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Abstract 
In most organizations, the human resource counselors, professionals 
and managers are concerned about the impact of job satisfaction and 
organizational commitment. However, many academic institutions have 
very little understanding of how job satisfaction affects employee’s 
turnover, productivity and organization's performance. Therefore, it is 
essential to understand the causes, symptoms and the effects it has. The 
main objective of the paper is to study the job satisfaction and 
organizational commitment of faculty members in Technical and 
Management Institutes with reference to different institutes in Dar es 
Salaam region. For this purpose, the data was collected through 
questionnaire under convenience random sampling of Management and 
Technical faculty members. The analysis has been done using different 
statistical tools with the help of SPSS. The findings reveal and 
demonstrate that dissatisfaction does exist in the academic 
organizations/institutions, which eventually results to decrease in 
organizational commitment. Thus, the managers of various 
organizations should come up with various interventions to manage the 
dissatisfaction among the faculty members 
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Key Words; Job Satisfaction, Organizational commitment, 
Management, Technical and Management Institute 
 
Introduction 
According to experts, while most managers believe employees leave 
due to money issues, in actuality it is an employee’s relationship with 
their supervisors that has the greatest impact on whether they stay or 
leave. This is because a supervisor has control over the CORE elements 
that create job satisfaction. These elements are: compensation, 
opportunity, recognition and environment. That is why it is important 
to hold supervisors accountable for retaining a thriving workforce 
(Deborah, 2007). Management of people at work is an integral part of 
the management process. To understand the critical importance of 
people in the organization is to recognize that the human element and 
the organization are synonymous. A well-managed organization usually 
sees an average worker as the root source of quality and productivity 
gains. Such organizations do not look to capital investment, but to 
employees, as the fundamental source of improvement. An 
Organization is effective to the degree to which it achieves its goals. An 
effective organization will make sure that there is a spirit of 
cooperation and sense of commitment and satisfaction within the 
sphere of its influence. (Luthans, 1998) 

Job satisfaction is the most important issue for any organization 
because if its employees are satisfied it is sure that the organization will 
flourish. It also increases the organizational commitment and reduces 
the flow of employees, as it is in the interest of an organization to 
retain employees and minimize turnover. However, many educational 
institutions have little understanding of how to satisfy their employees 
and how these employee satisfaction levels influence their intent to 
leave their positions. In fact, because of this limited understanding, 
institutional efforts towards employee satisfaction can sometimes 
create more dissonance than cohesion between employees and 
management, leading to excessive employee turnover. Organizational 
commitment has been described as consisting of two constructs, 
namely: affective and continuance (Allen & Meyer, 1990). 

The definition of job satisfaction has visibly evolved through the 
decades, but most versions share the belief that job satisfaction is a 
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work related positive affective reaction. There seems to be less 
consistency when talking about the causes of job satisfaction. Wexley 
and Yukl (1984) stated that job satisfaction is influenced by many 
factors, including personal traits and characteristics of the job.  

To better understand the employee and job characteristics and 
their relationship to job satisfaction, various theories have emerged 
and provided the vital framework for future job satisfaction studies. 
Early traditional theories suggested that a single bipolar continuum, 
with satisfaction on one end and dissatisfaction on the other, could be 
used to conceptualize job satisfaction. Later revisions of the theory 
included a two continuum model that placed job satisfaction on the 
first scale and job dissatisfaction on the second (Brown, 1998). Later 
theories focused more on the presence or absence of certain intrinsic 
and extrinsic job factors that could determine one's satisfaction level. 
Intrinsic factors are based on personal perceptions and internal 
feelings, and include factors such as recognition, advancement, and 
responsibility. These factors have been strongly linked to job 
satisfaction according to O'Driscoll and Randall (1999). 

Extrinsic factors are external job related variables that would 
include salary, supervision, and working conditions. These extrinsic 
factors have also been found to have a significant influence on job 
satisfaction levels according to Martin and Schinke (1998). 

Job satisfaction is, therefore, seen by some people to be a 
function of what is expected and what is received. Thus if one expects 
little and gets little, one will be satisfied. At the same time, if one 
expects a lot and gets a lot, one will be satisfied. However, if one 
expects a lot and gets little, one will be dissatisfied. This brings different 
views and perception as far as gender is concerned whereby the basic 
arguments are that although women receive less from their jobs than 
men do, they have lower expectations and hence feel just as satisfied 
as men (Kinman, 1998). 

Organizational commitment is the relative strength of an 
employee's attachment or involvement with the organization where he 
or she is employed, for example; daily business, technical and 
management institutes’ Organizational commitment is important 
because committed employees are less likely to leave for another job 
and are more likely to perform at higher levels. However, Meyer and 
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Allen (1994) state that organizational commitment is "a psychological 
state that; 

a. Characterizes the employee's relationships with the 
organization, and 

b. Have implications for the decision to continue membership in 
the organization. 

Organizational commitment could also be defined as employees’ strong 
belief in and acceptance of an organization’s goals and values, effort on 
behalf of the organization to reach these goals and objectives and 
strong desire to maintain membership in the organization (Hunt and 
Morgan, 1994:1568). In other words, organizational commitment 
points to the attitudes of employees concerning commitment towards 
the organizations they work for (Moorhead and Griffin, 1995:64-65; 
Northcraft and Neale, 1990: 465). According to Luthans (1992:124), 
organizational commitment is directly related to the desire to maintain 
membership in the organization, the willingness of employees to exert 
considerable effort on behalf of the organization and a strong belief in 
and acceptance of an organization’s goals and values. 
 
Objectives 

1. Examine the level of job satisfaction among employees in an 
organization. 

2. Identify the factors responsible for job satisfaction in an 
organization. 

3. Establish the relationship between job satisfaction and 
organization commitment. 

 
Literature Review 
Other researchers use similar definitions of job satisfaction that refer to 
an employee's attachment, goal congruency, identification, loyalty and 
allegiance to their organization. On the other hand, Porter and his 
colleagues defined commitment as "attachment as the relative strength 
of an individual's identification with and involvement in a particular 
organization" (Mowday, Steers, & Porter, 1979). 
 Job satisfaction is so important in that its absence often leads 
to lethargy and reduced organizational commitment (Levinson, 1997, 
Moser, 1997). Lack of job satisfaction is a predictor of quitting a job 
(Alexander, Litchtenstein and Hellmann, 1997; Jamal, 1997). Sometimes 



Martin Onsiro Ronald, Katwire Aisha & Miruka Babu Dennis            5 

 
 

workers may quit from public to the private sector and vice versa. At 
the other times the movement is from one profession to another that is 
considered a greener pasture. This later is common in countries 
grappling with dwindling economy and its concomitant such as poor 
conditions of service and late payment of salaries (Nwagwu, 1997). In 
such countries, people tend to migrate to better and consistently 
paying jobs (Fafunwa, 1971). Explaining its nature, some researchers 
(e.g. Armentor, Forsyth, 1995, Flanegan, Johnson and Berret, 1996; 
Kadushin, and Kulys, 1995) tend to agree that job satisfaction is 
essentially controlled by factors described in Adeyemo's (2000) 
perspectives as external to the worker. From this viewpoint, 
satisfaction on a job might be motivated by the nature of the job, its 
pervasive social climate and extent to which workers peculiar needs are 
met, working conditions that are similar to local and international 
standard (Osagbemi, 2000), and extent to which they resemble work 
conditions of other professions in the locality. Other inclusions are the 
availability of power and status, pay satisfaction, promotion 
opportunities, and task clarity (Bolarin, 1993; Gemenxhenandez, Max, 
Kosier, Paradiso and Robinson, 1997). 
 Measuring job satisfaction is difficult, for it is an abstract 
personal cognition that exists only in an individual's mind. To measure 
job satisfaction, one must have a conceptual understanding of the 
construct in order to decide which indirect factors to measure. Since 
there is no single agreed upon definition of job satisfaction, and no 
widely accepted theory to explain it, it is no surprise that there is also 
no general consensus on the best way to measure job satisfaction 
(Wanous & Lawler, 1972). Mowday, Porter, and Steers (1982, p.27), 
define the affective organizational commitment as "a strong belief in 
and acceptance of the organization's goals and values; a willingness to 
exert considerable effort on behalf of the organization; and a strong 
desire to maintain membership in the organization." The counterpart to 
affective organizational commitment is continual organizational 
commitment, which considers the idea that individuals do not leave a 
company for fear of losing their benefits, taking a pay cut, and not 
being able to find another job (Murray, Gregoire, & Downey, 1991). Job 
satisfaction has been recognized as a component of organizational 
commitment (Kovach, 1977). It is suggested that job satisfaction is a 
state of pleasure gained from applying one's values to a job (Locke, 
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1969). Spector (1997, p.2) believes that job satisfaction "can be 
considered as a global feeling about the job or as a related constellation 
of attitudes about various aspects or facets of the job." Researchers 
have found that job satisfaction is correlated with turnover but not to 
the extent that a predictive model can be created. (Kraut, 1975; 
Mobley, 1982; Mobley Griffeth, Hand, & Meglino, 1979). 

