursuit of the University’s goals. Training and Development ac-
tivities are regarded as a key element in an individual’s mastery of and satisfac-
tion in his/her principal duties.

The University continues to provide for selected employees to participate in
development activities to prepare them for new roles in the University. To this
end, the University continues to use both internal and external methods of train-
ing and staff development. In using external out-of-job training methods, the
University identifies critical areas and advertise them. The Board then selects
applicants based on institutional needs, their qualification, annual assessment

results and availability of funds.

3.4. Determining the Appropriateness and Ability of Staff to
Transfer Knowledge and Skills Obtained from Training and
Development Programmes onto the Job

In all, thirty (30) respondents were sampled from UCC to determine the appro-
priateness and ability of staff to transfer knowledge and skills obtained from T &
D programmes onto the job. Table 1 below gives the demographic distribution

Table 1. Socio-demographic characteristics of the respondents.

Frequency Percentage

Gender

Male 19 63.33%

Female 11 36.66%
Age

20 -29 5 16.67%

30 -39 15 50%

40 - 49 7 23.33%

50 - 59 3 10%
Department

Academic 10 33.33%

Administration 20 66.67%
Staff category

Junior staff 5 16.67%

Senior staff 10 33.33%

Senior members 15 50%
No. of years served in UCC by the respondents

1-5 4 13.33%

6-10 17 56.67%

11-15 7 23.33%

Above 15 years 2 6.67%
N = 30. Source: Field Survey, 2021.
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of the respondents:

Twenty (20) respondents who represent 66.67 percent responded that they
have received both formal classroom training and periodic on-the-job training
from UCC while 10 respondents representing 33.33 percent also responded
that in addition to formal classroom education training and periodic
on-the-job training organised by T & D of the University, they also sponsor
themselves for short training courses. In assessing the appropriateness of these
three staff training and development programmes, 26 respondents represent-
ing 83.33 percent are of the opinion that, all the three T & D programmes
namely formal classroom education, periodic on-the-job training programmes
and short training courses initiated and sponsored by the staff are appropriate
in offering adequate knowledge to perform their job. Four (4) respondents
who represent 13.33 percent are of the opinion that only formal classroom
education provides them with the adequate knowledge needed to perform their

job.

3.5. Investigation into the appropriateness of Training and
Development Programmes in Offering Staff the Adequate
Knowledge to Perform Their Job

In a sample of 30 respondents, 22 of them who represent 73.3 percent were of
the opinion that formal classroom training is the most appropriate in offering
staff with the adequate knowledge to perform their job. Six respondents who
represent 20 percent responded that periodic on-the-job training programmes
organised by T & D Section of UCC is the most appropriate in offering adequate
knowledge to perform their job. Two respondents who constitute 6.67 percent
responded that both formal classroom education, periodic on-the-job training
and short training courses initiated and sponsored by the staff all offer the same

level of knowledge needed to perform their job adequately.

3.6. Staff Training and Development Programmes at the Group
and Individual Initiated Levels and Assessment of Effectiveness
of Training and Development Programmes for UCC Staff

Of a quota sample size of 30 respondents, 22 of them who represent 73 percent
were of the opinion that staff T & D at the individual level is more appropriate
than T & D organised for a group of people. Five other respondents who rep-
resent 16 percent also responded that staff T & D at both group and individual
initiated levels are all appropriate and effective in offering the needed knowl-
edge to perform on the job and that, it all depends on the seriousness that the
individual attaches to the T & D programme. Two other respondents who
represent 6 percent were of the opinion that staff T & D at the group level is
more appropriate than the individual initiated one. Respondents who were in-
different between T & D at both the group and individual levels gave their
reason that, proper learning takes place in groups and at the same time at the

individual levels.
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4. Conclusion

Based on the findings of the study, the following conclusions are made:

1) The University of Cape Coast has documented policies and procedures on
training and development of its staff. These policies and procedures are codified
at page 6 of UCC staff T & D Policy document (2011). It is also concluded that
these policies and procedures are tailored toward enhancing staff human re-
source development. The staff T & D Policy of UCC also complement T & D
programmes and translate into employee performance, because they are coordi-
nated by the Training and Development Board of the University.

2) All the three types of T & D programmes namely: formal classroom educa-
tion, periodic on-the-job training programmes and short training courses initi-
ated by the individual staff of the University are appropriate to offer adequate
knowledge to perform their job. However, among these three, formal classroom
education provides the most appropriate and adequate knowledge needed to
perform their job.

3) Staff training and development programmes that are initiated by the indi-
vidual employee is more appropriate and preferred to T & D programmes that
are organised for a group of staff like training seminars, symposia and public
lectures.

4) It is also concluded that the University of Cape Coast has laid down strate-
gies to assess the effectiveness of Training and Development programmes for
staff. Some of these strategies include: administrative evaluation questionnaire to
staff after in-service training, requesting staff to produce report for sponsoring
staff for further studies, seminars and conferences and requesting for copies of
thesis/dissertation for staff who go on further studies. Staff of the University of
Cape Coast are also required to produce certificates for attending conferences

and further studies when they apply for promotion to the next rank.

5. Recommendations

Based on the findings above, the following recommendations are made for pol-
icy implications:

1) The University of Cape Coast as part of her training and development pol-
icy could encourage staff to embark on further studies to upgrade and add up to
the knowledge required to perform their work since formal classroom learning
and training were identified to be the most effective and appropriate in offering
the staff the needed knowledge to perform their work.

2) The University of Cape Coast could consider having a pool of training pro-
grammes that the staff could pick and choose for their further studies or their
training programmes. This pool of programmes could be compiled from staff
needs assessment as identified on staff appraisal report forms which are submit-
ted on behalf of the staff by Heads of Department periodically.

3) The Directorate of Human Resource of the University of Cape Coast could

periodically invite training needs on specific areas from staff. This recommenda-
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tion is meant to avoid parallel and omnibus training and development pro-
grammes that do not address the staff knowledge and training needs. When the
staff come up with their own areas of T & D programmes, it bridges the knowl-
edge gap and solves the problems of brain drain that arises from mismatch of
training programmes and knowledge required to perform specific tasks.

4) Through the staff appraisal report forms filled and submitted by Heads of
Department on behalf of their staff, the DHR of UCC could tailor training and
staff development programmes for individual or encourage and sponsor indi-
vidual staff to undertake T & D programmes to equip them with the knowledge
and skills that they are deficient in them as identified on the staff appraisal re-
port forms.
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