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Editorial

In his preface to a Palgrave Macmillan publishedkbon Funding Higher
Education in Sub-Saharan Africa (Damtew, 2013),féasor Philip Altbach
characterises massification as the “iron law” aftemporary higher education.
This is especially true in Africa, where higher edlion systems and
institutions came under overwhelming, and genenatigvoidable, pressure to
phenomenally expand enrolments albeit at a timey there relatively
underdeveloped and underfunded. In this part ofwtbdd, massification has
presented both opportunities and challenges and theelast four decades,
these opportunities and challenges have been thecswf notable discussion
among scholars and policy persons. The East Afrisahool of Higher
Education Studies and Development is proud to beiging Makerere Journal
of Higher Educatioras one of the mediums through which contributimnthis
important discussion are made.

In this issue of the Journal, Mande and Nakayitwedinto the effect of
student-fees policies on the quality of universiggucation in Uganda.
Introduced for the first time in the country astpafrthe neoliberal reforms of
the mid-1980s, university education student-feas arsubject of significant
controversy and have been the cause of widespteddnt action. However, in
this empirical investigation, Mande and Nakayiteeirogate the way student-
fees and the ways in which universities approactmthrelate to quality
assurance. These authors confirm direct relatipsdhetween student-fees and
attributes of quality assurance. However, they abgmort an ironic finding:
students expect their universities to offer thenaligp education yet they
protest against the fees increments that the wities adopt to be able to offer
this education.

Namutebi reports on the findings of a study thatestigated diversity
management in universities in Central Uganda. Etlewugh an inherent
attribute of universities throughout the historyhigher education, diversity in
university student and staff populations in Ugandareased multi-fold
following the liberalisation of higher education time country. Yet, Namutebi
notes, universities are not managing diversity widiér paper discusses the
reasons underlying this problem and, subsequenthkes recommendations
for improvement.



Editorial

Foluke et al. report the findings of a study thedrained University of llorin
academic staffs’ perception of harmonization ofdaraic programmes and
qualifications in West Africa. They report that tees a significant difference
in the staffs’ perceptions by gender and duratidnupiversity teaching
experience. However, no significant difference @rgeption of harmonisation
was found on the basis of the respondents’ depattnaad ranks.

Kiggundu reports on the emotional competence aadeleship styles of
managers in private universities in Uganda. Theepagports a direct
relationship between the emotional competence aadekship styles of the
managers. However, the paper also observes, caphaitding for the
university managers has not paid attention to #exlirto enhance the managers
emotional competence. Accordingly, the paper recents that efforts to
enhance the managers’ effectiveness should endeawolenhance their
emotional competence.

Sofoluwe delves into attributes of vocational aachnical education (VTE)
and sustainable development. Giving specific dattanto the provision and
attainment of basic skills, this study scrutinishe impact of VTE on job
creation, self-employment, utilization of locallyaalable resources, provision
of technology and capital formation. This is wittetconclusion that VTE has
potential for boosting sustainable developmentesommendations towards its
improvement are propounded.

Ogunbiyi and Oludeyi discuss citizenship educatfon liberation, with
specific reference to Nigeria. Noting that courstriace problems of low levels
of civic consciousness and prevalence of harmferestypes that are
responsible for a multitude of social ills, thesghars contend that citizenship
education—an important part of extramural higheuoatdion and lifelong
learning—has potential for helping countries tolde#h the aforementioned
challenges. Subsequently, they discuss ways obitixgl this potential.

Finally, Namuleme reports a significant relatiopsbetween the status and
performance of librarians in universities in Ugandat, unfortunately, her
paper also reports that the librarians’ statusnly &fairly satisfactory”, the
inference being that they may not post satisfacpmsformance. Accordingly,
she urges university administrators in the countryre-examine the status
accorded to their librarians.

Editor
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Effect of Fees Policies on the Quality of Universyt
Education in Uganda

Wilson Muyinda Mandé ¥, Margaret Nakayita

1 Nkumba Universitf“Corresponding author: mandewm@yahoo com

Abstract. This paper reports on the findings of a study thas undertaken to

analyse the effect of fees policy on the qualitypiversity education in Uganda.
It reports that every university in Uganda has esfpolicy and that these fees
policies differ in content and implementation. Tip@per confirms a significant

relationship between fees policies and the remrtabf universities. It also

reports that fees policies had a significant effentthe quality of education

provided by the universities. Subsequently, theepafiscusses the main higher
education funding models in the country with sgeciéference to these findings.
This is with the conclusion that the country shoaldbpt an egalitarian cost
sharing model that resolves the limitations of¢heent funding models.

Keywords: Funding; Student fees; Reform.

1 Introduction

This study was conducted to investigate the effiééees policy on the quality
of university education in Uganda. It can be codesl that the term fees refers
to the expenses a student incurs in order to acedssation. In higher
education, the expenses a student incurs inclugdort, functional fees,
accommodation, charges for special projects likeeaech, ICT facilities,
medical, National Council of Higher Education feasd graduation fees.
University fees policies concern themselves witbsthfees and the ways in
which they are paid or waived (cf. Makerere 2007CUJ 2008, Malta
University, 2009, Kyambogo 2013, Griffith 2014, Nkhba, 2013).

University policies can be said to have emergedhduhe medieval period
in Europe. Some of the universities like the Unsitgr of Paris collected two
sousweekly in tuition under Pierre le Mangeur (Wikiped2013). It is right to
contend therefore that fees policy at universityelestarted in a humble
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manner. However, the situation has metamorphosedtbe years. The world's
top universities charge equally top fees as indit@t Table 1.

Table 1: Undergraduate Tuition Fees at selected Top Universities (USD)

University Annual tuition
Massachusetts Institute of Technology (MIT) 36,000
Harvard University 38,891
University of Cambridge 14,000
University College London (UCL) 14,000
Imperial College London 14,000
University of Oxford 14,000
Stanford University 42,690
Yale University 43,100
University of Chicago 45,324
California Institute of Technology (Caltech) 39,990
Princeton University 40,170

Source: http://www.topuniversities.com

It is important to remember that the figures in #i®ve table do not include
costs of rent, food, textbooks, and computers. JKdased universities charge
slightly less because public universities are afldwo charge up to £9000
which is about US$14000 (Byrne, 2013). These tdpeusities have excellent
reputation among employers globally. The fact thattop universities charge
top fees, it goes without saying that quality unsity education comes at a
high cost.

In Uganda, the state bore the entire cost of usityeeducation until the
mid-1980s. There were no private universities.dswluring the mid-1980s that
private universities emerged in the country (Kavu@ll). These became the
fee-charging universities. Public universities afsomulated policies under
which they began to charge fees.

There is a widely held view that the higher thet¢be better the quality of
university education (Mendenhall, 2012). Howevengré are dissenting
opinions on this matter. For instance there aredhwho are strongly opposed
to “the harvardisation” of university education hase it is ruinous (Taylor,
2012). In Uganda, government barred public unitiessifrom increasing
student fees (Namutebi, 2013).

At the private universities, tuition fees have be&wreased for new entrants
(Kwesiga & Anguyo, 2013). Students in both publitdgorivate universities
have intermittently opposed fees policies thateased the cost of university
education (Table 2).
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Table 2: Incidence of Student Strikes Protesting Fees Increments (2008-2014)

University Ownership 2008 2009 2010 2011 2012 2013 2014
Makerere University Public X X X X X
Gulu University Public X

Mbarara University of Public X X
Science

Kyambogo University Public X X

Makerere University Public X
Business School

Ndejje University Private X X

Nkumba University Private X X X

Kampala International Private X

University

Kumi University Private X

Uganda Christian Private X

University

Mutesa | Royal University Private X X

Sources: Kayiira (2008), Habati (2011), Businge (2012), Nakayita (2013),
Odeng (2013), Nteza (2014) and Ahimbisibwe and Namagembe (2014).

Ironically, the same students who are opposedd@ases in university fees are
interested in better quality university educatidgainst this background, it is
apposite to analyse the relationship between codt quality of university
education. This study undertook to conduct thisyams specifically looking
at: 1) the effect of fees policy on reputation afraversity; 2) the relationship
between reputation and quality of university edwcatand 3) the effect of fees
policy on quality of education in Ugandan univeesit In conducting the study,
it was hypothesised that: 1) fees policy has aifsigmt effect on the reputation
of a university; 2) there is a significant relasbip between the reputation and
quality of universities; and 3) fees policy hasgngicant effect on the quality
of university education. The conceptual relatiopshiypothesised between the
variables involved in the study are delineatedigufe 1.

Reputation

A 4

A 4
Quality

Fees policy

A 4

Figure 1: Conceptual Model for the Study of Fees Policy and Quality of
University Education
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2 Methodology

The students who patrticipated in the study haitechfl1l universities. Five of
these were public and the remaining six were peivdihe total number of
respondents was 311. The sample of 311 was coedideifficient following
the rule of thumb, which states that in social rso#e research, any sample
between 30 and 500 can produce credible resultsc@®o 1975). Data were
collected using a structured questionnaire. Apaoimf the items on the
demographic characteristics of the respondentsrdsieof the items were on
the Likert type scale (i.e. “Strongly Disagree” 4"} “Disagree” = “27;
“Neither disagree nor agree” = “3”; “Agree” = “4and “Strongly agree” = “5".
This scale served as a measurement for the effdees policy on reputation,
the effect of reputation on quality and the effeictees policy on the quality of
university education. An expert rated the validity the items in the
guestionnaire, indicating a Content Validity Indefx0.873. Cronbach’s alpha
coefficient for the reliability of the instrumentas established at .911, meaning
that the instrument was internally consistent. Hata were analysed at the
level of confidence p = .01 using Pearson’s Cotimlatest and regression
analysis.

3 Findings, Discussion and Recommendation

The first hypothesis focused on the effect of fpeticy on reputation. To
obtain results for this hypothesis, two tests weagied out: First a Pearson’s
Product Moment Correlation was performed and it rgeg that there was a
positive significant relationship between fees g@pland reputation [r (311)
=671, p<0.01]. This meant that good fees policiege greputation to
universities. The hypothesis was further subjetteckgression analysis. The
results were that there is a linear relationshipwben fees policy and
reputation [F (1,309), = 253.549, p<0.0This suggests that changes in fees
policies lead to change in a university’s reputatibhe Adj. Rfrom the simple
linear regression matrix model was 0.449, meanitvag fees policy explains
45% of the reputation of a university. Accordindliye hypothesis that there is
no significant relationship between fees policy aedutation of a university
was rejected.

In order to identify the factors that make up regioh for the University a
factor analysis was carried out. The results avergin Table 7 below. The
principal factors were extracted using the rotatinethod of Varimax with
Kaiser Normalisation.
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Table 3: Total Variance Explained

Component Initial Eigenvalues Extraction Sums of Squared Loadings Rotation Sums of Squared Loadings

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

Identifiers 1 5.263 43.860 43.860 5.263 43.860 43.860 2.890 24.084 24.084
?Zputation 2 1.453 12.107 55.968 1.453 12.107 55.968 2.477 20.638 44.722
3 1.062 8.851 64.819 1.062 8.851 64.819 2.412 20.096 64.819
4 .955 7.960 72.779
5 .869 7.243 80.022
6 .619 5.156 85.177
7 471 3.924 89.101
8 .367 3.059 92.160

Extraction Method: Principal Component Analysis.
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Table 3 shows that many items were chosen to represputation. Out of the
8 items or cases only three emerged significanes&hwere the ones that
carried an eigenvalue exceeding one. Applying tiated matrix with Kaiser
Normalization, the principal components were exgd@s discussed below.

1. Parents and alumni perception of the reputatioa ofiiversity. This factor
was explained by several main variables: “my parevdnted me to study
here” with a coefficient of .781 measured the facuaite highly. The factor
was also measured by “friends extolling the repoiabf a university”.
This had a coefficient of .730. The fact that shideget their academic
papers on graduation day was another variablectivdtibuted to the good
reputation, yielding a coefficient of .616. Anothemriable which
heightened the reputation of the universities was knowledge that
graduates get jobs soon after their graduatiors Thiried a coefficient of
.608. The other variables which did not yield cmé#ht of .500 and above
were considered weak explicators of the Univergputation.

2. Good name of the university abroad. This factos waplained by the
following items: “The university in which | am styidg has a good name
back home” with a coefficient of .854; current wmsity has very good
lecturers with a coefficient of .780; and the um$ity having a very good
name generally with a coefficient of .641. The imcglion of all this is that
what is said about the University partly influencetsidents’ attitudes
towards the university.

3. Quality of academic programmes. Students beliezademic programmes
in the Ugandan Universities to be very good. Thigdr was explained by
three items: preferred to study in Uganda (.814kfgired a private
university to a public one (.768); and the acadeptimgrammes in this
university are good (.642). With the above analyisis true to assert that
quality of academic programmes heighten the rejoumatf the University.

Some academic registrars and admissions officepdaieed that building
institution reputation costs a lot of moneWyniversities that have built
reputation have had to spend a lot of money otitiasi staffing and publicity.

The second hypothesis stated that “there is noifisignt relationship
between reputation and quality”. This hypothesiss wasted using both
Pearson’s correlation and a simple linear regrasgibe Pearson’s correlation
revealed that there was a moderate positive sogmifi relationship between
reputation and quality [r = .340, p<0.01]. This miethat reputation and quality
go hand in hand: a university cannot have good tatjopm unless it offers
quality education.

Simple linear regression yielded an Adj? Bf .330, which meant that
students and other stakeholders know the qualiywfiversity by analysing its
reputation in academic work. Furthermore, the tesealed that there was

8
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linearity between the independent variable anddéygendent one [F (1, 309)
=1676.137, p<0.01]. The results of the regressi@irimmalso confirmed the

positive relationship between reputation and quéBeta = .340, p<0.01). This
meant that reputation leads to quality in situatievhere philanthropists and
organisations usually prefer to fund reputable ersities so that they continue
offering quality education. In Uganda, reputablaversities like Makerere

attract more funding from multilateral and bilaledanors. This enables them
to offer quality education.

Pearson’s correlation test was conducted to testhifpothesis that “fees
policy has a significant effect on the quality afiversity education”. The test
revealed a strong positive significant relationshgiween the reputation and
cost of a university [r =.361, p<0.01]. These twsindicate that generally
where the fees policy is good, there should beityuatiucation. A university
has to spend money to make quality possible. Mameyes from fees levied
according to a specified policy. The regressionfftments results of Beta =
.361, p<0.01 indicated that fees policy had effeat quality of university
education in Ugandan universities.

A hypothetical model was used to determine theallveffect of fees policy
on quality of university education. The hypothdticendel therefore provides a
reliable explanation that quality is a functionfeés policy, that is, Q = f (FP).
In the explanation the following are taken into@aut:

1. Determining variables — in the model there is atependent variable (fees
policy), and intervening variable (reputation), aaddependent variable
(quality).

2. Establishing causal paths — the causal paths rtléwaariable (3) which is
quality of university education are paths fromt}2) to (3); and from (1)
to (3).

3. Stating assumptions — e.g. all relations are linear

4. Variables are measured linearly left to right.

The paths for the hypothesised empirical modekhosvn in Figure 2.

2. Reputation
67 .34

A 4
3. Quality

A 4

.36

1. Fees policy

A 4

Figure 2: Hypothesised Empirical Model

The paths shown in Figure 2 establish three relahips: a positive significant
relationship between fees policy and reputation;p@asitive significant
relationship between reputation and quality; andpasitive significant

9
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relationship between fees policy and quality. Valgdl (fees policy) is the only
exogenous variable because it has no arrows pgimtinit. This leaves two
endogenous variables in the model, that is varialfleputation) and variable 3
(quality). Each of these variables is explaineabg or two variables.

The paths coefficients were used to decomposelatiomes in the model into
direct and indirect effects corresponding to digaall indirect paths reflected in
the arrows of the model. This is based on rule ithat linear system the total
causal effect of variable A on variable B is thensof the values of all the paths
from A to B. Quality is the dependent variable whilees policy is the
independent variable, the indirect effects and wated by multiplying the
paths coefficients for each path from fees polixytiality. Accordingly, 23 is
the total indirect effect of fees policy on choimleprivate university, plus the
direct effect 0f.36. The total causal effect of fees policy on gya$ ((23+36)
.58. In view of the above model, it is appropriaterifer that fees policy is a
major determinant of the quality education. Thesoflactors which account for
the remaining42 should be only peripheral in the matters of itpalniversity
education.

Although the total causal effect of 58% is moder#tere is some discontent
about the fees paid in Ugandan universities. Fsiairce it is argued that the
fees paid by university students do not reflect thee cost of university
education in the country (Kasozi, 2009). Regardees in most universities
there a proclivity to use the method of benchmaykirhere is also an element
of incrementalismin fees policies of universities. This is wherair@versity
fees policy requires adding a percentage rise es éwery financial year. The
incrementalismmethod does not necessarily reflect the true afsthe
university education.

There have been several funding models for uniyeesiucation. The first
model was complete free university education. Tas in place until the early
1990s. However, this model appears to have prowedstainable. In the wake
of liberalisation policy, government shifted therden of financing university
education to parents. Even though the governmeamtsgps some 4000 students
annually, it does not cover the full cost of tuitiand boarding (Mamdani,
2007). This situation gave birth to the second rhoakich is fully-self-
sponsored students regardless of whether they trpulblic or private
universities. Students or parents meet all the msge at the university.
Consequently, about 70 percent of the students quiatify to join university
miss out. They just cannot raise the fees. Thisadel has not been successful
either. It cannot take Uganda to great levels oktipment if only 30 percent
of the qualifying citizens manage to acquire ursitgreducation.