Previous studies related to job satisfaction show that there are 
certain factors which affect the level of job satisfaction of the 
employees. The teachers in the modern era are considered as the 
employees of the institutions. There is still a considerable 
difference in the nature of the work of the teachers which may 
cause the difference in level of satisfaction from their jobs, 
including salary, work environment, gender, age, family life, social 
status, passion towards teaching etc. Different scholars have shown 
previously that female are more dissatisfied with their jobs while 
some studies related to the psychology of the school teachers show 
that female teachers are more satisfied with jobs as compared to 
their counterpart (Travis, 2004). Charles Hickson, Titus Oshagbemi, 
(1999). Increasing the productivity of the teachers is very essential 
from the societal point of view as they are the shapes of the future 
professionals whether technical or management. This study will 
help us give an insight in to the effect of different factors on the job 
satisfaction. 

 Other researchers (e.g. MacDonald, 1996; O'Toole, 1980) argue 
in favour of the control of job satisfaction by factors intrinsic to the 
workers. Their arguments are based on the idea that workers 
deliberately decide to find satisfaction in their jobs and perceive them 
as worthwhile. Studies of job satisfaction and academicians seem to 
consistently show there is a relationship between professional status 
and the job satisfaction. High levels of job satisfaction are observed in 
those professions that are of good standing in society. Age is one of the 
factors affecting job satisfaction. Different studies conducted show that 
older workers are more satisfied (Davis, 1988:100). Kose (1985) found a 
meaningful relationship between the age and job satisfaction; Hamshari 
(1983), age and professional experience (Delia 1979; Hamshari 1986), 
educational level (Well-Maker, 1985; Hamshari, 1986); level of wages 
(Vaugan and Dunn in Adeyemo, 1997); sex (D'elia 1979; Lynch and 
Verdin, 1983). 
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Importance of the Study 
An educational institution is as good as the faculty members of the 
institution. So this study will help us understand the causes which 
create loyalty among faculty members towards their institutions and 
can help us find the reason as to why good faculty members leave the 
institution and will focus on the role of the institutional policies and 
their implementation in the context of the organizational commitment 
of the faculty members or the teachers. 

In the modern era, the different countries of the world are 
developing on the basis of knowledge economy. We can say that the 
time is approaching where knowledge is being capitalized. So the 
institutions which are providing professional education are gaining 
importance. It has become the concern of the management of such 
institutions to satisfy their faculty members and understand the factors 
which lay an effect on the job satisfaction of the faculty members. So 
this study will help them understand the faculty member's perspective 
regarding the job satisfaction and organizational commitment and will 
help them formulate their policies regarding the operations of the 
institution. 
 
Methodology 
This is a diagnostic type of research. Survey method has been adopted 
using questionnaires with appropriate scaling techniques. The survey 
was done on the faculty members of the technical and management 
faculty of Institutions in the Dar es Salaam region with an aim to 
identify the job satisfaction and organizational commitment level of the 
technical and management faculty. The type of the data required was 
primary which was collected through the questionnaires. 

A pilot survey was first conducted with a few sample members 
of each of the four institutes, to test the reliability and validity of the 
instrument. It was also done to incorporate their views and 
perceptions. After that, a convenience random sampling of 25 faculty 
members from each institute was administered the questionnaire with 
a total of 100 respondents. To measure their perception regarding 
different factors of job satisfaction and organizational commitment the 
most widely used Minnesota Satisfaction Questionnaire (MSQ), with 
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certain modifications to suit the purpose was used. The questionnaire 
used the Likert scale with 5 as very satisfied and 1 as very dissatisfied. 

The data collected was analyzed by using simple descriptive 
statistics, the correlation coefficients and different statistical test viz. 
t-test and chi-square test with respect to different aspects of 
satisfaction and organizational commitment. To facilitate the analysis, 
the instrument used was Likert scale of 1 to 5, where very satisfied 
scored '5' and very dissatisfied scored '1'. However, level '5’ With '4' 
and '2' along with '1' were combined as satisfied and dissatisfied 
respectively, to facilitate data analysis. 
 
Results 
The respondents were asked to rate the factors that provide them with 
a sense of satisfaction at the work place (See Table-1). Out of 100 
questionnaires, which were distributed to the selected faculty 
members, 60 were duly completed and returned. The returning rate 
was 60%, which is consistent response with similar surveys. 

It is evident from table 1 that 50 per cent of the faculty 
member respondents of both the departments agreed that salary was 
one of the factors responsible for dissatisfaction. As depicted 
individually, about 63% technical faculty members were dissatisfied 
whereas only 37% management faculty members were dissatisfied. 
Only 27% technical faculty members were satisfied while 33% of the 
management faculty was also satisfied. This result is consistent with 
Ongori and Agolla (2008).  

 
Table 1: Perception of Balance of Work performed to Salary Received 

Department of the 
Respondent 

Perception of Balance of Work performed to 
Salary Received 

Dissatisfied Neutral Satisfied Total 

Technical Faculty 19 3 8 30 
Management Faculty 11 9 10 30 

Total 30 12 18 60 

 
On the question of opportunity for promotion, about 45% 

faculty members (Table 2) were dissatisfied, 30% were satisfied and 
25% remained neutral. This depicts fewer chances for promotions in 
academic organizations/institutes, which may result in lower 
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organizational commitment. The respondents were also dissatisfied 
with the work load i.e. keeping the faculty busy sometimes with even 
non academic jobs. 
 
Table 2: Perception towards Opportunity for Promotion 

Department of the 
Respondent 

Opportunity for Promotion 

Dissatisfied Neutral Satisfied Total 

Technical Faculty 15 7 8 30 
Management 
Faculty 

12 8 10 30 

Total 27 15 18 60 

 
On the other hand, the quality of supervision rendered was 
satisfactory whereby 62% respondents were satisfied (Table3). On 
the variable of anticipation on steady employment, 53% faculty 
members were satisfied. 
 

Table 3: Perception towards Technical Quality of Supervision 

Department of the 
Respondent 

Technical quality of supervision 

Dissatisfied Neutral Satisfied Total 

Technical Faculty 7 8 15 30 
Management Faculty 6 2 22 30 

Total 13 10 37 60 

 
About 60% respondents had a feeling of accomplishment from their 
work. The relations with co-workers gave satisfaction to almost 81 
% of the respondents, which is a very high percentage. It was found 
that 40% respondents were satisfied by the flexibility to try their 
own methods of teaching whereas 50% were neutral on the same 
question. Opportunity to act in ways that do not go against ones 
belief also gave satisfaction to 59% of the respondents. 
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Table 4 Chi-Square Tests 

 Value df Asymp. Sig. (2-sided) 

Pearson Chi-Square .380(a) 3 .944 

Likelihood Ratio .381 3 .944 

Linear-by-Linear Association .236 1 .627 

N of Valid Cases 59   

a 4 cells (50.0%) have expected count less than 5. The minimum 
expected count is 1.97. 

 
On the question of relationship between employees and 

supervisors, 80% of the faculty members were satisfied which means 
that the supervisors treat their employees fairly well? This result its, 
consistent with Ongori and Agofla (2008), but it is inconsistent with 
Stevenson and Harper (2006).  

The correlation analysis for the job satisfaction on different 
aspects shows that there is a high 0.77 correlation between the tenure 
and income. It means that as the income increases the tenure also 
increases at a higher rate. The correlation between age and job 
satisfaction was also found to be positively high. This result is 
consistent with the results obtained by Rhodes (1983). Again a high 
correlation of 0.79 exists in age and income. In a study titled "Is Job 
Satisfaction U Shaped In Age?" it was found that many older people 
move into jobs, which have more desirable characteristics, as a result of 
which they are expected to be more satisfied. There is evidence that 
older employees have specific work values which bring more attractive 
characteristics that are less desirable to younger people. Younger 
people may have high expectations, which, being modified by 
experience of jobs which do not meet their standards, are diminished in 
later years. Possible explanation of the greater satisfaction of older 
employees is in terms of non job variations, Clark A. and Oswald A. (l 
996). 

