






















































































































































































































































































obtained at KyU regarding the work performance of academic staff at KyU. This implies that

the age of academic staff does not affect their knowledge, skills and abilities, which have a

direct bearing on work performance.

[t was reported under scenario 2 and 3 in table 8 that, the job related capacities tend to
decline with increase in age, which may affect work performance of aged academic staff. But
still under (Scenario 2 table 8), Warr’s (1994a) Taxonomy agrees with the findings of the
study that job experience aids job performance much as (Scenario 3 table 8) tend to disagree
with the findings resulting into a negative relationship between ageing and work performance
of aged academic staff at KyU. This is because under the illustrative job content, this occurs
in jobs associated with continuous' paced data processing, which needs speed, which may not

be with the aged academic staff resulting from cognitive deficits but not age per se

5.4 Conclusion

Despite the existence of a positive relationship between age and job related capacities and
experience which aids job performance, it was also observed that there existed a no
relationship, negative relationship and as indicated in (Table 8 in Scenario 1-4). Basing on
the findings of the study, it was observed that age does significantly aid performance in a

high- complexity jobs such as teaching at the University.

5.5 Recommendation

On the basis of the findings, it was recommended that public Universities in Uganda must
ensure that staff who have clocked the mandatory retirement age but can still prove their

worth should be given opportunity to serve the institution regardless of the category of staff.
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This would ensure continuity and it will minimize the employment of part time staff with

doubted academic credentials.

Secondly, Management in public Universities should ensure that performance appraisal
system is accorded due attention to determine the efficiency and effectiveness of staff not to
rely on age an need while considering staft for contractual employment more especially those

that have clocked the mandatory retirement age.

Thirdly, Management of Public Universities should ensure that decisions on re-appointment
are more decentralized up to sectional level in order to allow full employee participation in
decision-making process by all workers regardless of their caliber. This will result in
increased employee commitment to their jobs, responsibility and accountability for action
taken. In addition, Management in Public Universities should ensure that Public Universities
resources (knowledge, skills and information technology) acquisition and development are
available and accessed by all employees in order to ensure sustained high performance while

guarding against obsolesce.

Finally, Management and Governing Councils of Public Universities should ensure that
performance contracts are clearly spelt out along with commensurate rewards in order to

attract and retain employees to perform as expected.

5.6 Areas of further research

Since the study was carried out in the second largest Public University in Uganda on (aged
academic staff) only, a similar study should be conducted on all aged academic staff in
Public Universities in Uganda in order to establish the relationship between ageing and work

performance of staff in Public Universities.
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Secondly, the current incentive offered in Public Universities does not seem to enhance

employee performance. As a matter of urgency, a study should be carried out to identify the

ideal incentives that benefit employees in Public Universities in Uganda.

Thirdly, there is also urgent need to mount a study that will assess the influence of
government policy on employee job performance in public Universities in Uganda. The
findings may help to regulate government influence on the implementation and management

of the best management practices in public Universities in Uganda.

The study indicated that ageing and personal characteristics of aged academic staff do not
directly affect performance of academic staff. A research should be carried out to investigate
why there are persistent negative reports about the performance of staff in Public Universities

in Uganda (Visitation committee report, 2007).

5.7 Chapter Summary

The study cannot be generalized to Public Universities in Uganda because, the study
participants were drawn from only Kyambogo University much as being the second largest
Public University in Uganda, it does not share the a similar organizational culture with other
Public Universities given it’s unique history that resulted out of a Merger of three different
institutions namely; National Teachers College Kyambogo, Uganda Polytechnic Kyambogo
and National Institute of Special Needs Education. These merged institutions had different
cultures and it is for that reason that the findings of this study cannot be generalized to other

public Universities in Uganda.
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APPENDIX I

A QUESTIONNAIRE TO IDENTIFY THE RELATIONSHIP BETWEEN AGEING
AND WORK PERFORMANCE OF ACADEMIC STAFF IN PUBLIC
UNIVERSITES: A CASE STUDY OF KYAMBOGO UNIVERSITY

Dear respondent,

This questionnaire seeks to measure the relationship between ageing and work performance
of academic staff in Public Universities in Uganda a case study of Kyambogo University.
The information given will be strictly for academic purposes. Your views will therefore be
treated with strict confidentiality. Your cooperation in answering the questions below will be

highly appreciated
SECTION I
Sex (please tick): Female - -

Category of staff

Academic staff [ ] Faculty Dean [ ] Head of Department []Academic Staff ]

Academic staff below 60yrs E
]

Above 60yrs
Age (please tick besides the age group that is representative of your age).