In view of the limitations of models 1 and 2, gawaent introduced a third
model, which is a student loan scheme. Although & popular way forward, it
has already shown some limitations. It is limitedthose offering science
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programmes at public and chartered private unitressiMoreover, with a high
rate of graduate unemployment, it is likely thads who will get the loans
may find it hard to repay as expected.

Given these limitations, we propose an egalitari@odel of cost sharing.
This is a model where all students in the publid elmartered universities have
all their tuition underwritten by the state whileetother expenses are paid by
parents and students. This should cut across siérgities that are recognised
and across all academic disciplines without disicrétting against those that are
not science based.

References

Ahimbisibwe P. and Namagembe (2014) Police Back&edvae University
students. In the Daily Monitor. ¥3uly. No 196.

Bennington, L. and Cummane, J. (1998), “Measurieryie Quality: a Hybrid
methodology”, Total Quality Management, Vol. 9 Mo pp. 395-405.

Byrne, D (2013) “Tuition Fees at the World's To Waisities”.
http://www.topuniversities.com/ student-info/stutdénance/how-much-
does-it-cost-study-us

Court, David. (1999)Financing Higher Education in Africa: Makerere, the
Quiet Revolution. In
http://iwww.worldbank.org/afr/findings/english/find2.htm

Fields, J.C. (1994), Total Quality for Schools: Aii@e for Implementation,
ASQC Quality Press, Milwaukee, WI.

Frazer, M. (1994),"Quality in higher education: iaternational perspective”,
in Green, D. (Ed.), What is Quality in Higher Educa? SRHE and Open
University Press, Buckingham

Griffith University (2014) Fees and Charges Policy.
http://policies.griffith.edu.au

Habati M A (2011) Makerere University Fees will no¢ increased, lithe
Independent

http://www.collegeconfidential.com/college_admissifcost_of_college.htm

Kasozi A.B.K., (2003), “University Education in Ugda: Challenges and
Opportunities for Reform”.

Kasozi A.B.K., (2009), “Financing Uganda’s Publioilersities: An Obstacle
to Serving the Public Good”, The Decline of Pubfianding for Higher
Education, 1970-2005 pp.27-28.

Kasozi, A.B.K. (2006). The Politics of Fees in Udaninternational Higher
Education http://www.bc.edu/bc_org/avp/soe/cihe/newsletusmi

11



Mande & Nakayita: Fees Policies and Quality of lémsity Education in Uganda

Kavuma R M (2011) “In Africa's universities, qudntithreatens quality”.
http://www.theguardian.com/ global-development/pbye
matters/2011/sep/09/africa-university-funding-arisi

Kwesiga P and Anguyo | (2013) Universities Hike &:elm The New Vision
Available at: www.newvision.co.ug.

Malta University (2009) “University Fees Policy @eiines.” Finance office.
http://www.um.edu.mt.../ feespolicyguidelines 2@(8/4

Mamdani M, (2007),Scholars in the Marketplace: The Dilemmas of Neo-
Liberal Reform at Makerere University, 1989-200ampala: Fountain
Publishers.

Mande W M (2007) Quality Pedagogy as a modified stmctivism. In
Nkumba University Educational BulletiBntebbe. Nkumba University

Mande W M (2009) The Effect of Cost on the QuatifyMBA programmes in
Ugandan universities. IMakerere Journal of Higher Educatiotiampala
Uganda

Nakayita M (2013)The cost of university education and choice of gigv
universities in Uganda by international studentsc#@se of Nkumba and
Kampala International Universities.Unpublished MBA dissertation.
Entebbe: Nkumba University

Namutebi J (2013) Tuition policy, MPs summon Maker&niversity Council.
http://allafrica.com/ stories/201303281352.html

Nkumba University (2013) Fees Policy Manual. Unjsi#d

Nteza M (2014) Makerere Students Strike Again.
http://chimpreports.com/index.php/news/ eye-repd@s43-photos-
makerere-students-strike-again.html

Roscoe J T (1975) The Fundamental research statiir the behavioural
sciences. ? Edition. Holt, Rinehart and Winston. New York.

Taylor A (2012) Harvard is ruining the world's ydbst
http://www.businessinsider.com/french-professoraed-is-ruining-the-
worlds-youth-2012.

12



Makerere Journal dfligher Education

ISSN: 1816-6822; 6 (1) (2014) 13 — 30

DOI: http://dx.doi.org/10.4314/majohe.v7il.2
&e==p © The Author(s) 2014

East African School of Reprints & permission: EASHESD

Higher Education Studies & Development http://ajol.info/majohe

Implementation of Staff Recruitment Policies and
Diversity Management in Universities in Central Ugada

Edith Namutebt

! Mutesa | Royal UniversitjE-mail: edithnamutebi29@gmail.cdm

Abstract. Universities in Central Uganda exhibit shortfallstire area of staff

diversity management. This is threatening the dgrakbnt of the universities.

However, hitherto, the reasons for the said shbmfare not clear. This paper
reports on the findings of a study that delved ititese reasons, with specific
reference to staff recruitment policies and theiplementation. It reports that the
fairness of the universities’ employee recruitmguidelines and the way these
are implemented are significantly and positivelyhwthe universities’ diversity

management. The failure to manage staff diversity fair manner is attributed to
unfairness of some of the universities’ recruitmgmticy guidelines albeit

partially; adherence to the guidelines was fountidanore significantly related

to effectiveness in diversity management. Subseatyyehe paper recommends
elimination of recruitment guidelines that discriraie against some would be
qualifying applicants and strict adherence to thécg guidelines that promote

staff diversity.

Keywords: Diversity management; Human Resource Managemengi@ance.

1 Introduction

Failure to manage diversity in a fair manner is afighe main challenges
facing universities in Uganda (Izama, 2013; Tet@310). This is particularly
depicted in the demographic characteristics of ghiestitutions’ academic
workforce (Ntayi, Beijuka, Mawanga & Muliira, 2009s specified in Section
6(3) of the Employment Act of Uganda, 2006, thasaracteristics include sex,
ethnic background and religion. The same Act indsahat all employing
organisations in Uganda should build their workéoitt a manner that is fair to
all qualifying people, irrespective of these denagdpic attributes. However,
realisation of such fairness has eluded most olttieersities as is evident in
the asymmetrical composition of their workforce ténms of sex, for instance,
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Hassan (2012) indicates that women are still afijcunderrepresented in the
academic workforce in Central Uganda. This is sufgobby the National
Council for Higher Education (2013), which indicait¢hat the academic
workforce of Central Ugandan universities is 87%anén terms of ethnicity,
the analysis of Makerere University, Kyambogo Umsity, and Mbarara
University of Science and Technology staff list®X@, 2011, 2012 and 2013)
reveals that most of these universities’ departmeate dominated by
employees belonging to the same tribe as thateoh#dads of the departments.
The analysis of the religious composition of theseversities’ academic
workforce reveals that on average, it is 94% Cianisand only 6% Muslim.
Religious imbalances are also evident in the academorkforce of most
private universities in the region. It is not uncoon to find Catholic,
Protestant or Muslim academic employees dominatingniversity whose
foundation body is Catholic, Protestant, or Musloriented, respectively,
especially at a management level (Namutebi, 20IR) does not mean that
there are no women or people of different ethmisitand faiths that are more
suitably qualified to be employees in these unitiess (cf. Mwesigwa, 2014;
Lule, 2013; Nabulya, 2013; Ntambaazi, 2013; Actia@hfternational Central
Uganda et al., 2012; World Bank, 2008).

Harvey (2011) suggests that such diversity mismamagt may make the
universities lose out on becoming more competiivel successful. It could
deny them access to the widest possible pool disshibilities, and ideas. It
may also limit their chances of building a publicaige by which they can win
full community acceptance and support (Guest & &loa&, 2011). When an
organisation is sensitive to attributes of diversihat are critical to the
community it is serving, it makes people feel faileated and this motivates
them to respond by supporting it as their own oiggtion (Kochan et al.,
2003). They associate with it as loyal clients,siderate suppliers, supportive
lenders, or willing providers of information the ganisation requires to
understand and respond to the needs of the markatsatisfactory manner
(Kochan et aJ 2003). This improves the success of the orgdoisdKarsten,
2006). In contrast, any organisation whose divermrsiainagement does not pay
attention to the diversity features that the peapkerves consider important
finds it difficult to succeed. It makes people fedienated to the extent that
they become indifferent to the organisation (Lay@@92; Wheeler, 2001).

Accordingly, the diversitynismanagemenh universities in Central Uganda
reported above presents as a significant problenttineatens the universities’
development and sustainability. There is need werstand why it exists—to
determine what needs to be done to overcome it.edewy a gap in knowledge
on the subject relates to the fact that most ofwhiéing on the subject is
descriptive, presenting information about its pftemae albeit without
accounting for the same and what may need to be tlwovercome it. This
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study was conducted to fill this gap. Specific atittn was paid to staff
recruitment policies as an instrument of diversityanagement in the
universities because recruitment policies and thg thiey are implemented are
one of the main means through which organisatiorenage diversity
(Mayhew, 2014; Jeffrey, 2011; Katusiime-Muhwezi,1@0 Four specific
research questions were addressed: How do stafiniversities in Central
Uganda perceive their universities’ managementeoidgr, ethnic and religious
diversity? How do staff of universities in Centtégjanda perceive the fairness
of the guidelines prescribed by the universitieruitment policies? To what
extent do universities in Central Uganda implentiet guidelines prescribed
by their recruitment policies? What is the relasibip between the content and
implementation of recruitment policies and diversitnanagement in
universities in Central Uganda?

2 Related Literature and Knowledge Gap

Literature indicates that diversity management ifeckntly defined and
approached. However, the definition adopted in gaper is one given by
Thomas (2005). Describing diversity as a concegit $hbsumes all “individual
differences that are socially and historically figant and which have resulted
in differences in power and privilege inside as Ilwaek outside of
organizations,” Thomas (2005) defined diversity agement as “a
comprehensive managerial process for developingraironment that works
for all people” (p.9). This definition is adopte@&dause of its emphasis on
managing diversity according to differences tha swocially and historically
significant. This emphasis underpins Central Uganddgtuation, since the
differences stressed in the employment sectorisfdbuntry are those that are
historically and socially significant.

According to the diversity theory of inclusion, amganization needs to
balance its workforce in terms of these demograpmliiferences not only
because they are historically and socially sigaificin the labour market; but
also because they help to create a workforce thalbles the organisation to
acquire diverse competences, a better understarafirigy market, a public
image or reputation that improves its acceptabiitthe community it serves,
and subsequently, improved success in businese/gifad2011; Melanie, 2007,
Siddall, King, Coleman & Cotton, 2004). Literatuiredicates that diversity
management can be accomplished through affirmagiggon, involving
application of international and national legisiatithat promote diversity
through non-discrimination (Marlene, 2006). It adso be encouraged through
administrative actions intended to promote socigtige by focusing on
equitable balancing of the workforce according titioal diversity attributes
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(Harvey, 2011; Scott, 2007). Diversity managemean @also be promoted
through the market-driven diversity management eggh (Guest &
Shacklock, 2011; Tatli & Ozbilgin, 2009). This idasiness-oriented approach
that involves being responsive to the market anerefiore focusing on
workforce inclusion and acceptance based on seihgitiot to merit alone but
also to non-merit demographics that make the wockfa true reflection of the
market, especially in terms of socially and higtally critical attributes such as
sex, ethnicity, sexuality, marital status, racelogn religion, disability,
nationality, and a host of other attributes of esypks and potential employees
(Flood et al., 2008; Vaughn, 2006). Research hawsithat one of the ways by
which organisations can promote diversity managémi@enolves using
recruitment policies (Mayhew, 2014; Jeffrey, 2011).

A recruitment policy refers to the action plan tigaides an organisation as
to what should be done whenever there is need dorutment (Tatli &
Ozbilgin, 2009). This policy is made up of guideln (rules, standards,
procedures and practices) stipulated to be followbdnever an organisation
such as a university is soliciting, contacting, aaiding the interest of suitable
candidates to apply for vacant posts (Noeleen, iBigawiney, 2003). It is
these guidelines that determine how an organizathmuld identify and attract
suitable candidates internally or externally. Thesrefore have to relate to how
diversity is managed in an organisation like a arsity. Research has shown
that the guidelines do not relate directly to déitgr management; they do so
through their observance by those implementing tligatusiime-Muhwezi,
2010; Knouse et al., 2008; Tatli & Ozbilgin, 200Baylor, 2009; Thomas,
2005; Eitelberg & Mehay, 2004; Heather & Limberg2004; Hays-Thomas,
2004, Siddall et al., 2004; Jackson, Joshi & Erh&@03; Von Bergen, Soper
& Foster, 2002). These studies have, nonethelessn lronducted outside
Central Uganda and about organizations that arécalyp different from
universities in general and those in Central Ugangzarticular. Consequently,
the relationship between recruitment policy guitedi, their observance and
diversity management remains to be establishedamagd Central Ugandan
universities are concerned. This study was neemladdress the relationship.

In particular, Eitelberg and Mehay (2004) obsertleat good recruitment
policy guidelines should not encourage discrimiratagainst job applicants.
They should not encourage advertisement of perguecifecations that
discriminate against men or women applicants, blackvhite applicants, or
against applicants of different religious affil@is. Recruitment policy
guidelines should generally not be used to pronastg form of non-merit
discrimination against potential applicants. Thedservations suggest that
good recruitment policy guidelines are tools foromoting diversity
management through minimization of discriminatianan organization. They
therefore translate into attracting all job appliisawho possess the necessary
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job requirements, irrespective of their genderbati religious and other
differences.

Knouse et al. (2008) stressed that recruitmentypguidelines that should
be observed for effective diversity management #Hrese that enable
organisations to strategically harness the variadsantages of diversity,
including increased innovativeness, productivitiffe@iveness, acceptability
and therefore marketability to a wider base ofntbée. Tatli and Ozbilgin
(2009) concurred with Knouse et al. (2008) wherytbbserved that today,
recruitment policy guidelines that promote diversihanagement are the
guidelines that strategic organizations use to ttam benefits of inclusion
through recruiting employees irrespective of thgdnder, being in minority
groups, or their geographical location. Heather &mdberger (2004) had
earlier on observed that such recruitment has besie possible by the advent
of Internet technology. Employees can now be réeduirom any part of the
globe by just advertising vacant posts via an dagdion’s website.

Zairi (2008) noted that recruitment policy guidelinthat promote diversity
enable organizations to build a quality workforbeotigh attracting a pool of
employees who are innovatively, skilfully, and dgraphically diverse, and
who, therefore are more productive and acceptabtbe market. Zairi (2008)
observed further that through the use of diverstruitment policy guidelines,
the level of disgruntlement hitherto felt by mirtgrgroups as a result of being
left out when recruiting employees has considerdbblined.

According to Kochan et al. (2003), recruiting aedise workforce carries
with it a tendency establishing good relationskapd partnerships as well as a
good reputation with communities from which the lforce is drawn. Such
advantages help to build a favourable public amiajlimage, which puts an
organization in a better position to keep on atingcand retaining more and
more of the best talent all over the world, irretpe of the sex, ethnic and
religious differences (Kochan et al., 2003). Rededras however, shown that
using recruitment policy guidelines as tools of edsity management has
tended to be challenged by a number of issueshdrfitst place, it has been
observed that for recruitment policy guidelines gocceed in promoting
diversity management, they have to be clearly aete about it (Shackleton,
2007; Scott, 2007). The policy guidelines shodkhdy state that they are
intended to create a diverse workforce based onatienale of the diversity
theory of inclusion (Saunders et al., 2008). Theyudd also encourage market
research for purposes of scanning and followinghepdemographic changes in
the market so that the changes can be reflectetia@nrecruited workforce
(Sajjad-ur-Rehman & Marouf, 2008). It has been adgthat human resource
professionals should make use of the latest markstarch to diagnose
diversity and to reflect it in their organizationgcruitment policy guidelines
(Jackson et al., 2003; Von Bergen et al., 2002).
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Unfortunately, not many recruitment policy guideknare as flexible and
responsive to diversity changes in the market ag should (Joshi & Erhardt,
2003). As a result, the guidelines compromise awt®f promoting the
changing nature of diversity attributes of the nerkwhich minimizes the
chances of an organization to realize a diverse&famre and its associated
benefits. Specifically, the method the guidelinesspribe to advertise available
vacancies can affect diversity management in aifgigntly adverse manner
(Knouse et al., 2008). Vacancy advertising methdetermine whether the
information reaches or does not reach all eligjbkeapplicants. These include
referrals; contacting and establishing relationshith companies that look for
suitable candidates through offering incentivespgaition, and rewards; and
connecting with external diverse professional oigtions and communities
(Siddall et al., 2004). In some organizations, hmvethe methods prescribed
to recruit employees tend to eliminate some pakmandidates by leaving
them uninformed about the job (see, for exampleygWia, 2006; Nannono,
2009).