Institutes /organizations policy implication and opportunity for 
promotion were also found to be positively correlated. On the other 
hand a negative correlation of O.22 was also observed in income and 
gender. The gender and tenure also showed a negative correlation. 
Several researchers have also examined the relationship between job 
satisfaction and gender. However, the results of many studies have 
been contradictory, Mason (1995)  
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Table 5 Correlations among the relevant factors to the job satisfaction 
of the faculty members 
Correlations 

 Opportunity 
for 
promotion 

Keeping 
busy 

Income Age Tenure Gender Opportunity 
to use 
Abilities 

Institute policy 
implementation 

opportunity 
for 
promotion  

        

Pearson 
Correlation 

1 .355(**) .175 .091 .160 -.208 .455(**) .465(**) 

Sig. (2-
tailed) 

. .009 .181 .491 .222 .111 .000 .000 

N 60 60 60 60 60 60 60 60 

Keeping 
busy 

        

Pearson 
Correlation 

.355(**) 1 .112 .140 .111 -.128 .359(**) .391(**) 

Sig. (2-
tailed) 

.009 . .369 .285 .400 .328 .005 .002 

N 60 60 60 60 60 60 60 60 

Income         
Pearson 
Correlation 

.175 .112 1 .791(**) .771(**) -.221 .060 .245 

Sig. (2-
tailed) 

.181 .396 . .000 .000 .089 .650 .059 

N 60 60 60 60 60 60 60 60 

Age         
Pearson 
Correlation 

.091 .140 .791(**) 1 .745(**) 
-
.358(**) 

.173 .169 

Sig. (2-
tailed) 

.491 .285 .000 . .000 .005 .186 .198 

N 60 60 60 60 60 60 60 60 

Tenure         
Pearson 
Correlation 

.160 .111 .771(**) .745(**) 1 -.320(*) .115 0.32 

Sig. (2-
tailed) .222 .400 .000 .000 . .013 .380 .808 

N 60 60 60 60 60 60 60 60 

 

Gender         
Pearson 
Correlation -.208 -.128 

-
.22
1 

-
.351(**
) 

-
.320(*
) 

1 -.252 -.052 

Sig. (2-tailed) 
.111 .328 

.08
9 

.005 .013 . .052 .696 

N 60 60 60 60 60 60 60 60 
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Opportunity to 
use abilities 

        

Pearson 
Correlation 

.455(**
) 

.359(**
) 

.06
0 

.173 .115 
-
.25
2 

1 
.432(**
) 

Sig. (2-tailed) 
.000 .005 

.65
0 

.186 .380 
.05
2 

. .001 

N 60 60 60 60 60 60 60 60 

Institute policy 
implementatio
n 

        

Pearson 
Correlation 

.465(**
) 

.391(**
) 

.24
5 

.169 .032 -.52 
.432(**
) 

1 

Sig. (2-tailed) 
.000 .002 

.05
9 

.198 .808 
.69
6 

.001 .01 

N 60 60 60 60 60 60 60 60 

 
Findings  

There is significant difference in the mean age of the faculty of 
technical and management department related to their job 
satisfaction, which causes significant difference in terms of the job 
satisfaction of technical and management faculty. There is no 
difference in the mean income of technical and management 
faculty, which causes no difference in the job satisfaction level of 
technical and management faculty. 
Feeling of accomplishment from work, the work load, formal 
position, institute policy implementation, relationship with co-
workers and opportunity for promotion equally affects the job 
satisfaction level of the technical and management faculty.  
Similarly, acknowledgment for a well done job, freedom to use 
personal judgment, relationship between employees affects the job 
satisfaction level of the technical and management faculty. 
Finally, we can say that there is need for the job satisfaction level of 
the technical and management faculty in the academic 
organization. 
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Conclusion 
The study established that dissatisfaction does exist in the academic 
organizations/institutions, which eventually results to decrease of 
organizational commitment. Thus, the managers of various 
organizations should come up with various interventions to manage the 
dissatisfaction among the faculty members. It is universally known that 
an organization having better faculty, always lead and help in building 
the nation by building those who build the nation. Other than the 
traditional method of counseling employees, some other techniques 
should also be adopted. However, a relevant fact is that generally 
faculty is satisfied with the jobs. The most motivating factor is work 
itself 'whereas working conditions are the least motivating factors. This 
fact has been supported by Shanthi Srinivasa (1999). 

Finally we can say that there is need for a systematic research 
on practical and efficient interventions to manage the dissatisfaction 
among the faculty members of technical as well as management 
departments. The increase in job satisfaction will also increase the 
organizational commitment. 

Although in the present research, the researchers have tried to 
contribute to the existing body of knowledge, yet there are various 
limitations. The first limitation is that the sample size was not large 
enough to generalize the results to other similar organizations. 
Secondly, the researchers have used the quantitative methods 
which have their own limitations. Thus, there is need to conduct 
further research, which consists of a sample that gives a holistic 
view on the different factors affecting the job satisfaction and 
organizational commitment. 
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PEDAGOGICAL SKILLS DEVELOPMENT FOR TEACHERS IN HIGHER 
EDUCATION 

 
Pai Obanya 

 
 
Introduction 
The view that all that a University teacher (or a teacher in any 
institution of higher education) needs to function effectively is high 
level specialised knowledge of a narrow range of academic disciplines is 
now considered out of date. To respond to the demands of restive, 
relatively young students living in a knowledge and information 
globalized world, and to fit meaningfully into a world in which the 
emphasis has shifted from how much you know to how well you have 
learnt to learn, today’s teacher needs both a broad knowledge base 
and sharpened capacities for learning how to learn. The latter combines 

 cognitive (or hard skills) 

  emotional intelligence (or soft skills),  

  ICT versatility (awareness and mastery of the possibilities of 
ICT and the ability to exploit and employ these possibilities for 
quality academic work).  

 
In the same vein, there has been a paradigm shift regarding the concept 
of ‘scholarship’.  The term is no longer restricted to the conduct and the 
fruits of research; it has acquired an extended meaning centred on the 
knowledge management functions of academic institutions, which in 
themselves rest on the tripod of 

 Knowledge production/generation (or Research), 

  Knowledge dissemination (or Teaching), and 

 Knowledge application/sharing (or Responsive Societal 
Engagement) 

 
Thus, a scholar is no longer judged simply by research ability but more 
by the extent to which the scholar’s research informs her/his teaching 
as well the extent to which both research and teaching are channelled 
towards responses to society’s major development challenges. Today’s 
world class universities in fact do not stand on only one leg of research 
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competence. Instead, they rest squarely on a strong academic tripod 
that ensures that 

 Quality research remains the norm 
 Students receive quality teaching to ensure quality learning 
 Knowledge generated through research, and persons 

qualitatively transformed through quality teaching, serve the 
cause of societal development. 

 
Universities all over the world are now known to be making efforts to 
rise above the standing-on-one-leg syndrome by incorporating 
pedagogical training into academic staff development.  Africa has also 
joined the trend and pedagogy training for higher education teachers is 
gradually becoming an ‘in-thing’ in the region.  This presentation 
undertakes a cursory survey of on-going experimentations in Africa on 
the subject. It then goes on to propose, for purposes of further 
discussion, what should be the immediate future trend, if pedagogical 
skills development in higher education teachers is ever to move beyond 
experimentation to institutionalisation. This would involve concerted 
actions along the following lines. 

1. Institutional management mechanisms for Pedagogical Skill 
Development 

2. Building pedagogy into doctoral training programmes 
3. Pedagogy as an area of concern by learned societies 
4. Institutionalising career-long pedagogical skills development in 

higher education teachers 
5. Institutionalisation of pedagogy master trainer programmes 
6. Strengthening exchange mechanisms at the sub-regional and 

regional levels.  
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A HIGHLIGHT OF ON-GOING EXPERIMENTATIONS 
Experimentations here should be understood as trials in different forms  
to make pedagogy an integral part of academic skill requirements of 
teachers in higher education and attempts indifferent forms, in 
different places, to provide appropriate training opportunities for the 
acquisition of such skills. The experimentations, generally speaking, fall 
into four broad categories, as follows 
 
Mere Acceptance in principle 
This is a characterisation of a growing acceptance of the need for 
pedagogical expertise in higher education teachers. Time there was 
when the prevailing perception of an academic was simply that of the 
researcher. This perception has to a certain extent been largely 
modified to that of the teacher-researcher, as typified by the French 
expression enseignant-chercheur as a professional category. 

Most of the higher institutions in Africa would therefore, as a 
result of an emerging paradigm shift in the perception of the academic, 
readily accept that Teaching Competence should be made a 
requirement for the recruitment and career advancement of teachers 
in higher education. However, this ‘acceptance in principle’ has not 
been fully translated into practice by the institutionalisation of 
systematic pedagogical skills development for lecturers. 
 