30 and below
31 —-40
41 =45

0o o o

46 — 50
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5155 -
56 — 60 -

60 and above ]

SECTION II: TO ESTABLISH THE PERCEPTION OF KYU EMPLOYEE ON THE

RELATIONSHIP BETWEEN AGEING, KNOWLEDGE SKILLS AND ABILITIES.

Less tlexible

Less willing to work long hours

Better team players

Have better customer skills

Less willing to train

Less promotable

Less flexible

Less willing to work long hours

Better team players

Have better customer skills

Less willing to train

Less promotable

Have lower expectations

Difficult to train
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Better Performers

Offer better return on investment

Less Creative

Have higher levels of stress

Less motivated

Ambitious

Away from work sick

Have more accidents at work




e

Please use the following responses by ticking the number representing your response to

statements given.

Strongly agree [ [agree |Ilam I Disagree | I disagree | I disagree
agree | justa not sure | justa quite a lot | quite a lot
quite | little little
alot

1 2 3 4 5 6 7

What is your perception of aged academic 1 2 3 4 5 6 7

staff on the following;

Reliable

Loyal

Committed to the job

Willing to stay longer at work

Resistant to change

A good example for others

Have problems with new technology

Productive

Fit within the organization

Have better people skills
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SECTION III: TO ESTABLISH THE VIEWS OF KYU EMPLOYEES ON THE

CONTRIBUTION OF KNOWLEDGE, SKILLS AND ABILITIES OF OLDER

ACADEMIC STAFF

Please use the following responses by ticking the number representing your response to the

statements given

Less than younger | No difference

workers

More than younger

workers

1 2

3

What is your view on aged academic
staff on the following;

Have useful experience

Are loyal to the organization

Think before they act

Are reliable

Have interpersonal skills

Are conscientious

Are confident

Work hard

Take things easy

Are effective

Work well in teams

Accept new technology

Adapt to change

Learn quickly
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Grasp new ideas

Want to be trained

Are receptive to direction

Have practical knowledge

Are committed to quality

Always attend and be punctual

SECTION IV: EXPLORING THE OPINIONS OF KYU EMPLOYEES ON
WHETHER AGE AFFECTS WORK PERFORMANCE

Please choose one of the following options for each of the question items that follow

regarding work performance of aged
academic staff;

Exceptional Excellent Well- Reasonable | Barely Unacceptabl
performance balanced effective | e

1 2 3 - 5 6
What is your opinion on the following 1 2 3 4 |5 6

Personal driven

Creative thinking

(ability to innovate)

Problem solving

Interpersonal relationships

Ability to communicate

Ability to adapt and cope with Change and
pressure
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Please tick besides the items under A: B, C, D and E that you think in your opinion applies to

the performance of older academic staft.

academic staff

| Use the alternatives provided to give
your opinion on what applies to aged

Please tick here

A. QUALITY OF WORK

Communicates

Listens

Receives feedback

Gives feedback

Seeks ideas

Sells ideas

B.INTERPERSONAL SKILLS

Is spontaneous

Is aware

Deals with conflict

Experiments

Seeks close relationships

Is dominant
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-

C. TIMELINESS

Conforms

Is careful

Is organized

Aspires

Is dependable

Is committed to ideas or work

D. PROBLEM-SOLVING SKILLS

Is creative

Is resourceful

Is logical

Analyses

Is a catalyst

Evaluates

E. EFFECTIVENESS

Is competitive

Is a leader

Is confident

Initiates

Takes responsibility

Can work in unstructured situations

To be answered by the respondents’ supervisor (Faculty Deans’ and Heads’ of

departments’ on what applies to work performance of older academic staff.