According to Ursell (2009), it is very common tovadise a vacant post and
only people of the same tribe, religion or gendmlypand emerge as the most
suitable for the post. It is also common to finditaiation in which the policy
guidelines in place to guide recruitment throughennal transfers and
promotions favour people from the same tribe, r@tigor gender (Kerslake &
Goulding, 2006). This has been witnessed in thdtanjl arm of Central
Uganda government as a result of the institutiohistory. Although
administrative diversity management is recommendeich a situation, it has
not yielded expected outcomes. Could this also yagpl the country’s
universities as well? The answer requires an eogbimvestigation; hence the
need for this study. After all, the fact that retnent policy guidelines may fail
to guarantee fair diversity management has beepostgu by Zairi's (2008)
research, which shows that more emphasis could Uieop recruiting a
particular person rather than on the purpose, remgnts and demands of the
job itself. This tends to occur in organizationsenéh competence and merit
recommended by policy are compromised by orgawisaliculture, patronage,
nepotism, bribery, corruption, favouritism, or medntial treatment (Saunders
et al.,, 2008). These practices tend to ignore timgpgse of the recruitment
policy and instead promote the interests of inftlinpersons in the
organisation (Palmberg & Garvare, 2006). In sudhasions, even when a
vacant post is advertised as required by polidyjobl applications received in
response are simply disposed of in dustbins witlewain paying attention to
whether the applicants are more suitable than ¢éingop preferred by influence
wielders or not (Ursell, 2009). These observatiomgly that when a particular
candidate is preferred to take up a job, managiivgrsity based on the
prescribed recruitment policy guidelines becomd8cdit. It is however not

18



Makerere Journal of Higher Education

clear whether this also happens in universitie€émtral Uganda; hence the
need for this study. Another barrier to the sucasfsa recruitment policy in
promoting diversity management is that the edunatitevels of some groups
may be historically so low that the groups canratotirably compete with
other groups (Palmberg & Garvare, 2006). In fagsearch has shown that a
policy intent to promote diversity in an organipatimay be challenged by the
fact that not enough qualified people may be olethiitom some demographic
groups to fill certain positions (Palmer, 2003). offmer challenge has been
identified as personal preferences and interestsneSpeople may not be
interested in certain jobs even when they quabfythem (Palmer, 2003). This
limits recruiting diverse candidates.

In general, literature indicates that through th&lelines they prescribe and
how the guidelines are observed, recruitment pdigilay a role in ensuring
that organisations like universities manage ditensi a fair manner as far as
sex, ethnic and religious differences of job applis are concerned. Literature
also indicates that the ability of the policies dasm compromised when the
prescribed guidelines are not observed as a resuibterferences such as
organisational culture, personal influences of ¢hosntrolling the recruitment
process, and other influences. Notwithstandingruinent policy guidelines
may be limited in their ability to promote a diversvorkforce. A key
conclusion from the foregoing literature that retato the problem of diversity
mismanagement in universities in Central Ugandtnas part of the problem
may be with the policies themselves while partha problem may be due to
the way these policies are implemented. Reviewefliterature also indicates
that, unfortunately, in the case of these univiesiinformation on attributes of
both these variables is generally non-existent—agyly because hitherto,
research had not been conducted on recruitmentigmliand diversity
management. It is against this background that shisly scrutinised these
attributes, including the perceptions staff of tn@versities hold about the
same.

3 Methodology

The study was conducted following a descriptivessrsectional survey design
through which primary data were collected from austirators and academic
staff of the selected universities (Table 1).

Table 1: Population and Sample

Respondents Population Sample* Respondents
University administrators 96 76 50

Academic staff members 136,002 384 210

Total 136, 098 460 260

*Cited from Krejcie and Morgan (1970)
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Multistage sampling was used to select the samjies probability sampling
technique was used to facilitate selection of tistigally representative sample
in a highly cost effective and time-saving manmegrésti & Finlay, 2008). The
universities in Central Uganda were first clusteired two categories: public
and private. The private universities were furtteiegorised into those that are
denominational and those that are sponsored bigtrfdabsequently, the lottery
method of the simple random sampling technique waed to select
universities from each category. Eleven (11) ursitieys, representing 39
percent of the universities in the region were et This proportion was
greater than the minimum of 30 percent recommengedSaunders et al.
(2003) as the sample size required to attain Statisrepresentativeness. In
each of the selected universities, convenience kagnwas used to select the
respondents because it facilitates selection aowprtb the accessibility of
respondents (Amin, 2005).

Data was collected using a self-administered oomstire. The
questionnaire elicited responses using a Likertesoh responses stretching
from “Strongly Disagree” (1), through “Disagree”)(2Not Sure” (3), “Agree”
(4), to “Strongly Agree” (5). The content validitpdex and Cronbach Alpha
coefficient of the questionnaire were establishe®2 and .9 respectively. The
data collected was analysed using descriptivestitzdji ANOVA, correlation
and linear regression analysis.

4 Findings

The findings are presented according to the objestdf the paper. The first
objective was to establish the perceived level ahaging sex, ethnic and
religious diversity in universities in Central Ughkm Chi Square and ANOVA
findings are shown in Table 2.

Table 2: Perception of Diversity Management (Mean Scores, N = 260)
Attributes of Diversity Management D P T F Sig.
The university has rules for ensuring that its 1.05 2.01 1.61 8.11 .000
academic workforce is balanced
Staffing of the university follows relevant laws 1.06 3.51 1.55 9.91 .000
on affirmative action

The university endeavours to balance 1.19 3.55 1.63 19.01 .000
attributes of diversity in its workforce

University respects international diversity 1.13 2.19 1.56 11.88 .000
management conventions

The university’s academic workforce is as 1.13 2.43 1.60 15.913 .000

diverse as its the society
KEY: D = Denominational; P = Public; T = Trust
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The levels of significance (Sig.) in Table 2 revéadt all the F-values were
significant at the.01 level of significance. Thimplies that the perception of
gender, religious and ethnic diversity manageméferdd significantly across
the universities. In particular, the mean distiidmitreveals that the respondents
from private universities “strongly disagreed” dhthe indicators of diversity
management. This suggests that these universiges mot managing diversity
appropriately. This distribution indicates furthbat diversity management was
not given attention even in public universitiesgept in terms of applying laws
on affirmative action (mean = 3.51) and making gff@o balance the academic
workforce in terms of such diversity attributes sioiered critical in the region
(mean = 3.55). However, these mean values were ¢w$4’, implying that
even in these cases, the level of managing thiersity was low. A careful
scrutiny of the mean values corresponding to thendation bodies of the
universities points to a similar pattern of intetation.

Table 3: Fairness of Recruitment Policy Guidelines (N = 260)
Recruitment Policy Guidelines Mean Std.
The policy requires that no vacant post should be filled 4.75 .102
before it is advertised in public media

The university’s recruitment policy allows recalling a 4.75 .102
retired employee to fill a vacant position

In case the university is recruiting internally, the policy 4.56 132
requires putting up an internal advert informing all
employees about vacancies

The mean distribution in Table 3 indicates how aypés described the
fairness of the guidelines stipulated by their engsities’ recruitment policies to
potential job applicants. Based on the responsde,seaspondents who
“strongly agreed” (mean close to ‘5") implied thiae guidelines were very fair
to potential job applicants. Based on this inteidren, the mean values in
Table 3 indicate that respondents “strongly agrewtti all the guidelines. This
implies that the universities’ recruitment policyidelines were fair to potential
job applicants. However, review of the universitiescruitment policies

revealed that their guidelines specified only acade qualifications or

competency requirements that an individual neededdcupy a post. The
situation was different in one of the denominatlanaversities. In addition to
the stipulated merit requirements, the recruitmpalicy stated that, “All

applicants for the post of vice chancellor and dgpice chancellor should be
born again and preferably Anglican.” Another poliejso belonging to a
denominationally founded university required allpkgants for the posts of
university chancellor and vice chancellor “to betl@dic by faith.” These
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findings suggest that some of the universitiesruiément policy guidelines,
which administrators and lecturers described ag far, prescribed guidelines
based on non-merit diversity characteristics.

Table 4: Adherence to Recruitment Policy Guidelines (N = 260)

Recruitment policy guidelines Mean Std.
Vacant posts are advertised as prescribed in the policy 1.16 .048
guidelines

Applicants for posts are considered on the merit of their 1.16 .048
qualifications

Not only relatives of influential university officials are 1.51 .058
recruited in the university

The university’s recruiting officers work with integrity 1.99 .002
Candidates for positions don’t have to be favoured to be 1.09 .064
recruited

Transfers are done in a legitimate and fair manner 1.09 .064
Promotions follow prescribed guidelines 1.16 .048

Majority of the positions are filled in accordance with relevant 1.99 .002
guidelines

A careful analysis of the distribution of the meaegeals that the respondents
generally disagreed (the means were close to ‘16 &2’) with all the items in
Table 4. For instance, respondents strongly disalgteat a vacant post was
advertised as prescribed by policy not after agrets fill it had already been
identified through the personal influence of the tdficials in the unit (mean =
1.35, Std. =.057). This implies that vacanciesenaatvertised after being filled.
In the same way, the findings in Table 4 indicdtat tthe recruitment policy
guidelines prescribed by the selected universitresre perceivably not
observed whenever recruitment took place. Thisfudker substantiated when
respondents were asked to comment on whetheruhgiersities’ recruitment
policies served their intended purpose as expeQad.of the respondents said
that:
To some employees the policy is followed and ieiedl serves its purpose.
To others, it is completely violated and the pug@scompromised. You
see, some of my colleagues here smuggled theiiirwdlyis not clear how
they came in. So, serving its purpose or not dependwvho is assessing it
and how he or she was recruited. It also dependsoan an employee
views what goes on in their departments as faeasiiting employees is
concerned. In general, it can serve its purposhase recruiting do not
have anyone in mind to fill the vacancy.
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One administrator responded thus:
I highly doubt whether the intention of our recnoéint policy is realized as
expected. In fact, it is abused by the top admaiisin to the extent that |
cannot believe what is going on. It appears theurgoent policy was
abandoned a long time ago. Employees here areitegtraccording to
desires of one big boss. It is all a one man’s @ger We just see new
employees being recruited.

Another administrator made the following comment:
Don’t even talk about serving the intended purpd®gben you read what
the policy states and compare it with what goeshere, you conclude
straight away that the policy is not followed. Eoy#es are recruited
according to bosses’ wishes...

Yet another one said:
No comment. | am just sick of what is going on hétew can you talk
about a (recruitment) policy serving its purposewkve have people from
one tribe here? Which policy stipulates such a gse@ | need to be
educated on this.

The findings above suggest that the observanceiidetnes stipulated by the
recruitment policies of the selected universitefs & lot to be desired.

Table 5 shows that the correlation coefficienttf@ relationship between the
fairness of recruitment policy guidelines and dsitgr management was
positive (r = .198) and significant.

Table 5: Relationship between Recruitment Policy and Diversity Management

Variables Statistics  Fairness of Implementation Diversity
recruitment of recruitment management
policy guidelines policy guidelines

Fairness of Pearson (r) 1

recruitment Sig. .

policy guidelines N 260

Implementation Pearson (r) .481** 1

of recruitment  Sig. .000 .

policy guidelines N 260 260

Diversity Pearson (r) .198* .439* 1

management Sig. .001 .000 .

N 260 260 260

** Significant at the 0.01 level, *Significant at the 0.05 level

The correlation (r = .439) between observance @& tacruitment policy
guidelines and the level of managing this diversitgs also positive and
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significant. After establishing that positive rétaiships existed between these
variables, linear regression analysis was condutiedetermine whether the
relationship was predictive (Table 6).

Table 6: Diversity management by fairness and implementation of
recruitment policy guidelines

Diversity Management

Std.
error of
Std. Adjusted the
Predictors Error Bt Sig. Rz R? F Sig. estimate
Constant .105 8.817 .000 .609 .607 59.755 .000 .006
Fairness of .045 .077 0.705 .570
recruitment
policy
guidelines

Implementation .089 .708 21.115 .000
of recruitment

policy

guidelines

The level of significance in Table 6 indicates tileeresponding F-value (F =
59.755) was significant at the .01 level of sigrdfice (Sig. = .000 < .01).
Therefore, the corresponding Adjusted R-Squareevalu.607 indicates that
both the fairness and observance of the guideshpslated by the recruitment
policies of the universities that participated e tstudy predicted the level of
sex, ethnic and religious diversity by a signific&0.7%. This implies that the
fairness and observance of these guidelines detedrthe level of diversity
management in Central Uganda’s universities irgaitant manner. In terms
of individual predictors however, the fairness bk tguidelines was not a
significant predictor (Beta = .077, t = 0.705, Sig..570 > .05). Only the
observance of these guidelines predicted the leyal significant 70.8% (Beta
=.708, t = 21.115, Sig. = .000 < .01). These fgdiindicate that the level of
diversity management realised in Central Ugandawveusities depended much
more on the observance than on the fairness ajutdelines stipulated by the
universities’ recruitment policies.

5 Discussion, Conclusion and Recommendations

Findings indicate that the fairness and observarfidbe guidelines stipulated
by recruitment policies of universities in Centtdganda related with the
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universities’ level of managing sex, ethnic andigiels diversity in a
significant, positive and predictive manner (Tabland Table 6). The findings,
therefore, concur with the observations made byusecet al. (2009), Tatli and
Ozbilgin (2009) and Taylor (2009). Each of thedeotairs came to a conclusion
that the extent to which a diverse workforce isnpoted or minimized in an
organization is significantly determined by the umat of the guidelines
stipulated by recruitment policies and how thesielgines are observed. The
established relationship indicates that this wagelss the case in the
universities that participated in the study. Theifpee nature of the relationship
reveals that the level at which sex, ethnic anidimis diversity was managed
varied in the same direction with the level of i@iss and observance of the
guidelines stipulated by the universities’ recrutinpolicies. In other words, if
the guidelines were highly fair to potential jobpigants and if they were
observed as stipulated, they translated into hegkls of managing sex, ethnic
and religious diversity, and vice versa. Therefte,low to negligible levels of
managing this diversity (Table 2) imply that tharas something not right with
the fairness and observance of the guidelines.

The findings in Table 3 indicate that the guidedingere generally very fair
to potential job applicants. This would suggestt tilee fairness of the
recruitment guidelines did not explain the low lleeksex, ethnic and religious
diversity in the universities. However, documenalgsis revealed that some of
the universities’ recruitment policies entaileddrlines that were unfair to all
potential job applicants. The unfairness was irmgerof fixing religious
affiliations of applicants to particular jobs, esjadly those at the senior or top
management level. Obviously, this unfairness wasrihhinatory as it could
make some of the would-be competently right persmtdo be considered for
the jobs. It is therefore the kind that led therfass of the guidelines to relate
positively and significantly with the low levels ofianaging sex, ethnic and
religious diversity in the universities (Table R)is worth noting that the fact
that the relationship was weak and not signifigargtedictive (Table 6)
suggests that the unfairness of the guidelinesneha strong contributor to the
negligible management of sex, ethnic and religdiusrsity in the universities.

Accordingly, the strong predictive and positive atelnship that the
observance of the guidelines had with the leveinahaging sex, ethnic and
religious diversity (Table 5 and Table 6) effeclivémplies that it is this
observance that accounted for the low to negligibieels of this managing
management. This is substantiated by the findinggable 2 and Table 4. The
findings in Table 2 indicate that the managementttoé diversity varied
between low and negligible levels. The findings Tiable 4 indicate that
whenever recruitment took place, the universitiegsruitment guidelines were
not observed as stipulated. Clearly, not obsenthg guidelines that were
perceivably very fair to potential job applicantfable 3) translated into
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negligible diversity management (Table 2). Furtlsetbstantiation of this

argument is derived from the qualitative findingisese findings also revealed
that instead of following the guidelines, recruitihef employees was largely
according to the wishes, desires and personal ctsnté the top administrators
or those in charge of the recruitment exercise. ioth attention was paid to
following the guidelines.

The findings indicate that the failure to managg, sghnic and religious
diversity in Central Ugandan universities is padkplained by the unfairness
of some of the recruitment policy guidelines th&cdminate against job
applicants based on religious affiliation. Thisldee is also significantly
explained by the fact that instead of following tm®n-discriminatory
guidelines as stipulated in the universities’ rganant policies, recruitment of
employees follows wishes, desires, influences ampdsgmal contacts and
relationships that senior university administratarsl those in charge of the
recruitment process have with job applicants.

Therefore, it is recommended that the managemerthefuniversities in
Central Uganda improves the management of diveisyty 1) eliminating
recruitment guidelines that discriminate againsteptial job applicants on
account of their religious affiliations; and 2) ariag that the universities’ non-
discriminatory recruitment policy guidelines areplemented.
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Abstract. This study examined University of llorin academiaffs’ perception
of harmonization of academic programmes and quatifins in West Africa. The
findings were that there is a significant differen;m the academic staffs’
perceptions by gender and duration of universigcliéng experience. However,
no significant difference in perception of harmatisn was found on the basis of
the respondents’ departments and academic rankthedmasis of these findings,
the researchers recommended that ECOWAS providedsfua encourage
academic activities that foster harmonization amoogperating member states.
It is argued that the organisation can also orgatriainings and workshops for
stakeholders on harmonization of academic prograsrane qualifications. This
will help to update the academic staffs’ knowledgé harmonisation of
programmes and qualifications.

Keywords: Harmonisation; Mobility; Internationalisation.