Adhoc pedagogy induction programmes 
There has, in the past two decades been a number of here-today-and-
gone-tomorrow initiatives aimed at giving the barest minimum of 
pedagogical skills to teachers in higher education. Some of these 
initiatives have taken the form of the inculcation of basic pedagogical 
skills, while some others have been subject-discipline oriented, 
particularly in faculties of medicine. 

Programmes of this nature have not been systematically built 
into the regular academic life of institutions mainly because they have 
usually not been fully accepted by lecturers. There is also the major 
reason that teaching competence has been neither assessed nor 
rewarded in the process of academic career advancement. 
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Institutionalised pedagogy programmes 
This is a growing trend that has witnessed some upsurge since the 
middle of the 1990s. It used to be a feature of the University of Abidjan 
in Cote d’Ivoire. It is gradually becoming entrenched in universities in 
South Africa and it is seen as the ultimate stage of a process that should 
bring pedagogical skills into reckoning as a desirable part of the tool kit 
of every academic. 

There are currently three variants of such institutionalised 
pedagogy programmes. 

1. Compulsory pedagogy initiation programmes for newly 
recruited lecturers, organised by a distinct pedagogical support 
unit of a university. This variant has taken root in the University 
of Education, Winebba (Ghana), as well as in the University of 
Ouagadougou (Burkina Faso), University of Bangui (Central 
Africa Republic), Moi University, Eldoret (Kenya) and several 
other institutions. 

2. Initiation plus career –long initiatives where, in most cases, the 
latter has often been more of an Adhoc arrangement. 

3. Attempts to develop fully fledged post-graduate diploma 
programmes in learning and teaching in higher education, as 
exemplified by the case of the University of Ibadan (Nigeria). 
This particular initiative has however remained fledging mainly 
because it has not won the appeal of its potential beneficiary. 
This also for the more important reason earlier stated: that 
teaching competence (even though progressively gaining 
acceptance) is yet to be taken into serious consideration in the 
career advancement of teachers in higher education. 

 
On-line and virtual initiatives 
These are some of the fall outs of the sensitisation workshops held all 
over the Africa region by UNESCO/BREDA in the 1990s. Nigeria’s 
National Universities Commission (NUC) has been piloting a version of 
this, while there is a pan-African version championed by the UNESCO 
Cluster Offices in Harare and Bamako. A variant has also been 
incorporated into the operations of the African Virtual University. 
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On-line and virtual initiatives have had the advantage of 
reaching out to a wider audience, but they are yet to overcome a 
couple of challenges. First, their impact on African institutions is yet to 
be determined. Second, virtual programmes in Africa are still hampered 
by technical hitches related to the state of ICT infrastructure in the 
region – a challenge that lies beyond the academic sphere of influence 
of virtual institutions. 

In spite of these hitches, on-line and virtual pedagogy initiatives 
have achieved some measure of success. First, they have contributed to 
raising awareness in the Africa region. Second, they have produced a 
corps of academics, who can in future serve as master trainers.  
Regional Sensitisation by UNESCO and its Partners  

This has been a continuous series of training activities on higher 
education pedagogy that was rolled out by UNESCO/BREDA in the mid-
1990s, as an extra-budgetary activity. It has since become an integral 
part of UNESCO’s regular programme in Africa and has covered all the 
sub-regions of the continent and all the linguistic zones. It has also 
given birth to related national programmes, like the Virtual Institute for 
Higher Education Pedagogy in Nigeria. 

Its pedagogical tool (a web-based material titled Learning and 
Teaching in Higher Education) has been a major source book on the 
subject for over a decade. It is currently being revised, enriched and 
updated, in the light the evolution of knowledge and ideas over the 
past decade, and in response to new demand, as well as on the basis of 
field experience in the use of the material in numerous training 
programmes all over the Africa region. 

In spite of well known logistic, financial and technical 
challenges  these initiatives have succeeded in putting pedagogical skill 
development in the front burner of higher education development in 
the region. The initiatives have also contributed to building some 
capacity at both individual and institutional levels. To ensure 
institutionalisation of pedagogy in higher education, there is need to 
consolidate on the achievements so far made, by intensifying 
sensitisation-type training and by moving activities into new directions. 
That is addressed in the rest of this presentation. 
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Ideas for the Immediate Future 
Activities for the immediate future should amount to move pedagogical 
skills development in African higher institutions to the next level that 
should see the subject as both a relevance and quality concern issue in 
the further development of higher education in Africa. These activities 
should accordingly target a number of strategic areas, as discussed in 
the paragraphs that follow. 
 
Institutional management mechanisms for Pedagogical Skills 
Development 
This should be the necessary first step in moving from acceptance in 
principle to acceptance in reality 
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Fig. 1: An institutional pedagogical skills unit and its antennas 
 
It should have physical, personnel, regulatory, technical and financial 
components, implying 

 A designated physical structure to house an institutional 
pedagogical skill development unit 

 Qualified academics to man the unit 

 Regulations making pedagogical skills acquisition a 
requirement for entry into academics, and for academic career 
advancement  

 Technical facilities (including ICT) for delivery of 21st century 
pedagogical knowledge and skills 

 Sustainable funding, principally through institutional 
budgetary allocations to the activities, equipment and 
personnel of the unit. 

As figure one shows, a Central pedagogy unit at the institutional level 
would need to be supported by a network of antennas at the faculty 
level. This would facilitate the task of intensive training at discipline-
specific levels for discipline specific pedagogy. The Central Pedagogy 
Unit and its antennas would perform four main functions, as follows: 
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1. Systematic learning needs assessment of teachers and students 
2. Development of appropriate programmes to respond to ever 

changing learning needs 
3. Provision of technical support in particularly teaching-learning 

challenge situations 
4. Making new developments in higher education pedagogy 

readily accessible to lecturers 
 
Building pedagogy into doctoral training programmes 
Doctoral programmes are today dominated by training in research 
methods. It has become necessary, in view of the growing acceptance 
of pedagogy as part of the tools kit of the academic to include 
Pedagogy in doctoral training programmes, to ensure that a PhD 
qualifies for the title of enseigneur-chercheur. 
A three-part activity would suit the purpose here 

 General pedagogic principles 

 Discipline-specific pedagogy 

 Practical work (observation, classroom practice, courseware 
development). 

 
It would be advisable to de-emphasize the lecture method in the 
conduct of such a programme in favour self-directed learning, 
discussions, and team activity. This would have the advantage of 
orienting future higher education teachers towards being ‘exemplars of 
teaching method, since most people tend to teach the way they were 
taught and not the way they have been taught to teach. 
 
Pedagogy as an area of concern by learned societies 
The academic world is replete with learned societies devoted to 
networking on a wide range of discipline and professions. Most of these 
have apex organisations, known as academies. Nigeria, for example, 
has academies for Science, for Letters, for Education, for Engineering, 
and for the Social Sciences. Most of these bodies serve as mouthpiece 
for their various areas of concern and have become a powerful voice in 
public affairs, with varying degrees of influence on government policy. 
The powerful professional associations – Law, Medicine, Engineering, 
Architecture, Accountancy, etc –do influence university curricula in 
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their various disciplines. They in fact have to accredit university 
professional programmes. 
  What appears like a real missing link in their work is Pedagogy. 
If these bodies are to ensure genuine quality curricula, they should pay 
attention to all aspects of quality teaching for quality learning. One way 
of setting the process in motion is to establish pedagogy working teams 
that will systematically study teachers’ learning needs and develop 
appropriate pedagogical responses to them. This should also include 
regular analyses of the evolution of society and the changing role of the 
professions and disciplines, as a means of continuously ensuring the 
responsiveness/relevance of curricula and the regular updating, re-
skilling and re-tooling of teachers. 
 
Career-long pedagogical skills development  
One-short, initiation programmes or new lecturers could succeed in 
arousing interest in professional teaching, but continuous training 
would help to sustain the interest. Continuous learning would also lead 
to a consolidation of the skills acquired in the early stages of one’s 
career. Above all, continuous learning is a way of emphasizing the 
importance of pedagogical skills development as an integral part of 
academic staff development programme of an institution. 
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Table 1: An Indicative Framework for Career-long Pedagogical Skills 
Development for Academics  

STAGE OF CAREER PEDAGOGICAL SKILLS RELATED SKILLS 
AND COMPETENCES 

Early Career 
(Lecturer/Assistant) 

 Basic 
pedagogic 
principles 

 Discipline 
specific 
pedagogy 

 ICT-support 
for Teaching 
and Learning 

 Course and 
lesson 
planning 

 Student-
centered 
teaching 
and 
learning 

 Coping with 
large 
classes 

Mid Career 
Senior Lecturer/Maitre 
Assistant) 

 Issues and 
challenges in 
higher 
education 

 Curriculum 
development 
in higher 
education 

 Student 
counseling 

 Material 
adaptation 
and 
developme
nt 

 Learning 
Assessment 
 

Top Career 
(Associate-Full 
Professor/Maître de 
Conférences/Professeu
r Titulaire) 

 Leadership 
and 
Management 
in Higher 
Education 

 Leading 
curriculum, 
instructiona
l and 
research 
teams 

 
Table one above illustrates the developmental nature of a pedagogical 
skills development programme. Teachers in higher education would 
have different roles to play at different stages of their career. Their 
lifelong pedagogy training should be tailored to these changing roles. 
That would be one way on enhancing relevance. 
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Pedagogy master trainer programmes 
Complete institionalisation of pedagogic skills development into the 
regular core activities of higher institutions would require a corps of 
specialised personnel. Such personnel would require constant updating, 
re-skilling and re-tooling on a systematic basis. 