Use the scale below to respond to the statements that follow:

Outstanding Very good | Quite good | Moderate Quite bad | Very bad | Unacceptable
1 2 3 - 5 6 7
QUESTIONS 1 2 3 - 5 6 2

Seeks and accepts responsibilities at all times

Performs competently under pressure

«

| Gets a great deal done within a given time frame

i Readily accepts more work
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Expected to be in a position to start work at an
appropriate time

Could be relied upon to come on time every
morning

Could be expected to maintain the hours he/she
is required to work

Could be expected to attend work regularly and
be punctual

Does not take days off without previously asking
for them

Outstanding and effective in dealing with
members of the public -

Never deliberately works below her/his best even
without supervision

Anticipates problems and develops suggestions
in advance

Assists superior with his/ her work

Makes innovative suggestions to improve the
department or organization

Help others who have a heavy work load

Does what is required of him/ her and never
volunteers for extra work
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APPENDIX II:

INTERVIEW GUIDE TO BE USED AT KYAMBOGO UNIVERSITY

Dear Respondent,

I am a student from Kyambogo University, from the faculty of Education pursuing a Masters degree
of Educational Policy, Planning and Management. I am carrying out research on Ageing and Work
Performance of Academic Staff in Public Universities in Uganda a Case Study of Kyambogo
University. The study is intended to contribute to the improvement of teaching, research and

community outreach statutory functional roles of public universities in Uganda.

I would kindly request for some of your precious time to answer a few questions herein. The
information that will be obtained during this interview will be given utmost confidentiality and used

for academic purposes only.
SECTION I (a): DEMOGRAPHIC INFORMATION

Gender Male ’: Female D

Occupation  .uuevveerenvciimrnnnenseaans
Category of Staff ..eveecisrermmiiecciunmnseeanmmnnnninnea
Age bracket.
30 and below ]
31-40 )
4] —45 ]
-
46 — 50
|
51-55
m. .
56 — 60

60 and above
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SECTION I (a):

1. In your own view, is age related to knowledge Yes No[ ] I |

2. Do you think there is a relationship between age, skills and abilities
Yes [ No -
SECTION II: TO ESTABLISH THE PERCEPTION OF KYU EMPLOYEE ON THE
RELATIONSHIP BETWEEN AGEING, KNOWLEDGE SKILLS AND ABILITIES.

Please use the following responses by ticking the number representing your response to

statements given.

Strongly |1 I agree Iamnot | I Disagree | I disagree | I disagree
agree agree | justa sure just a little | quite a lot | quite a lot
quite | little
a lot
1 2 3 4 5 6 7

What is your perception of aged academic 1 2 3 4 5 6 7
staff on the following;

Reliable
Loyal

Committed to the job

Willing to stay longer at work

Resistant to change

A good example for others

Have problems with new technology

Productive

Fit within the organization

Have better people skills
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Less flexible

Less willing to work long hours

Better team players

Have better customer skills

Less willing to train

Less promotable

Less flexible

Less willing to work long hours

Betterteam players

Have better customer skills

Less willing to train

Less promotable

Have lower expectations

Difficult to train

Better Performers

Offer better return on investment

Less Creative

Have higher levels of stress
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Less motivated

Ambitious

Away from work sick

Have more accidents at work

SECTION III: TO ESTABLISH THE VIEWS OF KYU EMPLOYEES ON THE
CONTRIBUTION OF KNOWLEDGE, SKILLS AND ABILITIES OF OLDER

ACADEMIC STAFF
Please choose use the following options for each of the question asked
Exceptional Excellent Well- Reasonable Barely Unacceptable
performance balanced effective
1 2 3 4 5 6
2 3 4 5 6

What is your view on aged academic staff on the

following;

Personal driven

Impact on results

Strategic capability

Commercial judgment

Business awareness
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Analytical ability
Creative thinking
(ability to innovate)
Planning and organizing

Problem solving

Decisiveness

Customer focus

Leadership

Team working

Interpersonal relationships

Ability to communicate

Ability to adapt and cope with Change and pressure
Developing others
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Please under this section, items have been categorized under A; B, C, D and E. what do you think

applies to performance of older academic staff.