1 Introduction

Education is seen as bedrock of development in @aaon. The term
“education” can be defined as a process of tratisigithe cultural heritage,
stabilizing the present thereby positively shapthg future. This process
involves the development of the cognitive, affeetand psychomotor aspects
of the learners (lbrahim, 2006). Education is tl¢ af acquiring general
knowledge, developing power of reasoning and judgmahich prepares one
intellectually for a mature life. Right educatiomsha way of transmitting
accumulated knowledge, skills, customs and values fone generation to
another. An educated person is one that has atcagstimal state of mind
regardless of situation. Such a person is ableetweive accurately, think
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clearly and act effectively to achieve selectedigjo&ducation also refers to
the process of learning and acquiring informatidihe formal system of
education is done through institutions such assti®ol. Basic and advanced
skills are taught in school, which makes the sttalemployable in the world of
work (Alexis, 2011). In short, education is futuiented and it is all about
development and growth. The education system irefiigis guided by the
broad National Policy on Educatiorand it involves the development of
individuals in order to equip them to make some tiboation to human
development according to the best of their capgg{Wilson, 2003).

In Africa, there are different systems of educatard they are normally
based on the ideology of each country. The majal @f harmonization of
academic programmes and qualifications includedefiogy comparability
among qualifications, enhancing the global competitess of African
universities, promoting the mobility of student-dacademic staff across the
continent, bridging the gap between disparate adutEd systems that exist as
a result of colonial legacies, providing an intdigig platform for dialogue,
facilitating effective quality assurance mechanismg ensuring that African
higher education becomes a dynamic force (HoosemchBr & Khamati,
2009). The lack of recognition of different forros certification has limited
African integration and mobility of students acrdssican countries. Africa
Union (2008) stated that the Commission has thezefmbarked on the
process of developing a framework for the harmditrnaof higher education
programmes on the continent. With the introductioh harmonization
programmes, countries can share technologies atticagame time facilitate
good educational policies (Associations of Afridamiversities, 2004).

Harmonization of academic programmes refers to téeognition of
certificates from any West African countries asidzaby the competent
authorities (International Conference on Accreititat 2006). Sabaya (2004)
revealed that African countries are moving towasggonal integration through
the efforts of Africa Union Commission. The majarpose of Africa Union is
based on building a united and strong Africa tlogtuses on promoting peace,
security and stability as prerequisites for implatmg the development and
integration agenda of the African Nations (Afriddnion Commission, 2004).
Therefore the mission policy of Africa Union invely the exchange of
experience and harmonization of policies and prognas within Africa.

In 1998, the education ministers of France, It@yeat Britain and Germany
gathered in Paris to sign the Sorbonne Declaratitich was aimed at
harmonizing the architecture of the European HigBkelucation systems
(Sorbonne Declaration, 1998). The Bologna Declanatvhich was signed by
29 European education ministers led to the Boldgmeess. The major aim of
the Bologna Process was the creation of harmorzedrammes within the
European Higher Education which will help academstaff and students to
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move with ease for employment (Bologna Declaratid®99). The Arusha
Convention (2008) is Africa’s primary strategy arfichmework for the
recognition of qualifications obtained from diffatéAfrican countries (African
Union, 2008). According to Ogbe (2007), ECOWAS signa protocol on
education and training which resulted in the adoptf a general convention
on the recognition and equivalence of degreesputlipt, certificates and other
qualifications in ECOWAS member states. The AruRlegional Convention
was based on the Recognition of Higher Educatiardi8s and Degrees in
Africa. This was adopted in the year 1981, with i@w to promoting
continental cooperation through the academic mgbibf lecturers and
students. Arusha convention was aimed at compléntertinited Nations
Economic Commission for Africa’'s (UNECA's) effortswards the promotion
of international academic mobility. It is also aunat facilitating training of
human resources in order to promote the creatidrapplication of knowledge,
S0 as to improve the quality of higher educatioNBTA will identify, support
and create synergy between West African countnieb relevant agencies at
continental and regional levels (Shabani, 2004).

Sawyerr (2002) noted that harmonization of acadgoegrammes promotes
international and regional cooperation by creamgreness and encouraging
African integration. This will equally facilitatehé quality of education and
comparability of qualifications awarded across @dn countries.
Harmonization process can also help to develop gquodlity assurance
mechanism and at the same time enhance the qohbiyademic programmes.
Also, when African countries have the same bencknfar academic
programmes, good networking among all stakeholdansbe promoted. Naido
(2004) affirmed that promoting human resource dgwaent, mismatch
between skills and acquired academic qualificatiowl brain drains are the
major challenges among African countries.

1.1 Statement of the Problem

Harmonization of academic programmes and qualifioat has become an
issue of concern to different countries becausecthee different systems of
education based on different national values agaldies across Africa. Despite
the availability of the benchmark provided by theatidnal University

Commission (NUC) in Nigeria, there are still diffeces in the delivery of
courses from one university to another. The taskafmonizing all these
courses can be very challenging. The lack of retiog of different forms of

certification has discouraged research and coliher efforts within Africa

(Magagula, 2005). Comparing higher educationatjmmmes in a meaningful
way is one of the biggest challenges in regionaimioaization processes
(Jokivirta, 2006). Such a task would be capitakmsive and as such most
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countries have refused to be signatories to thmdwaization process in West
Africa (African Union Commission, 2004). The devaheent of benchmark
standards for related programmes within the Wesic&h region is a major
challenge. Knight (2006) carried out a researchhimher education across
borders, Jokivirta (2006) looked at foreign higheducation activity in

Francophone Africa, while Magagula (2005) worked thhe benefits and
challenges of cross-border higher education in ldeugg countries. None of
these researchers has worked on the perceptiotakétmolders in Nigeria.

Hence, taking the case of University of llorin, wvievestigated the way
academic staffs in Nigeria perceive the harmororatif academic programmes
and qualifications in West Africa.

1.2 Purpose of the Study

The purpose of this study is to look at the peiiocepbf university academic

staff in Nigeria on harmonization academic prograsmnd qualification in

West Africa. This study intends to find out thelirsince of variables such as
the staff's gender, faculty, academic status arideusity teaching experience
on harmonization of academic programmes and qoaitiifins in West Africa.

This study will be of benefit to tertiary institatis, especially those in West
Africa. It will also be useful to the Africa inities on higher education,
UNESCO and other education policy makers.

13 Research Hypotheses

1. There is no significant difference in the perceptal university academic
staff in Nigeria on harmonization of academic pesgmes and
gualifications in West Africa on the basis of gende

2. There is no significant difference in the perceptad university academic
staff in Nigeria on harmonization of academic pesgmes and
gualifications in West Africa on the basis ofiily.

3. There is no significant difference in the perceptad university academic
staff in Nigeria on harmonization of academic pesgmes and
gualifications in West Africa on the basis of agaderank

4. There is no significant difference in the perceptad university academic
staff in Nigeria on harmonization of academic pesgmes and
gualifications in West Africa on the basis of warsity teaching
experience.
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2 Methodology

The study adopted the descriptive survey methodauser it allowed the
researchers to collect data and describe it in sdesyatic manner (Adana,
1996). The target population consisted of all anddestaff in the University of
llorin. For the purpose of this study, University kborin was purposively
selected because the University is unique withtenapted academic calendar,
it is located in the transition zone between thetiNand South, and it is in a
confluence city of the country. This position allvior collaboration among
various universities within the country. The resbars purposively selected 5
departments in the faculties of Science, Arts, &8o8tiences and Education.
Simple random sampling was used in selecting 10cg@ants from each of the
departments. Thus, a total of 200 respondentscgzated in the study

The questionnaire was given to four experts in tblated field. These
experts affirmed that the instrument covered thenided contents and was,
therefore, valid. The reliability of the instrumensed for the study was
established using test-retest method within anniateof four weeks. The
Pearson Product-Moment Correlation Coefficient wiaed to compute the
correlation coefficient of the instrument. A reli@y co-efficient of 0.74 was
obtained. Hence the instrument was adjudged telizbte.

The “Harmonization of Academic Programmes and Qoations in West
Africa Questionnaire (HAPQWAQ) was used. Iltems loa questionnaire were
derived from information obtained from review oflated literature. The
instrument had two sections: A and B. Section Atamed demographic data
while section B consisted of items on perceptionraersity academic staff on
harmonization of programmes and qualifications iastVAfrica. A four-point
Likert type rating scale response format was adbfiie use in Section B thus:
Strongly Agree - 4 points, Agree - 3 points, Disagr 2 points, and Strongly
Disagree -1point. The questionnaire contained &@st Frequency counts and
simple percentages were used to analyse the didgerijata while mean scores
and ranking were used to answer the research qnedthe hypotheses were
tested using both thétest and analysis of variance (ANOVA) statistical
methods at the .05 level of significance.

3 Findings

Table 1 shows the distribution of respondents.
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Table 1: Distribution of Respondents

Variable Categories Count Percentage
Gender Male 131 66
Female 69 35
Total 200 100
Faculty Science 50 25
Arts 50 25
Social Science 50 25
Education 50 25
Academic status Ass Lecturer -Lecturer 1 200 100
Senior Lecturer to Professor 120 60
Total 80 40
Teaching Experience Below 1-5 years 86 43
6-12 years 50 25
13 years and above 64 32
Total 200 100

Tablel shows that 131 (80.5%) were males, while (39.5%) of the
respondents were females, 50 (25%) respondents sedgeted from each of
the faculties, i.e. Science, Arts, Social Scienué Bducation respectively. The
table also shows that 120 (60%) of the respondsate between the statuses
of Asst. Lecturer and Lecturer |, while 80 (40%) tbie respondents were
between the statuses of Senior Lecturer and Pmie86 (43%) of the
respondents have a university teaching experiehbetween 1 and 5 years, 50
(25%) of the respondents have a university teachimerience of between 6
and l1lyears, while 64 (32%) of the respondents lEwmiversity teaching
experience of 12 years and above. Table 2 rankpdtmeived contributions of
harmonization of academic programmes and qualificatin West Africa.
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Table 2: Perceived Contributions of Harmonization of Academic
Programmes and Qualifications in West Africa

Contribution Mean Rank
Promotes collaborative research. 3.66 1t
Standardizes curriculum among African nations. 3.43 2nd

Fosters information exchange among students and staff of 3.41 3™
African universities.

Enhances the quality of education in Africa. 3.39 4
Helps facilitate the comparability of qualifications awarded 3.34 5%
across Africa.

Helps foster academic integration. 3.34 6%
Fosters professional mobility for employment. 3.28 7%
Helps education system to inter-operate to benefit Africa. 3.26 8
Improves the quality of African universities. 3.20 9t
Helps to develop good quality assurance mechanism. 3.18 10t
Enhances improved global rating of African universities. 3.10 11t
Helps in the acquisition and development of high technological 3.06 12t
skills.

Promotes unity among African nations. 3.03 13t
Helps to bridge digital divide. 2.87 141
Helps in the management of academic resources. 2.84 15"
Leads to improved global rating of African universities. 2.70 16"
Encourages youth empowerment. 2.68 171
Reduces corruption tendencies among African nations. 2.54 18"
Makes education available and affordable. 2.46 19"
Alleviates social and economic poverty. 2.32 20"

Table 2 shows that perceived contribution of haraation of academic
programmes and Qualification promote collaboratigsearch. This has the
highest mean score of 3.66 and was therefore rafiedhe item that was
ranked 2¢ shows that Harmonization of academic programmes and
qualifications in West Africa has helped to staddse curriculum among
Africa nations with a mean a score of 3.43.

To test the hypothesis that there is no significhifiérence in the perception
of academic staff on harmonization of academic nognes and qualifications
in West Africa on the basis of gender, the findimggre subjected to a t-test.
The results are summarized in Table 3.

Table 3: Perception of harmonization of academic programmes and
qualifications by gender

Gender N Mean SD Df Cal. t-value Crit. t-value

Male 161 61.81 8.17 198 2.44* 1.96
Female 39 58.30 7.50

*Significant, p < 0.05
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Table 3 shows a calculatéevalue of 2.44 and a criticatvalue is 1.96. The
calculated-value is greater than the critidavalue. The hypothesis is rejected,;
t (df = 198) = 2.44, p = 0.05. Thus, there is a digant difference in the
perception of academic staff on harmonization afdaenic programmes and
qualifications in West Africa on the basis of gende

To test the hypothesis that there is no significhifierence in the perception
of academic staff on harmonization of academic Enognes and qualifications
in West Africa on the basis of faculty, the findéngrere subjected to ANOVA.
The results are shown in Table 4.

Table 4: Analysis of Variance in Perceptions on the Basis of Faculty

Source df SS Mean Square Cal. F-value Crit. F-value
Between 3 17.735 5.91 0.08 2.60

Groups

Within Groups 196 13205.620 67.37

Total 199 13223.355

Table 4 shows the F-value calculated of 0.08 andt@al value of 2.60. The
calculated F-value is less than the critical F-gallihe hypothesis is accepted.
Hence, there is no significant difference in thecpption of academic staff on
harmonization of academic programmes and qualificatin West Africa on
the basis of faculty.

To test the hypothesis that there is no significhifierence in the perception
of academic staff on harmonization of academic Enognes and qualifications
in West Africa on the basis of academic rank, thdifgs were subjected to T-
test. The results are shown below in table 5.

Table 5: Perceptions of harmonization by Academic Rank

Academic Status N Mean SD df Cal. t-value Crit. t-value

AL - L1 120 61.02 8.05 198 0.23 1.96
SL - Prof. 80 61.30 8.33

Table 5 shows a calculated t-value of 0.23 anditecart-value is 1.96. The
calculated t-value is less than the critical t-ealihe hypothesis is accepted.
Thus, there is a significant difference in the peton of academic staff on
harmonization of academic programmes and qualificatin West Africa on
the basis of academic status.

To test the hypothesis that there is no significhifierence in the perception
of academic staff on harmonization of academic Enognes and qualifications
in West Africa on the basis of teaching experiettice findings were subjected
to ANOVA on Table 6.
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Table 6: Analysis of Variance in Perceptions by Teaching Experience

Source df SS Mean Cal. F- Crit. F-
Square value value

Between 2 1173.897 586.94 9.59* 3.00

Groups

Within Groups 197 12049.458 61.164

Total 199 13223.355

*Significant, p < 0.05.

Table 6 shows the F-value calculated of 9.59 andt@al value of 3.00. The
calculated F-value is greater than the criticabksg. Therefore, the hypothesis
is rejected; F (df = 2,197) = 9.59, p = 0.05. Hentere is a significant
difference in the perception of academic staff annfonization of academic
programmes and qualifications in West Africa on th&sis of university
teaching experience. The Duncan Multiple Range T@®tRT) was used as a
post-hoc test. The results of the DMRT procedueedisplayed in Table 7.

Table 7: Duncan’s Multiple Range Test on the Means of University Teaching
Experience
Duncan Groupings N Means Group University Teaching Experience

A 64 62.31 3 12 years and above
B 50 61.01 2 6 - 11 years
C 86 59.84 1 Below 1 - 5 years

Table 7 shows the Duncan Multiple Range Test resndticating the source of
the significant difference noted in the ANOVA rdasubf Table 6. It can be
seen that the means of the three groups differd fine another as depicted
by the different Duncan letters A, B, and C. Heneach of the groups
contributed to the significant difference notedhie ANOVA results of Table
6.

4 Discussion, Conclusions and Recommendations

Most of the academic staff members agreed that dr@mation of academic
programmes and qualification can help to promot#alorative research
among Economic Community of West Africa Society (BE@AS) member

states. This is in line with Hoosen, Butcher, Beatand Khamati (2009) who
affirmed that harmonization of academic programrresAfrica can allow

information exchange and encourage excellent colidlve research. There
was disparity in the perceptions of male and fenaalgdemic staff members.
Diversity in perception can stem from differencesdurces of belief, tradition,
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culture and value system (Clark, 1983). In the lwmimation policy, it is

important to consider the culture of the collabioigt countries and the
prevailing situations in each country (Amartya, @00For harmonization to
become effective among member states, gender issuss become a prime
consideration in the construction of its philosop¥igion and mission.

Across the various faculties considered in thiglgtthere was a general
agreement on the need to harmonize academic proggarand qualification in
Africa. One of the fundamental aims of this prognaenis to promote
continental research and innovation capacity inersm and technology
(Woldetensae, 2013). The thematic areas includie sa&ences, earth and life
sciences, humanities and social sciences. If thechieved, it will positively
boost access to quality education in the West Afgab-region. The African
Union Commission has developed several higher éducgrogrammes to
foster continental academic integration in order poomote academic
development.

Irrespective of the respondent’s academic stahgsetwere divergent views
on harmonization of academic programmes and qcatifins across the sub-
region. An overview of the programmes showed that policy will develop
comparable standards in line with national and rivatonal minimum
benchmarks of academic standards. This will reésulie development of a set
of benchmark standards in all the fields of stuafich is in line with the
National Qualifications Framework (Hoosen, Butchet&€hamati, 2009).
Through this agenda professional mobility for emngplent across borders will
be made possible and this in turn can promote nedjiategration.

The results of this study also revealed that thegmion of academic staff
differs as it relates to university teaching expece of the respondents.
Ravaioli (2009) explained that technical standemdsommodating specified
structures are required in order to allow effecthamonization process and
this can be managed through the experience ofdtargling stakeholders in the
university. It is expected that such harmonizatieould be subjected to the
opinions of various stakeholders in the universitiprofessional bodies and
employers of labour, because of their relevant egpees. This might call for a
further look at the differences in the perceptiaisacademic staff in the
university on harmonization programme.