This calls for appropriate arrangements at national levels (by 
countries with a large number of higher institutions), as well as at sub-
regional and regional levels. Coordinating bodies or institutions could 
take care of such programmes that would focus on 

 New developments in higher education pedagogy 

 Advances in ICT and applications to teaching and learning 

 Fundamental and applied-action research on higher education 
pedagogy 

 
It would advisable to draw master trainers from as wide an array of 
disciplines as possible. The cross-disciplinary perspective that this 
would produce would be a great source of strength to institutional level 
training activities and would contribute to across-the-board acceptance 
of pedagogy skills development by higher education teachers, 
institutions and systems. 
 
Exchange mechanisms at the sub-regional and regional levels. 
The universe should never be taken out of universities. This implies that 
openness to national, regional and global trends must remain a major 
mission of higher education. For this reason, programmes of higher 
education pedagogical skills development must provide opportunities 
for continuous improvement and enrichment through regular 
exchanges among institutions and among teachers. One can think of a 
number of practical possibilities here 

 Regular conferences at regional, sub-regional levels 

 Twining arrangements among African institutions 

 Twinning arrangements with centres of excellence outside 
Africa 

 Regular publications of newsletters (possibly bi-lingual English-
French editions) on research and practical experiences in higher 
education pedagogy. 
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Conclusions 
Living in today’s world, and fitting into the world of tomorrow would 
require exposure to a type of education with a tripartite curriculum 
(table two). The emphasis used to be on subject-discipline based 
curricula. The prevailing paradigm used to be that students went 
through a specific area of study to fit into a specific area of activity, or 
profession, in after school life. With the uncertainty that characterises 
today’s knowledge economy, curriculum emphasis is shifting to how 
well one has learnt to learn, away from how much one has learned 
 
Table 2: Elements of a Tripartite Curriculum 

HARD SKILLS SOFT SKILLS GO-GETTING 
SKILLS 

Cognitive Intelligence 
 

Emotional Intelligence Imaginative 
Intelligence 

Self Expression Skills 
(oral, written, etc) 

Character formation skills 
(for strengthening the total 
person) 

Creative thinking 
skills (thinking 
out of the box) 

Logical Reasoning 
Skills 
(for analysis and 
problem solving) 

Intra-personal Skills 
(for the individual to 
understand his/her 
personal strengths and 
weaknesses, as well as 
possibilities/potentialities) 

Ideational 
fluency skills 
(proclivity in 
generating novel 
ideas) 

Computational Skills 
(for mathematical 
reasoning) 

Inter-personal skills 
(for understanding and 
‘teaming’ with others) 

Opportunity-
grabbing skills 
(perceptivity in 
making the best 
of opportunities) 

Design/Manipulative 
Skills 
(for purely technical 
reasoning and action) 

Lifelong learning Skills 
(knowledge-seeking skills) 

Experiential 
learning skills 
(making the best 
use of the 
lessons of 
experience; ever 
working on new 
ideas) 

Conceptual Skills Perseverance Skills Idea-to-product 
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(for generating ideas 
and translating them 
into ‘action maps’)  

(for seeing ideas and 
projects through to 
fruition) 

skills (Ease and 
passion for 
turning ideas 
into products 
and services 
skills, ability to 
apply head-
hands-heart 

 
This has influenced contemporary thinking on the use to be made of 
subject disciplines, especially in higher education. Here, the emerging 
consensus points to using the subject disciplines not an end in 
themselves but as tools for inculcating the lifelong (21st century) skills 
related to cognitive, emotional, and social development of the student, 
as detailed in the tripartite curriculum model. 

Traditional, subject-discipline based curricula can 
accommodate lecture-dominated teaching that results mainly in rote 
learning. The tripartite curriculum (inculcating the survival skills of 
today’s knowledge economy) requires more creative teaching 
strategies. For the required creative teaching strategies to penetrate 
Africa’s higher institutions (in order to ensure quality learning) today’s 
fledging attempts at institutionalising pedagogical skills development in 
higher education have to move several steps forward. This presentation 
has outlined, for further discussion, some viable ideas on the possible 
directions of the much desired forward movement.  
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Abstract  
The study investigated students’ assessment of their participation in 
college management. A descriptive research using survey design was 
adopted. The population consisted of all (4,503) students of the Federal 
College of Education, Abeokuta, Nigeria. 450 respondents were 
purposively selected through stratified and simple random sampling 
techniques. A validated instrument titled “Students Assessment of their 
Participation in College Management Questionnaire” (SAPCMQ) with a 
reliability coefficient of 0.87 was administered on the respondents. The 
data collected were analyzed descriptively using frequency counts, 
simple percentages and ranking methods. The findings revealed that 
although 84 per cent of the students viewed higher necessity for their 
participation in college governance, but 50 per cent of them had never 
had opportunity to do so. According to 31.1 per cent of the respondents, 
this was due to the intolerance and poor encouragement by the college 
management. Since, it is believed that students’ participation in college 
management would lead to higher productivity, it is therefore 
recommended that students’ representatives must be involved at every 
college committee levels, including staff appointments and promotion as 
well as curriculum design and implementation. 
 
Key words: Assessment, College Governance, College Management, 

College Students, Students Participation, Nigeria. 
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Introduction  
Historically, students’ participation in the management of their 
institutions was dated back to the early 19th century (Adesanoye, 2000). 
This was when Bell (a teacher) introduced the method of drilling older 
children who later taught the young ones and in consequence the effort 
of a single teacher could be increased many folds when older ones are 
placed in position of trust and responsibility (Adesanoye, 2000; 
Akomolafe & Ibijola, 2012). Recently, the demand for students’ 
participation in the administration of educational institutions has been 
gathering strength all over the world and almost everywhere it has 
assumed a militant character. This is because students of the 
industrially advanced countries of the West, as well as the developing 
countries in Asia and Africa are clamouring for more voice in decision 
making on campuses (Atul, 2012).  
 Basically, the rationale for students’ participation in college 
management was viewed by Akomolafe & Ibijola (2012) and Kamperin 
cited in Jorgen (2010), as making students to feel responsible for their 
own learning through the facilitation of their teachers. This 
collaboration among teachers and students often lead to improvement 
in the quality of education. Douglas in Adesanoye (2000) remarked that 
the rationale for students’ participation in college management include 
among others, the development of right conduct, self-control, 
cooperative and provision of training in leadership. 
 As members of the campus community, students have 
substantial interest in their participation in college management 
(Ethics, Compliance and Audit – ECA, 2009). Indeed, students’ 
participation is vital to a vigorous intellectual exchange and the 
furtherance of the objectives of College of Education and research. The 
management of the college involves more than the process of making 
decisions. The system of college management provides a forum for 
group interaction, expression of concerns, exploration of feasible 
solutions and reconciliation of diverse viewpoints. Within this context, 
students’ participation serves several functions ranging from sound 
development of policy to providing necessary communication and 
access to needed information among others (ECA, 2009). 
 Sometimes labelled as “the other education,” participation in 
extra-curricular activities and college management provides 
opportunities for students to apply classroom knowledge to real world 
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settings and develops skills that will assist in the practical realities of 
living after graduation (Astin, 1993; Kuh, 1995; Montelongo, 2012). The 
added supplement of extra-curricular activity involvement such as 
those found in college-student organization participation can be the 
significant factor in a student’s college experience. 
 On most campuses, college student organizations and their 
involvement in college management tend to fall into the following 
categories of governing bodies, ‘greek letter’ social organizations, 
student government groups, professional societies, academic clubs, 
service groups, college committees, intramural sport clubs among 
others (Austin, 1993; Craig& Warner, 1991; Montelongo, 2012). 
Researches have shown that educational attainment was a key 
indicator of an individual’s leadership ability (Birkenholz, Mckinley & 
Stewart, 1993). Again this statement covers what makes leaders to 
encourage students to participate in school organizations with a high 
factor for college experience (Knight, 2012). 
 However, the quality of leadership in a tertiary institution, its 
mission and vision, effectiveness and efficiency, inevitably influences 
the standard of productivity by staff and the achievement of students 
(Akindutire, 2004). On this premise, it depends on how effective and 
efficient the leadership in the college system is in ensuring that 
membership of college management committees are well constituted 
(to include students) for effective governance of the system. To a 
certain extent, students’ participation in the administration of 
educational institutions can no doubt prove beneficial. It is for the 
better because they will need many other qualities besides bookish 
knowledge to hold their own in the complex world awaiting them the 
portal of their college (Atul, 2012).  
 It is worthy of note that education in form of students’ 
participation embodies the pedagogical principles of learning by doing, 
of independent experience and of verifying in practice what one is 
learning. To this end, it seems the student union government makes 
the process of democratic representation and participation in college 
decision-making bodies easier. 
 In one of his ten proposed principles towards keeping a college 
management system healthy, Gerland (2004) argued that people who 
will be affected by a major decision have the right to be heard. 
Students may resent those decisions to which they are not party to and 
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in an attempt by the college management to enforce such decision, 
crisis situation may result, thereby not only causing discruption in the 
academic calendar but also leading students to become panicky and 
start to explore all means to survive and pass their examination 
(Akomolafe & Ibijola, 2012). However, there are observed 
communication gap and decline in productivity in the college system as 
output (students) are kept static while inputs (human and material 
resources) increase (Akomolafe & Ibijola, 2012). This may be the 
resultant effect of inadequate student participation in college 
management. It is against the foregoing background that this paper 
intends to critically assess the level of students’ participation in the 
college management using Federal College of Education (FCE) 
Abeokuta, Nigeria as a case study. 
 