Use the alternatives provided to give your opinion on what
applies to aged academic staff

Response

A. QUALITY OF WORK

Communicates

Listens

Receives feedback

Gives feedback

Seeks ideas

Sells ideas

B.INTERPERSONAL SKILLS

Is spontaneous

Is aware

Deals with conflict

Experiments

Seeks close relationships

Is dominant

C. TIMELINESS

Conforms

Is careful

Is organized

Aspires

Is dependable

Is committed to ideas or work

D. PROBLEM-SOLVING SKILLS

Is creative

Is resourceful
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Is logical

Analyses

[s a catalyst

Evaluates

E. EFFECTIVENESS

Is competitive

Is a leader

Is confident

Initiates

Takes responsibility

Can work in unstructured situations

102




SECTION IV: EXPLORING THE OPINIONS OF KYU EMPLOYEES ON
WHETHER AGE AFFECTS WORK PERFORMANCE

To be answered by the respondents supervisors (Faculty Deans’ and Heads’ of departments’

Outstanding Very good | Quite good | Moderate Quite bad Very bad Unacceptable
1 2 ‘ 3 4 5 6 7
What is your opinion on the following 1 2 3 4 5 6 7

regarding work performance of aged
academic staff;

Seek and accepts responsibilities at all times

Perform competently under pressure

Get a great deal done within a given time frame

Readily accepts more work

Start work at an appropriate time

Come On Time Every Morning

Maintain the hours he/she is required to work

Attend work regularly and be punctual

Can take days off without previously asking for
them

Effectively deal with members of the public

Deliberately work below her/his best even without
supervision

Anticipate problems and develops suggestions in
advance

Assists superior with his/ her work

Make innovative suggestions to improve the
department or organization

Help others who have a heavy work load

Do what is required of him/ her and never volunteers
for extra work
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APPENDIX III

Documentary analysis guide

Serial No

Documents to analyzed

Comment

1

Daily Attendance Registers for staff

Submission of Examination Results Register

LS ]

Record of publications for academic staff

Appraisal forms for staff

wh

iRecords pertaining Community Outreach

activates

Letters of appreciation and warning letters.

Publications made by staff
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APPENDIX IV
Budget estimates

' SIN l ITEM/REQUIREMENT COST UNIT AMOUNT
i 1 | Group discussions/meetings 20,000=per person, X 4 covering four | 4 persons 320,000/
I day’s meeting sitting allowance,
\ meals, , transport and out of pocket
|
l
[ 2 Researchers Outside Location | 2 days X 110,000 1 person 220,000/
‘ Per diem for once every
month for two months to two
r stations, Mbarara and Gulu
L
[ 3 Researchers Transport within | One visit per location for two days 2 | 1 person 60,000/
l the two location days X 30,000
I
| 4 Researchers daily allowance 15,000=breakfast =2,500= break tea- | 1 person 60,000/
2,500=
lunch -7,000= tea-2,000=
water-1000=) X 2days
5 | Photocopying 2000pages 200 pages X 100 = 20,000 X 5 5 copies 100,000/
6 ' Preparation & Binding Thesis | 5 copies X 30,000 5 copies 150,000/
I 1
K Library fees Membership- 100,000 1 person 100,000/
British council
8 Lending fees at Makerere 50,000 1 person 50,000/
University
9 Data Entry Per Research 250,000 1 250,000/
10 Flash Disc/CDS/DVDS Lump sum 100,000/
11 Pencil, ruler, pens Lump sum 20,000/
i 12 | Printing Papers/Ruled papers | 15,000 X 4 4 reams 60,000/




13 Radio Cassettes/Tape Lump sum 500,000/

Recorder, and Tapes

14 Research Instruments & Pre- | Lump sum 110,000/
testing costs
15 Calculators 50,000 1pc 50,000
1‘[ 16 National Council for Science 350,000 350,000/
and Technology
1 17 Digital Camera/Cam Coder Lump sum 600,000/

i Grand total 3,100,000/
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Date: 09 July 2014

The University Secretary
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