This study sheds more light on the initiatives reeetb be considered while
developing the regional harmonization programmeWiest Africa. The
understanding of these dynamics is essential fansgllors. This will assist
counsellors to equip themselves with approprigfi@imation on harmonization
polices in West Africa. The knowledge acquiredhe process would enable
them to give appropriate and effective counsellamput the programme to
stakeholders. Also policy makers on harmonizatian employ the services of
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counsellors in carrying out their programmes in thstitution of higher
learning.

Therefore, it is recommended that ECOWAS statesnextregional
integration to further include harmonization of demic programmes within
the sub-region. This is expected to foster goodtimiships among member
states. It is also recommended that ECOWAS provideds to encourage
academic activities that foster harmonization amaogperating member
states. They can also organize training and worgkstoo stakeholders on
harmonization of academic programmes and qualifinat This will increase
and update the knowledge of academic staff in thiea. Functioning
counselling centres, equipped with professional nsellors, should be
established in schools. Counsellors can help gamrzing enlightenment
programmes in this area on how the ARUSHA progranuae positively
influence Africa’s educational systems.

The researchers are of the opinion that if ECOWAS hecome a reality
with its glaring notable socio-economic/politicghpmrtunities across the sub-
region, it is also possible to harmonize academiog@mmes and
qualifications in all higher education institutiossich that uniformity and
mobility can be enhanced among staff and studefte West Africa
Examination Council Examination (WASCE) is a typieaample of this noble
idea. Comparability of the outcomes of educatiafldrts will be made easier
too.
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Abstract. This short paper, a part of a wider study on thecéiveness of
university managers in Uganda, reports on the @malti competence and
leadership styles of managers in private univesitn the country. Using data
elicited from 240 respondents drawn from eight §8yate universities in the
country, the paper reports a direct relationshigvben the emotional competence
and leadership styles of the managers. Howevepdber also observes, capacity
building for the university managers has not paig @ttention to the need to
enhance the managers’ emotional competence. Acggydi the paper
recommends that efforts to enhance the managerfgéctiekEness should
endeavour to enhance their emotional competence.

Keywords: Emotional competence; Governance; Human resoumedapment.

1 Introduction

Over the last three decades, private investorggioak bodies, groups of
professionals and regional/ cultural organizatibase set up higher education
institutions. Indeed, the number of these instingi in the country has
expanded phenomenally (cf. Figure 1). In the umsitgrsub-sector of the
country’s higher education industry, the mushrogmof privately owned
universities has been met with optimism and pessimalike. Although some
authors have hailed the launching of the new peivaiversities as contributing
to the expansion of access to higher educationedisaw fuelling innovation in
higher education delivery, critics have expressmtterns for the quality of the
universities (see, for example, Kasozi, 2003). stiéig among the concerns that
are being expressed about the quality of the mivatversities is their ability
to adhere to the principles and practices of ganamance.
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Figure 1. Ownership and Number of Higher Education Institos in Uganda (2004-
2010)
Source National Council for Higher Education (2010)

According to the National Council for Higher Eduoat (2006, p.39), “good
governance in the higher education context refethé good management of
institutions of higher learning to enable them w&liquality education and to
fulfil the missions and visions of all stakeholdetdniversities are well
governed if they fulfil the purposes for which thesere established”. The
report adds that for universities to perform tHainctions, “they need to have
good governance. In order to enhance good goveenangversity leaders must
be democratic, transparent and strictly accountableuniversity workers,
Council and to the wider general public becausevarsities are public
institutions, irrespective of the orientation, owstep, belief and ideology of
their founding bodies. All decisions in universitishould be made by the
majority of stakeholders in relevant fora to proethe greatest happiness to
the greatest number without violating the rightshef minority”.

On the contrary, this ideal is not being realizedthe case of many
universities in Uganda. Writing on the governantéigher education in the
country, for example, National Council for Highedugation (2006, p.40)
reports that:

“...there were disruptions of work in some univeestiin 2006. For
example: there were strikes by staff of Makereravehsity over the
question of pay packages. The students joinedt#fessrike in sympathy;
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there was a strike in Gulu University also over theestion of money
matters; there were also strikes in Kyambogo Usiyeover management
matters; there was a strike by students at Ugamdist@n University over
the issue of accommodation; an unsettled situatibrconflict exists

between Makerere University and its affiliate, Madte University

business School.

Clearly, these and other problems in the univesitiave been the result of
many causes. Accordingly, resolving them requirasudtifaceted approach.
Regardless, a well-recognised view in efforts tal deith the problems is that
resolving them effectively will depend very sigodintly on the leadership of
the universities. The problem is that many of #wders of the universities are
ineffective, ostensibly because, as the NationalnCib for Higher Education
(2006, p.40) puts it, “Ugandan higher education agens are lifted from
lecture rooms to administrative offices withoutirinag them in management”.
It may be noted that these gaps in university margagompetencies, as well
as the resultant shortfalls in the management @edations of the universities,
are particularly widespread in the private univezsi—congruent with the
observations of authors like Altbach (2005).

In recognition of this gap in the competence ofvarsity managers,
organizations like Uganda Management Institutegrhatniversity Council for
East Africa and Association of African Universitibave designed and are
offering leadership and management courses for eusity managers,
especially those who are in the earlier part ofrtheadership careers. In its
state of higher education in Uganda, the Natioralr€il for Higher Education
also affirms its commitment to the provision of desship and management
training to leaders at various levels in the ursitess in the country.

However, besides the training of the university agars in management and
administration, is the issue of the managers’ ewnali competence and its
influence on the managers’ leadership styles. Astlom leadership note that
emotional competence is particularly central talérahip. Personal ineptitude
in leaders lowers everyone’'s performance, waste®,ticreates acrimony,
corrodes motivation and commitment, and builds iliystand apathy. A
leader’s strengths or weakness in emotional competean be measured in the
gain or loss to the organization of the fullesetd of those they manage
(Goleman, 1998). Handling emotional situations deasa troubleshooting
skills, being able to establish trust and rappaitkly, listening skills, and to
persuade and sell a recommendation (Goleman, 12@®prdingly, leaders
require emotional competence, perspective talkengl a sense of presence,
since they are responsible for the direction anatrob of their organization’s
operations. On the other hand, leadership stylekey resources for building
and maintaining teams of professionals as welloasathieving change and
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reform in an effective and efficient way. Hithertmwever, a gap in knowledge
that has implications for the effectiveness of phigate universities in Uganda
related to the fact that the link between the eomai competence and
leadership styles of managers in these univerditdes not attracted scholarly
attention. This study was undertaken to fill thigog

2 Related Literature

Emotional competence, also termed as emotionalageadfeness, refers to
knowing one’s internal states, preferences, ressuand intuitions. It also
involves recognizing one’s emotions and their @éffe¢Goleman, 1998).
Goleman explains that although different leadersehdifferent ways of
handling situations to balance their duties, iuaitmay play its biggest role in
work life when it comes to managing people. Howeteis ability lies at the
heart of self-awareness. Awareness of how emotdiest what we are doing
is fundamental. Thus, a leader who excels in thimpetence is aware of his/
her emotions at any given moment, often recognibmg those emotions feel.

Self-awareness is a cornerstone in leadershipssbdeause it serves as an
inner barometer—gauging whether what we are dangarthwhile (Goleman,
1995). Administrators who never make a connectiemvben how they behave
under stress and their ability to retain loyaltyl aalent or meet the bottom-line
may get an inkling that something has been miskom their leadership. This
can lead to using a wrong style of management upakicular circumstances
due to the inner turmoil within the leader.

Accurate self-assessment accounts for knowing orstfengths and
limitations. Goleman (1998) asserts that it ex™aihy different personalities
perceive and do things differently, adding thatuaate self-assessment is
pivotal in administration because it helps admiaists to know their
strengths, weaknesses, be reflective, learn fropemence and open to
candour, feedback and new perspectives. SaloveyMenker et al (1995)
observe that if cases of conflict at different levef the organization are to be
curbed, the administrators need to initiate or mt@naccurate self-assessment.
These authors add that if the administrator hagpgot working relationships
with his or her subordinates, the imitation of aatel self-assessment among
subordinates may tend to be difficult since it &xchto measure one’s self-
assessment which may be among the factors affdetiutgrship styles.

Today, we can no longer let go emotional intelligein the management of
universities. Emotional intelligence is increasingélevant to leadership and
management because it provides a new paradigm dérstanding and
assessing a leader’s behaviour, management stiffedes, interpersonal skills
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and potential (Khokhar & Kush, 2009). Although warisities have the right to
hire the right people to fit in the right jobs, fsebnfidence as an element of
emotional competence has to be considered vitabaside qua non of superior
performance. Without self-confidence, the admiaisir may lack the
conviction that is essential for taking on the thajes that his/ her job
presents. Self-confidence thus gives the requdditgelf-assurance for moving
ahead as a leader. The absence of self-confidemceduces feelings of
powerlessness and crippling self-doubt. Extremécseifidence on the other
hand may look like arrogance, especially if thesparlacks social skills.

Against this background, reports of management gapsganda’s private
universities presents the universities’ managersiot@nal competence a
candidate for investigation. The goal of such itigagion is to shed light on
the impact of this competence on the managers’elsaip styles and,
ultimately, highlight gaps and opportunities forsfiive intervention if any
exist. It is for these reasons that this study wadertaken. And grounded on
the foregoing review of related literature, thedstinypothesized that there is a
significant relationship between the emotional cetepce and leadership
styles of managers in private universities in Ugand

3 Method

The study was conducted following a cross-sectisnaley design. Data was
collected through administering two sets of questares to a sample of 240
managers drawn from eight of the private univegsitin the country. The

validity of the questionnaires was ascertainedughoexpert judgment while

their reliability was ascertained through pretegtiAnalysis of variance was

used to examine the variations in the levels of tanal competence and

leadership styles among the categories in the samplrespondents. The

relationship between attributes of the independentdependent variables was
tested using Pearson’s Product Moment Correlatast at the .05 level of

confidence.

4 Findings and Discussions

Female respondents posted a mean of 3.15 on embtiompetence while
their male counterparts posted a mean of 3.11. Meryestatistical analysis
revealed that the difference is not statisticallgndicant, a finding that
corroborates Stough (2002). When considered framvigw point of Goleman
(1995), these findings suggest that, compared to, wvemen may be high in
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recognizing their feelings. This finding is corrobated by Brackett and Mayer
(2003) whose study found that female participaotsed higher than males on
emotional intelligence when measured by a perfooaantale.

Regarding self-confidence, it was found that themo significant difference
in self-confidence and the leadership styles bydgenThe study further
indicated that there is a significant relationshigtween self-confidence and
leadership styles (= .409, sig. = 0.000). This implies that, if adeahas self-
confidence then the style of leadership to be wakdbe appropriate depending
on the situation. These findings are in line witst@tement that, self-confidence
may provide individual administrators with greateerceived control over
interpersonal events (Goleman, 1998) and that tlagleinistrators possess
high levels of self-efficacy and provide orientati@r followers.

A key inference here is that efforts to enhance uhiversity managers’
effectiveness should, among other things, makertsefféo improve the
managers’ self-confidence. Conversely, review afushoents like the National
Council for Higher Education’s state of higher eatimn reports (2006, 2010)
shows that attention has not been paid to this. adthough the reports
highlight gaps in the management of the univessitisBvo panaceas are
primarily considered: 1) training of the managerghe areas of management;
and 2) promulgation and enforcement of more strihgelicies and laws that
might ensure adherence to known best practicegheheducation institution
administration. Attention is not paid to the emontibcompetence of the people
deployed in the management of the universitiesaagyly because, hitherto,
evidence of a linkage between this competence lamdeaders’ effectiveness
had not been established. However, given the fgaiof this study, it is
recommended that in addition to the other effodBdp made to enhance the
capacity of university managers, efforts should rbade to enhance their
emotional competence. Accordingly, it is recommehttet future researchers
investigate into ways through which universitiesnda other relevant
organizations like the National Council for Higheducation) may enhance the
emotional competence of university managers ircthatry.
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Abstract. Using the case of North Central Geo-Political ZofeN@meria, this
study interrogates the nexus between vocationaltecithical education (VTE)
and sustainable development. Specific attentionpig on provision and
attainment of basic skills on one hand and job tmea self-employment,
utilization of locally available resources, prowisi of technology and capital
formation on the other hand. Data were collectedhfa stratified random sample
of 36 out of the 98 schools in the region. The de¢ae collected using a VET
Sustainable Development Questionnaire (VTESDQ)r lRypotheses were tested
at the .05 level of confidence using Pearson PioMament Correlation. The
findings were that VTE significantly affects sustble development. It is
recommended that: 1) the content of VTE be reladethe requirements of the
labour market; 2) VTE institutions be establish&xbse to the rural populace; and
3) the study programmes VTE institutions offereeflthe community’s culture.

Keywords: Vocational and Technical Education; Sustainabledbmment

1 Introduction

UNESCO (2000) defined VTE as the aspects of eduraliprocess involving,
in addition to general education, the study of tetbgies and related sciences
and the acquisition of practical skills, attitudesderstanding and knowledge
relating to occupation in various sectors of ecoisoand social life. FGN
(2004) conceptualized VTE as education given ititutgon as providing both
scientific knowledge and practical skills requirddr a specific trade,
employment or profession as craftsman, technici@a$inologists and scientist
of similar levels in business field of engineeranyd applied science. It refers to
the aspect of education, which leads to the adansof practical and applied
skills are well as basic scientific knowledge. D&nd983) in Ameh (2002)
defined Vocational and Technical Education as “foryn of education which
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sufficiently prepares an individual to perform iis kchosen occupation. He
further expatiated by saying it teaches skill, depeattitudes and competencies
that are requisite to success in any given occopasimilarly Olaitan (1985)
in Ukula (2002) conceived Vocational and TechniEdlucation as a highly
useful education as its occupation content is dhel the trainee acquires
skills, attitudes, interest and knowledge to perfaocially and economically
work that is beneficial both himself and the socigtgain, Nwosu and Igwe
(1995) in Elaigwu (2002) view Vocational and Tedai Education as the
study of technology and related science and adoprispf practical skills,
attitudes and knowledge relating to occupationsha various sectors of the
economic and social life. In a nutshell, Vocatioaatl Technical Education is
the acquisition of certain relevant skills, attésdand aptitudes under tutors of
gainful employment and proper integration into sbeiety.

In Nigeria, VTE constitute two sub-sectors whick aharacterized by their
purposes, levels of institutions, course offerirmygianisation and control. The
three types of institutions distinguishable in thehnical education sub-sector
include: Polytechnic or Colleges of Technology, Mtacthnics (Mono-
disciplinary, tertiary colleges and colleges of emtion. The hierarchical status
and roles of the institutions in the national ediarasystem is as indicated
below:

Level Institution Type Primary Manpower Production Level
Tertiary  University Professional (i.e. high level manpower)
Polytechnic/ Monotechnic Technologists and Technician (i.e.
Colleges of Education Middle Level Manpower).
(Technical)
Technical (middle) level technical
teachers
Secondary Technical College Craftsmen and Master Craftsmen (i.e.
Low level Manpower).
Post- Business and Engineering  Operatives and Artisans (i.e. Low Level
Primary Skills Training Manpower).
Primary Primary-School Basic Education

1.1 Mission of VTE

The 29 International Conference on VTE held in Korea 1889 the mission
for all nations under UNESCO to use VTE to addteéssemployment and or
other socio-economic challenges of thé' 2&ntury. These challenges include
globalization, political integration, trade libdedtion, an ever changing
technological scenario, ICT revolution and the egpugnt rapid pace of social
change. UNESCO (2000) concluded that VTE shallefioee produce, through
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the institution of entrepreneurial education, miofe creators than job seekers.

The Mission of the VTE as stated are as follows:

* To eliminate unemployment by equipping the gensgraif out of school
youths and adults with saleable skills.

« Toinfuse into all adequate vocational efficienoy éffective living.

« To enhance and sustain national economic and téagjioal development.

e To engender national economic prosperity.

In fulfilment of the mission, the Federal GovernmehNigeria (2004) set up

to:

« Expand the productive base of the economy throngreased agricultural
and industrial production.

« Develop new infrastructural facilities and rehahbte existing ones to
provide conducive environments for private investme

 Lay a solid foundation for self-reliant economy dihgh technological
development; and reduce the level of unemploymiemugh the creation
of ample opportunities for gainful employment.

For the purpose of National Development, the popoyscribes the following

four objectives for all types and levels of edumati

* The inculcation of national consciousness and nationity.

e The inculcation of the right type of values andtadies for the survival of
the individual and the Nigerian Society.

e The training of the mind in the understanding & wWorld around; and

« The acquisition of appropriate skills abilities aswimpetencies both mental
and physical as equipment for the individual te lim and contribute to the
development of the society.

* Nigeria is fast evolving through the operation t&f 6-3-3-4 educational
system a three stream system of curricula offeringisis now easy to
stream curricula as liberal arts based, sciencedbard technology based
from the senior secondary level. This streamingjeéd, facilitates
educational management particularly in regard éoptfovision of facilities,
curricula development, career education, teaclsmitlg and institutional
management.

1.2 Development of VTE in Nigeria

The origin of vocational and technical educatiorNigeria could be traced to
the pre-colonial era when traditional education wagractice. During the
period, the child was trained in the family trade direct apprenticeship to
either the parents or relations. According to Ogilsr{2006), in traditional
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education of the various ethnic nationalities, amsl crafts of various types
have existed as their own expression of vocatitra@hing; while traditional
agricultural practices have been developed to #het cultivation of the
agricultural species predominantly produce in tiffeidtnt eco-geography areas
of the country.