Research Questions  
The following questions were answered in this research:                                                  

i. To what extent do students at Federal College of Education 
participate in their college management? 

ii. What are the contributions of students’ participation in the 
college management? 

iii. What factors are limiting students’ participation in the 
college management? 

 
Research Methodology  
The method adopted for this study was a descriptive survey that 
investigated students’ assessment of their participation in the college 
management at FCE, Osiele, Abeokuta, Nigeria. Out of 4,500 students’ 
total population, 450 of them were sampled purposively through 
stratified randomness. The instrument used to collect data was a 
structured questionnaire titled “Students Assessment of Participation in 
College Management Questionnaire” (SAPCMQ).  
 The designed questionnaire had two sections with section A 
seeking for personal information like sex, school and Cumulative Grade 
Point. Section B, which contained seven items sought to know the level 
of the students’ participation in management of their college, factors 
limiting the participation and the contributions their participation was 
making to the college system. Initially, ten items were generated but 
with face and content validities done by three Educational 
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Management experts, the items were reduced to seven. Equally, using 
K-R21 formular, a test – retest reliability coefficient of 0.87 was 
obtained for the items. The results were analyzed descriptively by 
frequency counts, simple percentages and ranking methods. 
 
Results and Data Analysis 
Table 1: Extent of Students’ Participation in College 
Management                     

S/N Items Frequency 
(F) 

Percentage 
(%) 

Rank 

1 
A 
B 

Necessity for Students’ 
Participation 
Yes 
No 
Total   

 
378 
72 

 
84.0 
16.0 

 
1st 
2nd 

450 100.0 

2 
A 
B 
C 

Class Level of Participation 
100 level  
200 level  
300 level  
Total 

 
148 
179 
123 

 
32.9 
39.8 
27.3 

 
2nd 
1st 
3rd 

450 100.0 

3 
A 
B 

Participation in Curriculum 
Design and Implementation 
Yes  
No     
Total 

 
119 
331 

 
26.4 
73.6 

 
2nd 
1st 

450 100.0 

4 
A 
B 
C 
D 
E 
F 
G 
H 

Participation as Executive 
Member in: 
Town Association  
Department Association 
Student Union Government 
Students’ Representative 
Council 
College Committee  
Charitable Organizations 
Press Club     
None of the Above  
Total 

 
79 
68 
21 
17 
05 
15 
20 
225 

 
17.6 
15.1 
4.7 
3.8 
1.1 
3.3 
4.4 
50.0 

 
2nd 
3rd 
4th 
6th 
8th 
7th 
5th 
1st 

450 100.0 
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Table 1 shows that 378 respondents, that is (84%) of the 
sample viewed higher necessity for students to participate in school 
governance; responses on item 2 revealed that 179 respondents i.e. 
(39.8%) had participated in the college committee or association at 
their second year in the college; 73.6% of the respondents had not 
participated in curriculum design and implementation of their course 
programme. Responses on item 4 revealed that 50% of the respondents 
had never participated or are not participating as executive officer or 
member in any college association(s) while 17.6% are participating in 
town association, 15.1% in departmental association, 4.7% in Student 
Union Government, 4.4% in press club, 3.8% in charitable organizations 
and the least of 1.1% in college committee. 
 
Table 2: Contributions of Students’ Participation in College 
Management  

S/N Items  F % Rank  

i. 
ii. 
iii. 
iv. 
v. 
vi. 
vii. 
viii. 
ix. 
x. 
xi. 

Environmental cleanliness  
Discipline among staff and students  
Information dissemination    
Sport development  
Cordial relationship among staff and 
students  
Eradication of Anti-social behaviour  
Promotion of Academic Excellence 
Prevention of school unrest  
Boosting of the college image  
None of the Above  
All of the Above 

38 
47 
33 
26 
85 
24 
22 
15 
17 
55 
88 

8.4 
10.4 
7.3 
5.8 
18.9 
5.3 
4.9 
3.3 
3.8 
12.3 
19.6 

5th 
4th 
6th 
7th 
2nd 
8th 
9th 
11th 
10th 
3rd 
1st 

450 100.0  

  
Table 2 indicates that 88 (19.6%) of the sampled students believed in 
the various itemized contributions of students’ participation in college 
management, while 18.9% agreed that their participation has been 
promoting cordial relationship among students, lecturers and the 
college authorities; 10% in discipline among staff and students; 8.4% in 
environmental cleanliness; 7.3% in information dissemination; 5.8% in 
sport development, 5.3% in eradication of anti – social behaviour; 4.9% 
in the promotion of higher academic performance; 3.8% in boosting 
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college image; 3.3% in prevention of school unrest and 12.3% viewed 
no contribution to college development. 
 
Table 3: Factors Limiting Students’ Participation in College 
Management 

S/N Items  F % Rank  

i. 
ii. 
iii. 
iv. 
v. 
vi. 
vii. 

Intolerance and poor encouragement 
Poor self – concept  
Low self – assertion  
Rigging of election 
Academic disturbances and irrelevances  
High electoral fees  
All of the Above   

140 
65 
43 
50 
67 
25 
60 

31.1 
14.4 
9.6 
11.1 
14.9 
5.6 
13.3 

1st 
3rd 
6th 
5th 
2nd 
7th 

4th 

450 100.0  

  
Table 3 reveals that 140 respondents, that is 31.1% obliged to 
intolerance and poor encouragement as a factor limiting students’ 
participation in college management; 14.9% chose academic 
disturbances, 14.4% picked poor self – concept; 11.1% took rigging of 
elections; 9.6% chose low self assertion; 5.6% picked high electoral 
fees; while 13.3% agreed with all the aforementioned as factors limiting 
students participation in college management. 
 
Discussion of Findings  
The study revealed the extent of the students’ participation in college 
management hence, their participations as executive members of 
various departmental and town associations, Student Union 
Government (Legislative Executive and Judicial Councils), college 
committee, press club, charitable organizations among others. These 
findings are in line with Akomolafe & Ibijola, 2012; Atul, 2012; ECA, 
2009; Jorgen, 2010 who pointed at the necessity for students’ 
participation in decision making and management of their colleges. The 
findings also corroborate the submissions of Austin (1993), Craig & 
Warner (1991) and Montelongo (2012) that the involvement of 
students in college management tend to fall into the categories of 
student government groups, professional societies, academic clubs, 
college committees, service groups among others. 
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 Moreover, the study indicated that the contributions of 
students’ participation in college management are in the areas of 
environmental cleanliness, discipline among staff and students, 
information dissemination, sport development, cordial relationship, 
academic excellence, boosting of the college image, eradication of anti 
– social behaviour, and prevention of school unrest. These findings 
were supported by the view of Douglas cited in Adesanoye (2000), who 
rightly remarked that the need for students’ participation in college 
management include the development of right conduct, self control, 
cooperative and training in leadership. The finding also confirms the 
assertions of Akindutire (2004), Atul (2012), Birkenholz, et al (1993), 
Jorgen (2010), Kuh (1995) that students’ participation in the 
administration of educational institution can no doubt prove beneficial 
because they will need many other qualities besides bookish 
knowledge. To this end, their participation influences the standard of 
productivity by staff and the achievement of students.  
 However, the study revealed the factors limiting students’ 
participation in college administration among others to include poor 
self concept (3rd in ranking), low self assertion (6th in ranking), rigging of 
elections (5th in ranking), academic disturbances (2nd in ranking), 
electoral fees (7th in ranking), intolerance and poor encouragement by 
the college management (1st in ranking). These findings contradict the 
suggestion of Gerland (2004) and Knight (2012) that students who will 
be affected by a major decision have the right to be heard and leaders 
should consequently encourage students to participate in school 
organizations with a high factor for college experience. Consequently, 
in line with Akomolafe and Ibijola’s (2012) assertion that students may 
resent those decisions to which they are not party to can result in crisis 
situation and disruption in the academic calendar of the college. 
 
Recommendations  
Based on the findings of this study, it is recommended that Provosts of 
Colleges of Education should encourage students’ participation in 
decision making processes and warmth in their relationship with 
members of their staff. In the same vein, college management should 
ensure that committees no matter how adhoc, should involve the 
expertise of those who can contribute towards the realization of the 
objectives and goals of the college system. 
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 Moreover, since students’ participation in college management 
would lead to higher productivity, students representatives must be 
involved at every college committee levels and organizations, including 
staff appointments and promotion. Equally, students’ should also be 
involved in curriculum design for their course programme and its 
implementation for effective running of the system. However, cordial 
relationship among the students, lecturers and the college authorities 
should further be encouraged through adequate students’ 
representation in college governance in order to prevent school unrest 
and minimize other students’ anti-social behaviour. Indeed, any 
positive contribution(s) of students to college governance and 
development should be encouraged through specific blue prints. 
 
Conclusion  
The identified contributions of students’ participation in college 
governance and management in this study are desirable as this would 
enhance students’ commitment and better academic performance. In 
this regard, the management of colleges of education could as well 
organize and sponsor courses, seminars and workshops on leadership 
training regularly for students to assist them perform their challenging 
roles in college management. 
 
References  
Adesanoye, A. P. (2000). A study of students’ participation in school 

management. A case study of some secondary schools in Ikale 
local government area of Ondo state. (Unpublished M.Ed Thesis). 
Obafemi Awolowo University, Ile Ife. 

Akindutire, I. O. (2004). Administration of Higher Education. Lagos: 
Sunray Press. 

Akomolafe, C. O. and Ibijola, E. Y. (2012). Rationale for students’ 
participation in university governance and organizational 
effectiveness in Ekiti and Ondo State, Nigeria. International 
Journal of Education Administration and Policy Studies. 4(1): 14 – 
18. Retrieved fromhttp://www.academicjournals.org/IJEAPS on 
March 26, 2012. 

Atul, J. (2012). Essay on student participation in educational 
administration. Retrieved from 

http://www.academicjournals.org/IJEAPS%20on%20March%2026
http://www.academicjournals.org/IJEAPS%20on%20March%2026


Adetoro, Rasheed Adenrele & Omiyefa, Muraina Olugbenga.                                            40 

http://www.preservearticles.com/about_preservearticlescom.ht
ml on March 26, 2012. 

Austin, A. W. (1993). What Matters in College? Four Critical Years 
Revisited. San Francisco: Jossey Bass. 

Birkenholz, R.; Mckinley, P. and Stewart (1993). Characteristics and 
Experiences Related to the Leadership Skills of Agriculture 
Students in College. Columbia-University of Missouri. 

Craig, D. H. and Warner, T. R. (1991). Working together the forgotten 
majority of student organization and campus activities. Campus 
activities programming. 23(9): 42 – 46. 

Ethics, Compliance and Audit – ECA (2009). Policy on students’ 
participation in governance. Retrieved from 
http://www.ucop.edu/ucophome/coordrev/ucpolicies/aos/ucl20.
html on March 26, 2011. 

Gerland, J. C. (2004). 2004 state of the university address. Autum 
semester 2004 and the kickoff of Miami University’s 196th 

academic year. Retrieved from 
http://en.wikipedia.org/wiki/gerland/universityaddress on March 
20, 2009. 

Jorgen, D. (2010). A hidden agenda for teaching and learning – student 
participation in higher education. Retrieved from 
http://www.eera-ecer.eu/ecer-programmees/conference/ecer-
2009/contribution/915-1/print?no_cacheon March 8, 2012. 

Knight, J. (2012). Student participation in collegiate organizations – 
expanding the boundaries. Retrieved from 
www.leadershipeducators.org/Resources.html on March 26, 
2012. 

Kuh, G. D. (1995). The other curriculum: out-of-class experiences 
associated with student learning and personal development. 
Journal of Higher Education. 66(2): 123 – 155. 

Montelongo, R. (2012) Student participation in the college student 
orgnaizations. A Review of Literature. Journal of the Indiana 
University Student Personnel Association. Retrieved March 26 
from www.indiana.edul.../montelongo.pdf on March 26, 2012. 

 
 
 

http://www.preservearticles.com/about_preservearticlescom.html%20on%20March%2026
http://www.preservearticles.com/about_preservearticlescom.html%20on%20March%2026
http://www.ucop.edu/ucophome/coordrev/ucpolicies/aos/ucl20.html%20on%20March%2026
http://www.ucop.edu/ucophome/coordrev/ucpolicies/aos/ucl20.html%20on%20March%2026
http://en.wikipedia.org/wiki/gerland/universityaddress
http://www.eera-ecer.eu/ecer-programmees/conference/ecer-2009/contribution/915-1/print?no_cache
http://www.eera-ecer.eu/ecer-programmees/conference/ecer-2009/contribution/915-1/print?no_cache
http://www.leadershipeducators.org/Resources.html%20on%20March%2026
http://www.indiana.edul.../montelongo.pdf%20on%20March%2026


 

MANAGEMENT INFORMATION SYSTEMS FOR QUALITY ASSURANCE IN 
CURRICULUM ADAPTATION FOR SPECIAL NEEDS STUDENTS IN HIGHER 

EDUCATION: IMPLICATION FOR COUNSELING 
 

F.N.C. Onyilofor  
Faculty of Education 

Department of Educational Foundations 
(Guidance and Counseling Unit) 

University of Nigeria, Nsukka, Enugu State, Nigeria 
 
 
Abstract 
The study sought to evaluate management information systems 
(MIS)/quality assurance (QA) and curriculum adaptation for special 
needs students (SNS) in higher education (HE): counseling implication. 
The population of the study comprised: 360 service providers and 
receivers made up of 260 SNS, 60 professional counselors, 30 computer 
engineers and 10 technocrats drawn through random sampling 
technique. The instrument for data collection was a structured 
questionnaire developed by the researcher using strongly agreed, 
agreed, disagreed and strongly disagreed. A mean of 2.5 and above was 
accepted while any mean below 2.5 was rejected. The data collected 
were analyzed using mean and standard deviation: Also, improvement 
required index (IRJ) was used for measuring the performance of 
professional counselors. The study revealed among other things; that 
professional counselors strongly play roles in strategic decision making, 
e-learning, records keeping and control. Also, entrepreneurial, 
individualization and empathy skills are some of the skills utilized by 
professional counselors in curriculum adaptation for special needs 
students (SNS) which leads to QA/quality improvement. The major 
recommendation adopted is for government to train more technocrats 
in MIS within H.E who will work in close collaboration with professional 
counselors and SNS to achieve quality assurance. 
 
Key Words: Management Information Systems, Quality Assurance, 
Curriculum Adaptation, Special Needs Students, Higher Education, 
Counseling.  
Introduction 
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There are diversifications of definitions of Higher Education (H.E). 
Internationally, there are what we call higher education and further 
education. However, the researcher wants to narrow this paper to H.E. 
Succinctly, H.E. means university education. It has a theoretical 
underpinning and offers a number of qualifications ranging from higher 
national diplomas, honorary degrees and post graduate programmes 
such as master degrees, and doctorate. Products of H.E. are expertise in 
skill acquisition in their various disciplines for self, community, national 
and international development. Oluremi (2009), states that H.E. is 
education given after secondary education. Frackmann (2003) in his 
paper titled “Higher Education Information systems” defines H.E. as 
education that provides employers and society in general with 
graduates of specific fields. In Nigeria, which is the focus of this study, 
the three major ethnic groups that is; the Igbos call H.E “Mahadum”, 
the Hausas call it “Makaranta”, while the Yurubas call it  “Ile eko giga”. 