In the early part of the colonial period, vocatibrteaining was not
encouraged. Schools were built primarily for thepmse of evangelism by the
early missionaries. The early missionary was chiaraed by literacy type of
education which was geared towards winning convani$ producing clerks
and interpreters (Ajayi and Ayodele, 2002). It wast until 1908 that
government department started to organize some &frrocational training
school in 1908,the marine training school in 1928 #he public works, the
post and telegraph and railway training school BB81(Adegbile, 2000).
Government active participation in the provisiontedhnical education became
obvious between 1930 and 1960. Yaba Higher Colleeofficially opened on
January 19, 1934. Technical colleges were estaulidhy various regional
governments in Enugu 1950, llorin 1951, Kano 198BBkuru 1953, Sapele
1955, ljebu-ode 1959, Osogbo, Oyo 1961, Owo 196é#& 2964 and Abakaliki
1966. These colleges were not fee paying and tlerg wdequately funded by
the government.

In 1959, Federal Ministry of Education (Nigeria)pamted a commission to
conduct an investigation into Nigeria’s needs ir fleld of Post-Secondary
Education in Nigeria. The reports (Ashby) recomneshdthat adequate
attention should be given attention to technicall amocational education,
encourage students to study technical drawing aafl subjects and upgrade
the technical schools courses to the award of &ity Guilds of London.

The Comparative Technical Education (1963) reconuedrthree levels of
vocational and technical education as:

e Pre-vocational and pre-technical training usualffjered in secondary
schools.

« Craftsmen training usually offered in technicallegés, trade centres and
vocational schools.

e Technical training usually offered in polytechni@nd colleges of
technology.

The Fourth Commonwealth Education Conference (1986)mmended that
industry should be closely associated with technezucation and through
policy-making, manpower planning, and curriculunvelepment, provision of
opportunities for industrial experience, accreditat consultancy services,
part-time courses and vocational guidance.
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In 1987, the National Council on Education (NCEpmwyed National Board
for Technical Education (NBTE) for broad classifioa of vocational and
technical institutions into:

e Vocational Schools — These are made up of vocdtantiaan training
centres to produce artisans. They are post-priteugl institutions that
pursue courses leading to the award of the Fed&irastry of Labour and
Productivity Trade Test Certificates Grade IlI&I.

e Technical Colleges — Institution that producestsraén at the craft level
and master craftsmen at the advanced craft levddley are post-junior
secondary school institutions taking courses tead Ito the award of the
National Technical Certificate/National Businessrtfieate (NTC/NBC)
and Advanced National Technical Certificate/Advahd&ational Business
Certificate (ANTC/ANBC) for technical and businestadies respectively.

» Polytechnics/Monotechnics/Colleges of Technologye3e are post-senior
secondary school institutions, which produce tedhns and higher
technicians/technologists.

The courses offered by these institutions are ofyears duration, each leading
to the award of National Diploma (ND) and Highertidaal Diploma (HND)
respectively. FGN (2004) identified range of coarse be offered at VTE as
mechanical trades, computer craft practice, elstriengineering trades,
building trades, wood trades, hospitality, textiledes printing trades, beauty
culture trades, business traders and leather goadsfacture.

FGN (2004) has good intentions for VTE programntédl, $raught with
problems, including administrators’ misconceptioh the nature of VTE,
inadequate political will by the government, defeducational monitoring and
evaluation procedures, poor funding, poor incestifge teachers and problem
of curriculum implementation nature of programmegnf terminal rather than
development. In realization of these problems,RB& (1997) set up National
Board for Technical Education through Decree N®% Board is empowered
to coordinate technical education by setting stethdar schools in terms of
facilities, teaching manpower and accreditationairses.

Consequently, there has been a phenomenal expansiotechnical
education. From one technical college in 1948 cthuntry has 71 polytechnics
with various programmes for pre-national diplomational diploma and higher
national diploma. Furthermore, available relatéstditure reviewed that:

« Between the year 2000 and 2008, 9 polytechnics established bringing
the total number of polytechnics to 71.

* The number of Monotechnics increased from 30 i Y€90 to 39 in the
year 2005.
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* Total students enrolment in Monotechnics incredssd 11,227 in 2000 to
20,853 in 2005.

* In Monotechnics in 2005, the number of students #émaolled into Pre-
National Diploma (programme stood at 2,691 (12.9%)milarly, 13,425
(64.38%) enrolled into National Diploma while themaining 4,737
(22.72%) enrolled into Higher National Diploma.

¢ In Polytechnics, total students enrolment rose frbbh8,216 in 2000 to
311,581 in 2005.

* In Polytechnics, students’ turnout in Polytechnimse from 51,372 in 2002
to 74,570 in 2004.

* In Technical schools, the number of technical sthowreased from 159
in 2006 to 162 in 2008.

Table 1: Distribution of Educational Institutions and Enrolment (2009)

Institution Type No. of Schools Total Enrolment
Primary School 54,434 21,294,517
Secondary School 18,238 6,625,943
*  Junior School 3,720,789
*  Senior School 2,905,154
Monotechnics 39 20,853
Colleges of Education 83 343,387
Polytechnics 71 311,844

e Pre National Diploma 39,488

« National Diploma 212,225

« Higher National Diploma 59,870

Source: FGN (2009) and National Universities Commission

Therefore, technical education is a concept redseffee the education of
technologists and technician cadre of manpowellincaupational fields are
offered by the Polytechnic, Monotechnics and CalegEducation.

The Federal Government of Nigeria has good intestidor TVE
Programmes. However, the programmes are still frawgth problems. In the
past, Nigerian society looked down on VTE as untabfe. There is negative
perception from the society that VTE is for theddmout”, “drop in” in schools.
There is general attitude, found “quick wealthlo get-rich-quick syndrome”.
There is still a story tendering towards white-apjbb as a result of low statue
associated with most kind of VTE. A lot of capiedpenditure is required for
the procurement of equipment. There is under etitmar over estimation of
money allocated to VTE in Nigeria. VTE programmese dl-equipped and
workshops and laboratories are not adequately ¢edviVTE is also affected
by poor planning and administration. Obayan (2062jed that technical
managers in developing countries are essentiallyjagers who have grown
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without any technical background or training. Irigiént and poorly qualified

staff. Healthy and skilled teachers are migrated lucratisetures, which pay
good salaries. This marks for most schools emptpynediocre, artisans and
technicians to man most sensitive subjects.

1.3 Sustainable Development

Sustainable development is development which ntbetsieeds of the present
without compromising the ability of future geneosits to meet their needs
(Wikipedia 2011) It contains within it two key casats: the concept of needs,
in particular, the useful needs of the world’s pdorwhich overriding priority
should be given; and the idea of limitations imgbbg the state of technology
and social organization in the environment’'s apild meet present and future
needs. (Brundland Report).

The definition entails that world is seemed a gysta system that connects
space, and a system that connects time. Wikiped@l1l) opines that
sustainable development is a pattern of resoureghat aims to meet human
needs while pressuring the environment so thaethesds can be met not only
in the present but also for generations to cométedNations (1987) used the
term sustainable development as to meet the nekedseopresent without
compromising the ability of future generation toenéheir own needs, social
development, environmental protection and cultdeaslelopment.

The International Union for the Conservation of iNat (IUCN) Sahel
Studies (1989) sees sustainable development alviimydhe maximization of
the net benefit of economic development, subjech&intaining or enhancing
the service and quality of natural resources oirae.t Akorede and Onuka
(2008) sees sustainable development as a way lohwiné society is managed
in an effective and efficient manner such thatdahdfits all and sundry, with
enough resources still available for the contimratf the human race. This is
achievable through the judicious and careful useglobal resources. The
sustainable development seeks to promote prospétgnomic objective)
through growth, equity and efficiency in all sestof development. It seeks to
support people (social objectives) through empoweetmparticipation of all
stakeholders, social mobility, cultural identity darvarious institutional
development. Finally in the tripod, it seeks to mhain the planet (ecological
objectives) through improving the state of the gstem, biodiversity
conservation, and ensuring adequate carrying dgpacid responding in
sustainable manners to other global issues.
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1.4 Statement of the Problem

The 29 international conference of VTE held in Korea B9@ set the mission
for all nations under UNESCO to use Vocational dedhnical Education to
address the unemployment and other socio-econohatteages of the 21

century. These challenges include globalizatiawljtipal integration, trade
liberalization, ICT revolution, bring dream, soci@conomic problems,
dysfunctional aspects of the educational systemusreanployment which is a
global problem but it is quite alarming in Nigeria.

For the nation to be accorded as one of the leacingtries in the world
there is an urgent need to re-focus VTE for suatdliity in Nigeria. Reasons
for the re-engineering of VTE include employmentdadncome generation,
contribution to the GDP, linkage effects, fosteringovation, industrialization
and technological development. Thus, the papernbegiith the concept,
mission, historical background, and trends in tlevth of VTE. Consequently,
problems, strategies for re-engineering and recamdat®n are finally
suggested towards united, strong and self-reliatibm. It is in the light of this
that this paper seek to look into re-engineeringcafional and Technical
Education for sustainable development in north rta¢ Geo-Political units of
Nigeria.

15 Objectives and Hypotheses

The general objective of the study was to examinkE \for sustainable

development in North — Central Geo-Political zorieNigeria. The specific

objectives were to:

* examine whether significant relationship exist ke basic skills and job
creation

« investigate whether significant relationship existween basic skills and
self-employment

« examine whether significant relationship exist dw basic skills and
utilization of local resources

» find out whether significant relationship exist Wween basic skills and
provision of technology

e investigate whether significant relationship existween basic skills and
capital formation

The following hypotheses were stated in line witbse objectives:

e There is no significant relationship between B&iiils and Job Creation

e There is no significant relationship between BaSkills and self-
employment.
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e There is no significant relationship between B&#dls and utilization of
Local Resources.

2 Methods

The study was conducted following a cross-sectichaley design. This

involved description of parameters for statisticdstained from unbiased
samples involves the use of questionnaire to olitdidrmation from a sample
of respondents for testing hypotheses relevantdiacagional problems and
enable generalization of results on the sampla@pbpulation from which it is

drawn. The population of the study was made up ®fpfblic Secondary

Schools in the North Central Geo-Political ZoneNageria. Thirty-six (36) out

of the 98 schools were selected using stratifigdloen sampling techniques.
The total population of the study was 3,680 andrapde of 920 students was
randomly selected. Data were collected using acsgiftructed questionnaire
that was tagged “Re-Engineering Vocational and mieeth Education for

Sustainable Development in North Central Geo-RalitZzone in Nigeria”. The

sample schools were visited with the help of a aege assistant who
administered the questionnaire. The data were s@dlyusing means and
Pearson Product Moment tests at the .05 level mfidence.

3 Results and Discussion

Main hypothesis: There is no significant relatimpsbetween Vocation and
Technical Education and Sustainable DevelopmeniNamth Central Geo
political zone of Nigeria.

Table 2: VTE and Sustainable Development

N Mean SD Df Calculated Critical r- Decision
r-value value

VTE 920 41.2 14.7 918 .193 .042 Reject Ho
Sustainable 920 98.59 41.48
Development

Table 2 above revealed that the calculated r-vafueearson product moment
correlation coefficient of .193 is greater than thitical r-value of .042 at 0.05
level of significance and for 91 degree of freedohlence, the hypothesis is
rejected. This reveals that there is significaiationship between Business
Vocational Education and Entrepreneurial develognmeiNorth Central Geo-
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Political unit of Nigeria. From the above it iseal that VTE can actually
promote Sustainable development.

The study revealed that employment creation utibraof local resources,
promotion of technology, diversification of busisgsapital formation and
promotion of an entrepreneurial culture are vagdbht are capable of ensuring
the use of VTE for sustainable development in Nager

Hoi: There is no significant relationship betweeniB8&kills and Job Creation

Table 3: Relationship between Basic Skills and Job Creation

N  Mean SD Df Calculated Critical r- Decision
r-value value
Basic skills 920 9.1 2.61 918 .287 .42 Reject
services Ho

Job Creation 920 98.5 41.48

Table 3 revealed that the calculated r-value ofr$eea product moment
correlation coefficient of .287 is greater than thigical r-value of 0.42 at 0.05
level of significance and for 918 degree of freedoifhe null hypothesis is
rejected. Therefore, there is significant relatiip between job creation and
sustainable development in North Central Geo Ralitzone, Nigeria. This is in
conformity with Aliyu (2011) who sees VTE as a meaof generating

employment opportunities.

Hox: There is no significant relationship between BaSkills and self-
employment

Table 4: Relationship between Basic Skills and Self-Employment

N Mean SD Df  Calculated Critical Decision

r-value r-value
Basic skills 920 11.25 2.86 918 .265 42 Reject
services Ho
Self- 920 98.5 41.48
employment

Table 4 revealed that the calculated r-value 05 i8&greater than the critical r-
value of 0.42 at 0.05 level of significance. THere the null hypothesis which
states that there is no significant relationshipveen Basic Skills and self-
employment is rejected. This implies that theresignificant relationship

between basic skills and self-employment. Whenmetlh® adequate basic skill
in Business Vocational Education this will have #&ect bearing on

Entrepreneurial development thereby making peapleet self-employed. This
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is collaborated with the statement of Obike (20&8) maintained that the
acquisition VTE and sustainable skills led to satfployment and poverty
reduction.

Ho3: There is no significant relationship betweeasiB Skills and utilization of
resources.

Table 5: Relationship between Basic Skills and Utilisation of Resources

N Mean SD Df Calculated Critical Decision
r-value r-value
Basic skills 920 7.27 1.42 918  .235 .42 Reject
services Ho
Utilisation 920 98.5 41.48
of local
resources

Table 5 the calculated r-value of .235 which isatge than the critical r-value
of 0.42 at 0.05 level of significance and at 918rdes of freedom. Therefore,
the null hypothesis which states that there isigoificant relationship between
Basic Skills and utilization of Local resourcesrégected. There is a positive
significant relationship between Basic Skill ande tltilization of Local
resources. Aliyu (2011) reveals that skills assted with the manufacturing of
traditional artefacts and crafts using local resesr will contribute to
sustainable economic development.

4 Conclusions and Recommendations

The central theme of this paper was the reengingeviTE for sustainable
development in Nigeria. The nation has come up pi#ims for vocational and
technical education, which, if implemented willrisform the great nation to
economically viable nation. Reengineering of VTHad#la balanced curriculum
development, NGOs community participation, improyedding, recruitment

of qualified and skilled personnel, VTE schools exggment board, provision
of adequate facilities and instructional materialsd effective industrial
training. The recommendations made can move themdb a level of

adequate manpower, disciplined citizenry, natioimagration and modern
development nation.

There should be less emphasis on certificates/eadions in implementing
the curricula content of various programmes. Adtjois of practical skills
should be stressed on the final outcome. Oriematprogrammes should be
carried out towards enlightening the general pulblic the need for their
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children to be vocationally and technically orightie light of the pervading
economic meltdown. The content of VTE must be egldb the requirements
of the labour market; this could be corrected Wyirgge up an advisory council
for technical colleges, polytechnics, colleges dti@tion and university in
which employers will be reoriented. Good teachindearning environment
must be provided by the educational stakeholdergs@ include facilities,
machine, and other instructional materials.

VTE institutions should be sited close to the rupampulace and their
programmes should reflect the community’s cultdilee management of VTE
Institutions should be left strictly for experts ialevant areas. The present
situation where the generalists are managing thpased technical institutions
should be discouraged. In other to encourage stsidemrolment in VTE
programmes, government should as a matter of pal@yove the dichotomy
between technical institution graduates and uniyergraduates. The
compulsory introduction of entrepreneurial coursas general studies
programme in Nigerian universities is a welcome aidePrivate/public
partnerships in the funding and management of Vii&ukl be encouraged.
These include the parents, corporate bodies andpaoes, international
development agencies, community organization aildmthropists.

More qualified and skilled teachers should be réeduto handle vocational
and technical subjects and courses in schools.eTbnsthe job who lack the
required qualification and skills should be reteminMoreover, vocational and
technical education teachers should be motivateigh attractive conditions-
of service in order to increase their level of proiity.

There should be a central body at the Nationall levenanage, supervise,
finance and monitor VTE in Nigeria. Similar bodyositd be put in place at the
state and local government level. The structureldcobe adapted as
NVTEC/SVTEB/LGVTEA i.e. National Vocational Techm@ic Education
Commission, State Vocational Technical Educatiomaard and Local
Government Vocational Technical Authority. The ddosonal roles of the
Federal, State and Local Government on mattersirrglao VTE should be
respected.

To enhance the effective teaching and learningozfational and technical
education subjects and courses in schools, adegquateshops, laboratories,
classrooms, essential basic tools, equipment, mashiand instructional
materials should be provided. There is the needn&ke the teaching of
vocational and technical education subjects andsesumore practical and this
can be facilitated through adequate provision daflifees and instructional
materials.

Members of the public should give more recognittonthe graduates of
technical colleges and polytechnics in order tmglate the interest of students
in vocational and technical education. Furthermpegents should encourage
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their children to offer subjects and courses in atimmal and technical
education as viable alternative to subjects andrsesuthat only prepare
graduates for white-collar jobs that are grosshdequate in the labour market.
Vocational and technical education programmes shbel restructured to
allow the students to continue their studies upptst graduate level by
removing apparent discontinuities in the structiifes can be done through the
articulation of vocational programmes in the techhtolleges with the ones in
the polytechnics and the articulation of the tectam or technologist (HND)
programmes with the corresponding degree progranoiie universities.
There is the need to make students’ industriahitngimore effective through
the inculcation of entrepreneurship skills to coenpént the vocational and
technical skills acquired by them. This will makbetn more relevant,
functional and self-employed in their areas of sdization after graduation.
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Abstract. Across the globe, nations face a problem of lowelewof civic
consciousness and prevalence of harmful stereotyies ethno-religious
intolerance, prejudice and crises. In many partsthef world, these have
degenerated into political crises, youth hooligarsis prostitution, examinations
malpractices, rape victimisation, terrorism andaral insecurity. In the Nigerian
context, these vices truncate the practical antsfrarent democratic governance
while threatening the country’s federalism and sidre Since the purpose of any
functional education is to enlighten and liberdte beneficiaries, ensuring that
they live a sustainable life while contributing mewgfully to the upkeep of their
immediate community, this paper takes a look ategiship liberation using
qualitative civic education. It examines, interaalthe aims and objectives of
qualitative citizenship education and how the ggles of civic education can be
instilled in the citizens for liberation and peadefo-existence. The paper further
discusses how the spirit of patriotism, unity, l@red oneness can be installed in
the minds of Nigerians and how they can serve ashacant to the wheel of
socio-political and economic progress of the natlmough adequate citizenship
education.

Keywords: Higher education for development; Sustainabilitifelong learning.

1 Introduction

Liberation is a word that connotes freedom from fallms of restriction,
independence and self-determination. This is i® hith the etymological
meaning of liberation as given by Ayeni (2012) thia¢ word liberal is a
derivative from the Latin wordiber’ which means ‘free’ and the plurdiberi’
which means ‘free men’. The verbberate’ means ‘to free’ and the abstract
noun fiberatas’ means ‘freedom’. This means that there is no ptessi
interpretation of the word ‘liberal’ which is moog less than ‘freedom’. The
overall goal of African educational system, thougiditional, was to groom a
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holistic man, well-mannered and cultured as deedrilm Yoruba concept of
Omoluwabia complete gentleman (Sarumi, 2011). Such persemrpected to

be free thinker and live according to the dictateaationality and reasoning
alone rather than dictates of brainwashing and agndh. This is because
reasoning and rationality free the mind from thecstes of ignorance. A
liberated mind is free of cultural superstitionhreicentric inclination and
religious dogma. The liberated man has the mindiisfown and free from

being gullible to anti-social cajoles courtesy apacious and nefarious political
leaders who use people as tools for disrupting riagon’s political and

democratic stability, especially during electiomsthe words of Ayeni (2012)

individual intellectual freedom enables people dtbofv argument wherever it
leads, and reach logical conclusions in the lighteasoning. This implies that
if a man knows the difference between right andngrdie will automatically

do what is right, because to do wrong in this siturawould be irrational. This

is what human liberation conjures.

However, it is regrettable to state that the miofighe early peoples in
Nigeria were fettered by superstition, which causeudity in the individual
who was not free to develop as his western couate(pyeni, 2012). In some
part of Nigeria, religious dogma were and are stilhstraints on individual
thinking and freedom of thought, and because thastcaints dominate
thinking, they also determine behaviour. The imdiinl acted out in blind
obedience, not because he is guided by reason dmdube his sense of
reasoning is clouded by excessive religious faisati@nd dogma, superstitious
balderdash and ethnocentric arrogance. This iseavith the belief in and
worship of terror, incessant bombing and massnkjflicaused by indoctrinated
religious fanatics in some parts of the country.

These events of recent past have indicated thatridigs on the brink of
losing her much cherished sense of nationhoodurallidentity and, indeed,
hospitable spirit (Ogunbiyi and Soluade, 2011). Teeent crises in Nigeria
defied boundaries ranging from political and sotwateligious and sometimes
appearing to have economic connotations. The ragurproblems and
explanations for this growing state of low senseatiriotism and nationalism
emanates from the fact that Nigerian citizens gneiiant, or perhaps confused,
of their duties and obligation towards the nationd aense of responsibility
towards fellow citizens. The principle of livingnéggh moral life, based on civic
duties and responsibilities, in other to have adgoame is always appreciated
and cherished in all human societies. This is beedius a common adage that
a good name is better than ‘gold or silver’, hetieedrive for civic values and
orientations (Danladi, 2011). The Nigerian NatiorRdlicy on Education
(2004) stresses that the philosophy of educatiauldhbe geared towards
equipping the learner to cultivate values of effectcitizenship and civil
responsibility. The Policy endorses that the plojptsy behind all forms of
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instructions in schools is to be measured in teoimgheir roles in producing
citizens with skills, competencies, moral valuesl anasoned judgments to
effectively live, interact, interrelate and contrib positively to economic,
social, political and cultural development of thégétian society (Okobiah,
cited in Okam and lbrahim, 2011). The philosophysdor adequate and
qualitative citizenship education.

2 Concept and Goal of Citizenship Education

Like most concepts in social sciences, citizenskipcation defies a universally
acceptable definition yet many scholars have attechgonceptualising it.
While others refer to it as civic education, ch&actraining, political
education, behavioural modification, others corestrii as human right
education. Alutu and Ifedili (2012) explained theasons why the meaning
attached to the concept varies. In their wordsicsivirtually all human beings
possess hedonistic character, the desire to waigdod citizenship is universal
concept which varies from society to society depamnan their specific needs
and problems’[pp. 573]. Hence the nature and obgsxtof citizenship
education in any given society is dependent orptlsenting indicators in the
social environment. This frantically corroboratgarhu’s (1999) definition of
citizenship education as a conscious effort to lsate in the youth, a set of
values and attitude contingent on the need andgrabof the society. Omare
(1999) also concludes that the manifestation atesiship education can be
seen in the behavioural trait such as criticalkinig, political activism, inquiry,
goals and value of good citizenship. Yusuf (200&)tends that education for
citizenship requires a citizen to be well informaatl possess ability to gather
facts, reject ethnocentrism, religious jingoism atelelop positive national
consciousness. This means that citizenship educafibdevelop in individual
skills, attitudes and values that will enable theanshow concern for the
wellbeing and dignity of others, respecting the twaf others and approaching
civil decision in a rational manner. In fact, aetmention of citizenship, the
individual and the state come to mind. The edupattd an individual
concerning himself and his state that will not osibgialize but emancipate and
transform him for functional roles in a dynamic isbg is citizenship education
(Anumba, 2013: 37).

However, the concept may be better described teéinedl. The UNESCO
Recommendation concerning Education for Internatiddnderstanding, Co-
operation and Peace and Education relating to HURigints and Fundamental
Freedoms (1974), provide a better description af frinciple of civic
education for Member States as: promoting, at egtaige of education, an
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active civic training which will enable every penstw gain a knowledge of the
method of operation and the work of public instdos, whether local, national
or international; and to participate in the cultdife@ of the community and in
public affairs. The documents state further thatemghier possible, this
participation should increasingly link educatiordattion to solve problems at
the local, national and international levels. Stude participation in the
organisation of studies and of the educationalbéistanent they are attending
should itself be considered a factor in civic ediaraand an important element
in international education. In her description tizenship education, Anumba
(2013: 38), posit that it is the type of educatibat enables members of a
society acquire full knowledge, not only of thetetdut also of their duties and
obligations to the state, their rights and expemtat from the state, the
necessity of total conformity with accepted waysl atandards of life of the
people, the need for full compliance with rules amgulations and total
allegiance to the state. The summary of it alhis meed for relevant education
that will transform the citizens to live legally e society and contribute
meaningfully to its progress. It is this kind ofcgization orientation and
training that can properly be referred to as edowdor citizenship

The aims and objectives of citizenship educatieraany and varied. They
include socializing children against juvenile dgliency, disrespect for elders
and all sharp practices that often metamorphosefiritblown crimes such as
youth hooliganisms, prostitution, examinations medtices and gross campus
misconduct. In fact there has been public outcer anemployment against the
government, while those who have gained one empoynor the other
demonstrate unprecedented truancy and ingratitodartls their employers.
The magnitude of dishonesty, embezzlement of pulilinds, looting
government treasuries, diverting public funds anatemals to private use,
bribery and corruption they practise is inexplieapAnumba, 2013). As earlier
echoed in Falade (2008), the lack of the requiregeaship traits in the life of
the Nigerian citizens is directly or indirectly pemsible for some citizens to
think of disintegration, disunity and conflicts time country. To create a list of
the purpose of citizenship education to the sthepeople and the world, may
be an endless pursuit.

3 Need for Human Liberation in Nigeria and the Word

The world is relentlessly becoming a mad placeu®. ISince the First World
War, the world ceased to be constructive becausebmgan to refuse applying
their intelligence to create international and araal co-operation for peaceful
and harmonious co-existence. People are now cahfafsghat humanity really
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should stand for. Superstitions beliefs and religidogma now obfuscate men

perception of the spirit of nationhood and brotineds. Men continue to be

inhuman to men and persist in retaining the divisiof mankind into hostile

groups. Russel (1977, cited in Okam & lbrahim, 20®&lealed the prevalence
of a general collective failure in many parts of thorld, on the part of men, to
use the intelligence they possess for the purpdsself-preservation and

advancement of humanity. According to him, manydec which have been
allowed to operate vulgarly in many societal frarogg are all dragging

society towards a state of social disorder. Sontaeaxe factors include, but not
limited to:

1. forces of religion, sex, education, nationalismassl feeling and
competition which have been allowed to operatdianally in many parts
of the world to the extent of producing in the yguimsanity, stupidity,
readiness for homicide, economic injustice andlesdness;

2. forces of intolerance, hatred, pain and misfortwhéch have engulfed and
consumed many minds such that they have lost theepof balanced
judgment which is needed for an emergence fromstbagh in which
mankind is staggering;

3. a characterization of many societies by displayslisharmonies in their
political and social frameworks;

4. a menace from problems of uncertainties which mdy avedge many
developing countries from each other but which atidate against socio-
economic advancement; and problems of imbalaneguiaity and the like
which handicap many developing countries their esigation from their
colonial and apartheid history into a life whichbiased on equal footing
with others in the world of mankind (Russel, 19721-22; Okam &
Ibrahim, 2011).

What is left in the cosmos is now mad world whérere is the systematic and
pervasive mistreatment of individuals on the badistheir membership in
various groups, which are disadvantaged by thdtttishalised imbalances in
social power in a particular society. A world fdlevith bunches of oppressors
and oppressed. According to Ricky (2014), oppressiaocludes both
institutionalised or "normalised" mistreatment asllvas instances of violence.
It is the invalidation, denial, or the non-recogmitof the complete humanness
(the goodness, uniqueness, smartness and powadllioé those who are
members of the mistreated group. This is the ordy o describe the world
today judging from the ubiquitous of warfare acribesglobe.

The Nigerian episode is a terrifying one. Sinceltbgardian amalgamation
of 1914, there has been an inbuilt tendency for 'snantolerance and
inhumanity to man. The Nigerian society is now &hed with series of enigma
that posit the ending of its national cohesion &dkralism. The season of
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discontent has special ramifications for a natigth wnemployed millions, and
the net effect has been a tragic precipitationialent crimes: assault, burglary,
extortion and kidnapping (Oludeyi, 2013).Theseratunconnected to the low
level of civic consciousness among the populacdeOtesultant harmful
stereotypes prevalent in Nigeria includes ethnigiials intolerance, prejudice
and crises, political crises, youth hooliganismspsptution, examinations
malpractices, rape, terrorist insurgencies andonali insecurity. There is
therefore a disturbing atmosphere of apprehenssge@enong the populace
(Alemika & Chukwuma, 2006; Oludeyi, 2013) and steade in youth crime,
nurtured in a climate of increasing national inconmethe words of Oludeyi
(2013), a significant number of Nigerian youths dliterate and resultantly
gullible to anti-social cajoles courtesy of rapasioand nefarious political
leaders who use them as tools for disrupting thgoma political and
democratic stability. Couple with the proliferatiohlslamic terrorist offshoots,
it is done through rigging, thuggery, and religiou®lence which are
detrimental to national peace and security (Olud2§103). Decades of social
and political turmoil have turned this strategigdtbcated African nation into
an established junction for international drug sgtes. “Other highlights of
Nigeria’s prolific crime syndicates are economiauid — usually in the form of
innovative internet schemes; money laundering aackateering (Osalor,
2010). The dreadful part is the mayhem of terranistirgency championed by
Boko Haram.

The fundamental question is thus: where can theiNig nation and other
countries of the world find succour, peace and eismhabiting? There is a
dire and urgent need for human Liberation. Sinberdtion is a function of
education, liberation which is both the undoing the effects and the
elimination of the causes of social anomalies cest be sought in a type of
education that trains, socialises, and crystallibeslearners’ mind both for
character building, civics rights and responsipiind the spirit of inter-vivos
patriotism. A kind of education tantamount to knedde, skills and values
given to a child or groups of learners with a viesmaking them functional
and responsible individuals capable of contributiogthe socio-economic,
political and religious development of the stats&wu & Ogbonnaya, 1997;
Okam & Ibrahim, 2011). This is Citizenship or Ci\iglucation. According to
Ayeni (2012) the conviction is that citizenship edtion aims ultimately to
enable the individual to make free choices ongf@mple, moral issues, rather
than habituate him to make correct responses witteally understanding the
reason for his choices. In this respect, civic atioa is a liberating agent for
individual. The mind has to be freed from errortlmhking that knowledge is
based on superstition and religious dogma whichsti# a predominant
phenomenon in Nigeria society today. It means fhigtng good, civic-minded
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and patriotic citizens requires an educationalesyghat lays emphasis on civic
training (Ogundare, 2002)

4 Citizenship Education and Human Liberation

It seems palpable that with many ills in the waidday, education has long
been touted as a panacea for tackling crime amdgirality, socio-political and
economic vices (Witte & Tauchen, 1994; Olumade, 200o0stelloe, 2014).
According to Costelloe (2014), recent developmémtmainstream education
suggest that concepts such as citizenship, inclusiod democracy have
become inextricably linked to changes in educatippoicy and practice across
globe. A major discursive shift in world educatidebate has placed a new
emphasis on the democratic and civic outcomesetttucation process while
introducing the concept of 'social and civic corepee’ (Hoskins, 2008). This
has led to a prioritisation of education for citighip and the teaching of
democracy as mechanisms for the promotion and suppactive citizenship
(Costelloe, 2014).

According to Ricky (2014), biological/cultural/etiofsexual/religious/age
differences between human beings are never the adugppression or chaos in
the world today. The use of these differences folagx either why certain
groups of people are oppressed (or) why certaiuggoof people behave
oppressively or why the world is in a state of diew, functions as a
justification of oppression and violence in itselhe renowned Behavioural
Psychologist, B. F. Skinner has since 1972, corstehdt human behaviour is
the cause of most of the World's problems: crimeyesty, pollution, war,
overpopulation, even health-related problems sush cancer, sexually
transmitted diseases, polio, malaria, etc. Foraimcst, the application of the
physical and biological science would not solvesth@roblems because the
solution lies in another field... Better contracepsivwill control population
only if people use them. New methods of agriculamd medicine will not help
if they are not practiced, and housing is a matteronly of buildings and cities
but also of how people live. We need to make vaahges in human behaviour
and it is not enough to ‘use technology without eepker understanding or
liberation on human issues’ or dedicate technolaggnan’s spiritual needs or
to encourage technologists to look at human proglewhat we need is a
technology of behaviour (quoted in Oludeyi, 2013). 1

Contemporary events and problems in Nigeria andrgparts of the world
call for human liberation and character educatiapable of creating a civil
society of unity. This can be accomplished by priegathe younger generation
(both in and out of schools) with effective citiadip education and training.
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Human liberation is possible. It is possible toorer the buried memories of
humans’ socialization, to share stories and heal hbrts imposed by the
conditioning, to act in the present in a humane eaihg manner, to rebuild
human connections and to change the world (Rick),42 The process is
essentially integrated into the curriculum impewedi of civics education; these
issues and problems suggest that citizenship edacaas to be explored and
employed to cope and embrace the pedagogical demand dimensions
entailed in seeking to liberate the citizens fafcccompetence and patriotism.

5 The Liberating Values in Qualitative CitizenshipEducation

It is expedient to mention that not much emphasislaced on the teaching of
civic values in the Nigeria schools. Instead ofducing thinking and objective
human beings, the educational system produces rfearjul and uncritical
citizenry that are also selfish and indifferentpublic affairs (Obadan, 2004,
cited in Falade, 2008).

Principles of civic education can be instilled lre tcitizens for liberation and
peaceful co-existence. The spirit of patriotismityyrlove and oneness can be
installed in the minds of Nigerians and how thewg sarve as lubricant to the
wheel of socio-political and economic progresshef mation through adequate
citizenship education. The basic liberating pritespthat are necessary for
embedment in the core value of a qualitative aqitkbép education are
enshrined in the Nigerian constitution. These tated as follow:

1. Freedom of expression

2. Freedom of press and access to alternative sotinafoomation.
3. Freedom of association

4. Equality before the law and due process underuteeaf law.

5. Freedom to own, buy and sell properties

Sequel to the above, there are certain values velrielconsidered desirable and
which a good citizen must possess. These traifsidacthe development of
comradeship and cooperation, as well as togetheindbe learners from their
primary schools to tertiary institutions. The schozurriculum should
incorporate some national core values and tandddening experience on
honesty, sincerity, integrity, personality, accalmlity and fairness, into the
lessons topic for learners. It should also inclidghe classroom activities,
experiences on concern for others, tolerance, ce$peauthority, rules of law,
law and order, and the right of others, respect lfte and property,
trustworthiness, reliability and dependability, athé benefit of hard work of
citizens in the society.
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6 Conclusion and Recommendation

Citizenship education means more than the merditgpof the fact about the
society. It is about learning to understand andelelin democratic functions
as a living and changing process in the environminéims to teach the
citizenry some basic functional skills to be abte live a liberated and
sustainable life for them to know their civic rigabhd responsibilities and to
contribute their quota to build a just, liberal ateimocratic society. This of
course is necessary for peaceful co-existence artangitizens regardless of
their religious, ethnic or biological differences.citizen who is not trained in
citizenship education is deficient in role performoe, in fact ignorant of
himself, of his immediate environment, the governitmahe state, and of
course, of events beyond his state. According tomiima (2013) retaliatory
attitudes of followers, especially the youth, akee tcontemporary social
problems plaguing Nigeria. Prolonged bad leaderbliphose at the helm of
affairs has degenerated into insecurity in the ttguThe patience of the led
appear to have vanished, hence the youths cadheoslightest opportunity to
steal, kill, kidnap, bomb, stir up violence, and rojust to retaliate the wrongs
of the leaders. The belligerents, in the form ditemts, boko haram or the like,
appear to have been provoked to actions and thiedehat it is now their turn
to turn the country upside down. Only concrete afiiective citizenship
education can purge our nation of these socialsvitieis therefore safe to
conclude that a country that fails to raise itizeits with qualitative citizenship
education well instilled in them may be diggingdrave and then raise a crop
of soldiers who will crush it and bury it.

If the spirit of patriotism, unity, love and onesesan be installed in the
minds of Nigerians and if they must serve as lamido the wheel of socio-
political and economic progress of the nation thglowadequate citizenship
education, the following are put forward as neagssieps that must be taken:
1. Serious emphasis need to be given to citizenshipagibn from primary to

post-secondary level of education in the countrye Tnstructors should
teach Nigerians how to manifest democratic vallegt promote team
building for effective citizenship. This interper&d, social interaction
through the values of members will lead to shaietw, interdependency,
mutual trust, strong commitment to the team, coatp@am which increases
the level of effort and satisfaction of membersthie process of nation
building.

2. Parents also should begin to rise up to their ticadil duties; a situation
where parents have gradually handed over the rsiplity of child
training to the formal system in schools is unahliier. Charity begins at
home and if parents take up their duties on theird®, it will go a long
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way in reducing youth restiveness and resultartilgngthening national
peace and security (Oludeyi, 2013). In fact it $tidae incorporated in our
laws that parents of perpetrators of evils, whargbg should also share in
the punishment. According to Anumba (2013), pegtets of these evils
should be apprehended along with their parents; tr@mes, and home
addresses published in newspapers, and announeedhevtelevision and
radio for consecutively six months preceding thierafe. Parents should
partake in the punishment arising from their cldtdior wards’ prohibited
acts. It will make parents leave up to their resjaihties.

3. Citizens need to discover how to develop themsebsaffirmation,
visualisation, attitudes talk, positive greetingathusiasm and other core
value in the civic education.

4. Civic education should be adopted nationally asreective measure to the
societal disorder in the country. It should be mads®mpulsory lesson to
all ages and all people in the country. This isabee the social ills
prevalent in Nigeria today cut across all ages tlitHeaders and the led.

5. To the foregoing more possible, media houses shbeldnade to see
citizenship education as compulsory corporate soesponsibilities. In the
words of Anumba (2013) broadcasting houses shoualkensongs, jingles
and slogans in condemnation of the contemporaryalsdts - suicide
bombing, kidnapping, vandalisation, and on the otfzexd compose same -
in praise of our values, aspirations, culturesiefi®l national symbols and
national ethics.

6. Teaching and learning of civic education shouldecolboth formal and
informal system of education in Nigeria.
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Abstract. The thesis of this study is that the status ofuthieersity librarian is of

significant value to his/ her performance. Thisdgtiset out to ascertain this
significance by investigating the status and pemnforce of librarians in selected
universities in Uganda. The findings were that status of the university
librarians in the country is only fairly satisfaggo It was also found that the
status of university librarians is a significantegictor of their performance.
Therefore, the paper urges university administsaorthe country to re-examine
the status accorded to their librarians becauseait important ingredient in their
performance.

Keywords: Library management; Performance management; Humsources
development.

1 Introduction

According to Robbins (1991) status is a sociallfiral position or rank given
to groups or group members by a group. BuchanarHaedynki (1985) define
formal status as a collection of rights and oblmy# associated with a position,
as distinct from the person who may occupy it. Rebi§1991) points out that
status may be formal or informal. Informal statssone imposed by a group.
Formal status goes with high organizational stdtmsexample large offices
with impressive views, high pay and similar thingdtatus may also be
informally acquired by such characteristics as atlan, age, gender, skill and
experience.

The formal status hierarchy reflects the poterdfahe holder of a position
to contribute to the overall goals of the organ@a{Buchanan 1985: 312-321).
The outward symbols associated with formal statdigrin other members in
the organization where exactly that person standthe ladder’.
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In the context of a university, librarians are pars with academic staff in
contributing to the scholarly and intellectual ftians of universities. They are
skilled professionals who play an integral rolghie pursuit, dissemination and
structuring of knowledge in the university envirogmh As such the status of
the Librarian should be a matter of concern. Havehitherto, the status of
university librarians in Uganda and its effect dre tperformance of their
universities has not attracted scholarly attentibm.close this gap, this study
was conducted to examine the status of librariangiversities in Uganda and
to establish the effect of this status on the fliares’ performance. It was
hypothesized that the status of the librarian Sigpnitly affects his/her
performance.

2 Related Literature

Although literature on the status of universityrdibans in Uganda is scanty,
there are some other studies that have been matlesosubject, especially in
foreign contexts. Status is an important factor understanding human
behaviour, because it is a significant motivatod &as major consequences
when individuals perceive a disparity between vthay believe their status to
be and what other perceive. While Status congrussfees to a situation where
the responsibility of a job that a person had isgroent with his superiority
Robbins (1991) emphasized the importance of sejugy. He pointed out that
when inequity is perceived, disequilibrium is cezht He pointed out that, it is
important to pay attention to trappings that gchwiirmal positions in order to
maintain equity. He stressed that when there isnaquity between the
perceived ranking of an individual and the statusoatrements that person is
given by an organization, status incongruenceisteaexist. Examples of this
kind of incongruence are; a more desirable offioe & lower ranking
individual, a vehicle or fuel refund for a lowenikang individual and not for an
officer in a higher office.

The equity theory is concerned with perceptiongpfebave about how they
are being treated as compared with others. Toebé dith equitably is to be
treated fairly in comparison with another grougpebple (a reference group) or
a relevant other person (Armstrong 1996: 308).

Equity theory states that people will be betterivatded if they are treated
equitably and demotivated if they are treated iitagly. A study conducted by
Adams (1953) on the US Army Bomber crews reveated status congruence
affected efficiency. The study revealed that Idatiss congruence was found
to reduce efficiency of Bomber crews. On the othend where a moderate
degree of congruency existed, the Bomber crewopred better as measured
by the number of targets hit during bombing practicThe point there is that
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employees expect the rights and obligations indiaisl have to be congruent
with their status.

It has been asserted that participating in manageifiZElia 1979: 283-
302,) having the decision making power (Rockmar5198-63) independence
on the job D’Elia 1979: 283-302) have a positivepamt on the workers status
and hence performance. D’Elia (1979: 283-302) feadirthat factors related to
the job itself such as using talents, creativiggponsibility, recognition have
influence on the workers’ status.

Armstrong (1996) points out that motivation and caitment are likely to be
enhanced if employers feel that they are valueldis Theans investing in their
success, trusting and empowering them, giving thleen opportunity to be
involved in matters with which they are concernkggping them fully in the
picture, treating them fully like human beings eatlthan resources to be
exploited in the interest of management and pragdhem rewards (financial
and no-financial) which demonstrate the extenthactvthey are valued. This
suggests the need to trust people and treat likeradults, enthuse them by
lively and imaginative leadership, develop and desttate an obsession for
equity; make them feel they own the business. Tmgethese will help the
workforce to respond with total commitment. Thesalies addressing work —
life issues combined with those focused exclusieglyprganizational outcomes
suggest the theoretical and practical value ofarefeon the effect of status on
performance.

3 Methodology

Data was collected from a purposive sample of \@bancellors, Deputy Vice
Chancellors, Academic Registrars, University Secies, Deans, Deans of
Students, Librarians and University Librarians. état of 23 university
administrators and academics and one respondentthe National Library of
Uganda participated in the study. Thirteen (13}hef respondents were male.
Data was collected using a 54-item questionnaigmamted by unstructured
observation and key informant interviews. The majatus indicators on which
the respondents’ opinions were elicited includackllef control, participation
in governance and policy making, level participatio decision making; level
of participation in human resource planning, depelent and management;
rating of the librarian in relation to other unisiy officers and the importance
attached to library staff development. The datdectéd were analysed using
descriptive statistics and Pearson’s correlatiogffaoent.
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4 Findings and Discussion
The findings on the status and performance of usityelibrarians are summarized in Table 1.

Table 1: Status and Participation of University Librarian in University Affairs

Variable Attributes Mean SD
Human The status of the Librarian is satisfactory 3.46 1.103
Resource The Librarian is responsible for interviewing, hiring and dismissing library staff 3.04 1.331
Management The Librarian communicates optimum staffing level requirements to the administration 4.08 .929
The Librarian supervises the work of all library staff 4.46 .884
The Librarian works for improvements in working conditions, salary scale and benefits 3.88 1.191
The Librarian supports staff members in professional development 4.17 1.029
The Librarian is highly regarded by staff 4.25 1.073
The Librarian is highly regarded by the administration 4.22 .998
Financial The Librarian is a signatory to the library account 4.21 1.215
Management The Librarian seeks to improve library service and collections in a fiscal way 4.25 .989
The Librarian prepares preliminary budget in consultation with staff members 4.04 1.083
The Librarian purses additional support for the library at local and international level 4.04 1.147
The role of the Librarian in financial matters is adequate 3.83 .868
Governance The Librarian recommends, plans and implements library services 4.29 .999
and Policy The Librarian recommends necessary changes in services to keep current with user needs 4.46 .932
Making The Librarian provides assists university administration in long and short term planning 4.13 .947
The Librarian evaluates effectiveness of the library in relation to the user community 4.17 1.049
The Librarian recommends and administers procurement policies of the library 4.21 1.141
The librarian prepares regular reports on current progress and future needs 4.21 977
The Librarian co-operates with other libraries to make effective use of funds 4.00 .885
Takes responsibility for collection development and acquisitions including weeding 6.22 10.68
The Librarian keeps informed of relevant academic and technological developments 4.17 1.007
The Librarian attends meetings that are relevant to the effective functioning of the library 4.37 .970
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The Librarian is a key policy maker in a university library

The Librarian knows national, regional and international laws that affect libraries
The Librarian initiates and supports beneficial library registration

The Librarian negotiates contracts for library services, materials and equipment
Provide input into architectural planning of library facilities

The Librarian responds to customer complaints, taking action as necessary
The library is rated higher than faculty

The library is rated lower than the Catering Department

The library is rated lower than the Estates Department

The library is rated lower than the Academic Registrar’s Department

The library is rated lower than the Bursar’s Department

The library is rated lower than the Research Unit

The rating of the library is satisfactory

The Librarian is rated lower than Dean of Students

The Librarian is rated lower than the Head of Department

The Librarian is rated lower than the Academic Dean

The Librarian is rated lower than the Catering Officer

The Librarian is rated lower than the Estates Officer

The Librarian is rated lower than the Academic Registrar

The Librarian is rated lower than the Bursar

The Librarian is rated lower than the lecturer

The rating of the library is satisfactory

The Librarian is an officer of the university

The Librarian is a member of Senate

The Librarian is a member of Council

The Librarian is the secretary to the Library Committee

The Librarian is entitled to a vehicle

The Librarian is entitled to a driver
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In Table 1, the responses indicate the perceptigatisfaction with financial
management issues involving the library (mean >Hbwever, observation
gave a contrary view. For example, there are athos that although
librarians are signatories to the library accouttiey are constrained in that
their budget requests are not given priority. Oftiee funds released to them
do not measure to the magnitude of the needs.ade of any financial crisis,
library funds are easily diverted.

The opinion on the thirteen items indicates the@egtion that the Librarian
was/is a policy maker in the university libraryhélopinion on only three of the
items indicated. The observations and personaviet® reveal that Librarians
are playing a central role in the planning, develept, control and
management of libraries in their respective insons, with limited
interference from the top administrators.

The findings show that the respondents did noteyeecthe library to be
rated lower than the rest of the departments iruthieersities. Responses are
evenly distributed among those whose opinions wesgveen neutral and
disagree and these whose opinions were betweerahant agree.

The responses show that the perception that thadidim is lower in ranking
than the Bursar, Academic Registrar (but highenttiee Catering Officer).
This position is misleading: the University and @tfertiary Institutions Act
(2001) designates the university librarian as ditaf of the university at the
same level as the Academic Registrar, Universitgr&@ary and Dean of
Students and that he/she is responsible to the ®tacellor. Since the mean
scores in Table 1 were computed on a five poinettikcale, the results suggest
that the Librarian’s status is well recognized. ldoer, most respondents were
rather uncertain (Mean score = 3.46). This implieg more needs to be done
as far as the status of the Librarian is concerned.

Observations and interviews reveal adherence t® thgulation among
public university but not so for some private umsiges. The implication here
is that the Librarian may not have direct accesshé Vice Chancellor. In
institutions where the Librarian tries to accessWice Chancellor directly, this
attempt is misunderstood and, at times, it causesict.

University Librarians should adopt an academic fafhgovernance that is
similar in manner and structure to other facultigalaries and fringe benefits
should be comparable to those paid to faculty afvedent rank. The university
should recognize the importance of Librarian’s garihg development within
the academic community and acknowledge that sutivitees bring benefits to
and enhance the reputation of the university, tioéepsion and the individual
Librarian. The findings on the librarians’ performta are summarized in Table
2.
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Table 2: Performance of University Librarians

Attributes of Performance Mean SD
Hiring and dismissing library staff in line with your human resource policy 3.04 1.33
Communicating optimum staffing level requirements to the Administration 4.08 .92
Supervising all library staff 4.46 .88
Initiating improvements in working conditions of the lib staff 3.88 1.19
Identifying and supporting staff in their professional development 4.17 1.02
Librarian handles library financial matters 4.21 1.21
Mobilizes support for the library at local and international level 4.04 1.14
Carries out strategic planning for the library and implements them 4.29 .99
Updates and upgrades library services 4.46 .93
Evaluates effectiveness of the library in relation to the user community 4.17 1.04
Carries out procurement function of the library 4.21 1.14
Prepares regular reports on current progress and future needs 4.21 .97
Cooperates with other libraries to make effective use of funds and develop services 4 .88
Directs the collection development and acquisitions including weeding 6.22 10.68
Monitors academic and technological developments related to library work 4.17 1
Attends meetings and workshops, local and international 4.37 .97
The Librarian is a key policy maker in a university library 4.39 .94
Keeps abreast of national, regional and international laws that affect libraries 3.67 1.2
Initiates and supports beneficial library registration 3.79 1.06
Provide input into architectural planning of library facilities 3.96 .9
The Librarian responds to customer complaints, taking action as necessary 3.96 1.08
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The performance of the Librarian was examined udiiegabove listed items.
Several issues were revealed. First it can bedrfoben Table 2 that a Librarian
has a great amount of responsibility. Second, méghe activities in the
library rotates around the Librarian. Thirdly, thrk of the Librarian take
different forms like planning, public relations,optem solving, networking,
and carrying out the technical work. It is onlytire area of human resource
management that respondents were not firm on aalti#hr's role. This is so
because in most universities, human resource isa@ebhandled directly by a
University Secretary or any other officer in chaojedministration.

The contribution of status to the performance ofLibrarian to her
performance in the institution was considered bgtfiof all carrying out
Pearson’s Bivariate Correlation. This test yieltlegl results as shown in Table
3.

Table 3: Pearson Correlation Coefficient for Relationship between the Status
and Performance of Librarian

Performance
Status of Librarian Pearson Correlation 673
Sig. (2-tailed) .00
N 21

Table 3 shows that there was a significant positalationship between the
status and performance of the Librarian [r = .678,0.01]. The inference here
is that the higher the status the Librarian is eded the better the librarian’s
performance. Simple regression analysis of thesdinfgs showed that the
status of a librarian was a good contributor toghgormance of the Librarian
[Beta = .673, t=3.966, P<0.01]. The Adf Was .424 which meant that status
contributed 42% to the Librarian’s performance lie fnstitution. Therefore
university administrators should ensure that pediavhich are supportive of the
university librarian’s status are backed up by supye frameworks in which
librarians can carry out their duties.
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