Education enhances acquisition of frontiers of knowledge. It 
develops students socially, philosophically, politically, psychologically, 
economically, mentally, and physically.  Onyilofor (2011) opines that 
education is the key that opens doors to modernization, socialization 
and globalization. In the same vein, the Federal Republic of Nigeria 
(FRN 2004) adds that education is the bedrock of any country, 
considering the role it plays in the improvement and sustenance of the 
socio-cultural, political and economic wellbeing of the nation. It is 
through education that American citizens learned not to be 
incompetent, thus leading them to become productive citizens of a 
dynamic land of opportunities (Chisely, 2011). Such education would be 
incomplete; if special needs students (SNS) are not considered. 

The education of SNS is concerned with individually planned 
and systematically monitored arrangements of teaching – learning 
techniques and procedures in an entire educational system that will 
enable the exceptional individuals to realize their maximum 
potentialities and be independent in life. According to 
Maniwada(2004), special education is that type of education designed 
for special needs persons. To substantiate the above definition, Watson 
(2012) says it is specially designed instructions at no cost to parents, to 
meet the unique needs of students with disabilities. Thus, the 
researcher considers special education as that which is aimed at 
providing additional services, support programmes, specialized 
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placements and environments to ensure that there is equitable 
provision of students’ educational needs, no matter their physical, 
social and economic status. These additional services must be reflected 
in the general curriculum of the educational system. 
 The word curriculum is not new in the field of education 
particularly in higher education. Onyia (2010) defines curriculum as the 
means through which the experience of attempting to put an 
educational proposal into practice is made publicly available to stake 
holders. Egan (2003a), in turn sees curriculum as“planned and 
unplanned experiences which learners receive in their formal and semi 
– formal education…” While the World Bank (2006), sees it as 
encompassing what to learn, how best to teach and learn, and how 
best to enable teaching and learning. Onyilofor (2010) observes that 
curriculum is nothing more than a set of learning experiences arranged 
to help students fulfill a satisfying and satisfactory mission in life. To the 
researcher, curriculum embodies all the experiences and non-
experiences an individual encounters in both formal and non-formal 
education which shapes/moulds him/her to be better 
adapted/adjusted in becoming a good citizen, affecting and changing 
the national and global society in which the individual funds 
him/herself. 

The word adaptation can also mean adjustment, fit into, suit 
and qualification. Akinboye (1987) sees adaptation as the ability of an 
individual to be able to cope effectively within his/her environment. 
Onyilofor (2002) posits that adaptation is the ability of an individual to 
harmonize his mental and behavioural patterns in order to achieve his 
personal needs and that of the society in which he lives. There are 
about two types of adaptations (Glat, 2003). They include accessibility 
adaptation, and pedagogical adaptation. These adaptations according 
Glat constitute the main needs of special need persons in this era of the 
21st century. There have been heavy criticisms of government in Nigeria 
on their failure to properly prepare for special education through 
teacher preparation and curriculum adaptation. 

Curriculum adaptation involves differentiating instructions to 
provide students/special needs students (S/SNS) with a variety of ways 
to process information and demonstrate what they have learned, in 
order to match the way in which each S/SNS learn most effectively. In 
the same light, providing curriculum adaptation is a way in which to 
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implement Howard Goldner’s theory of multiple intelligence, (Udari – 
Solner, 1993). According to Gardner, as cited by Udari – Solner, there is 
no one best way in educating all students. Indeed, the biggest mistake 
of past centuries has been that of treating all students as if they were 
variants of the same individual and thus feeling justified in teaching 
them the same subjects in the same way. Consequently, curriculum 
adaptation for students with individualized education programmes only 
isn’t enough; the curriculum must be differentiated to accommodate 
the needs of both normal and special needs students (Wang, 1992). 

The Federal Government of Nigeria recognized the importance 
of integrating persons with special needs when it declared that; 
integration is the most realistic form of special education since persons 
with disabilities are part and parcel of the society. The National Policy 
on Education (FRN, 2004) shows interest in providing this special 
education in sections 95 (ii) and 96 (c) (i). Implementation of this policy 
in the various state ministries of education resorted to reversing the 
provision by establishing segregated schools for the handicapped. This 
trend seems to have continued till date in most parts of the country 
thereby promoting exclusion rather than inclusion (Mauvada, 2004). As 
a result, the trend in Nigeria continues to differ from global one. It all 
started with special education in segregated schools, later followed by 
integration of special needs students in regular schools, especially with 
the open education system in the 60s, and finally back to educational 
provision for special needs students in segregated settings – the schools 
for special needs students in some states (Onyilofor, 2011). The hope 
for the future is that increased understanding and growing efforts in 
support of inclusive education will reverse this trend. 

Inclusion is an educational philosophical and social approach 
that provides S/SNS with college/community membership and greater 
opportunities for educational and social achievement. Inclusion makes 
sure that every S/SNS feels accommodated, valued, unique and 
affectionately accepted by service providers (educators, professional 
counselors, computer engineers, and technocrats) and service receivers 
(S/SNS), with their learning styles interests and life styles tolerated and 
valued. Garuba (2003) considers inclusion as a step further in 
mainstreaming, as it presents a means by which a school attempts to 
respond to all students as individual by reconsidering and structuring its 
curricular organization and provision, and allocating resources to 
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enhance equality of opportunity. UNESCO (2005) opines that inclusion 
is a process of addressing and responding to the diversity of needs of all 
learners through increasing participation in learning cultures, and 
communities and reducing exclusion within and from education …. 
UNESCO (2009) further substantiates the above definition that inclusion 
is concerned with bringing together marginalized groups of persons, 
particularly persons with special needs in one enabling environment for 
educational purposes. It involves improving inputs processes and 
environment to foster learning both at the level of the learner in 
his/her environment and at the system level, to support the entire 
learning experiences. Supporting the UNESCO views above, Okek – Oti 
(2010) acknowledges that it is the process of increasing participation of 
learners in reducing their exclusion from the curricular, cultures and 
communities of neighborhood and main stream centers of learning. 
Moreover, Kochoung (2010), and Wile and Bondi (2011) equally attest 
that inclusion involves keeping special needs students in regular 
education settings and making supports services available to them 
rather than bringing the students to be supported by unadapted 
existing services.  

Based on the above definitions, inclusive education in this study 
refers to the collection of persons with various challenges/special needs 
into the normal Higher Education system with all necessary steps and 
measures adopted by the university authorities and faculties to provide 
an enabling learning environment that will meet their learning needs. 
These persons with special needs according Adejumo (2010) include the 
deaf, blind, hard of hearing, mentally retarded, multi – handicapped, 
orthopedically impaired, other health impaired, emotionally disturbed, 
specific learning disabilities, cerebral palsy victims, and the socially 
disturbed. Furthermore, Disability World (2011) considers the physically 
challenged to include person with Parkinson disease, poliomyelitis, 
sclerosis, dyslexic, leprosy, epilepsy, paralysis/paraplegia, the 
asthmatic, the dwarfs, albinos etc. In this paper, persons with 
disabilities will be referred to as special needs students (SNS) (service 
receivers), together with the normal students. Educational stakeholders 
for both normal/SNS in this 21st century will also need adaptation. 
Stakeholders will consist of students, parents, educators (professional 
counselors and teachers), communities, philanthropists and the 
ministries of education. Other stakeholders are policy-makers, analysts, 
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scholars, experts, psychologists, construction engineers, architects and 
Non-Governmental Organizations (International Conference on 
Curriculum Reform and Implementation in 21st century, 2005). The 
stakeholders should be participating in brain storming, planning, 
organization, supervision, execution and monitoring of special 
education in inclusive settings, practically or at least twice a year. 
Success in the higher educational (HE) pursuits of students with special 
needs does not only depend on the pedagogic adjustments but equally 
on the adaptation of the physical environment they are exposed to. 

In this era of curriculum adaptation and inclusive education in 
H.E where SNS are found, it is imperative that the physical environment 
be made accessible through the removal of architectural barriers, like 
the construction of ramps in hostels, classrooms and churches, the 
institution of mobility land marks like road, walk (walkpaths), zebra 
crossing, traffic lights, mobility canes (white cane), wheel chairs and 
Sonoric devices to help the visually impaired, amputees, students with 
muscular problems, broken bones and other SNS already listed move 
freely and independently with little or no assistance. The UN (1993) 
supports this assertion by stating that accessibility measures should 
include among others, the enactment of legislations to ensure 
accessibility to various areas in society such as housing, school, public 
building, transport services, streets and outdoor environment. 
Moreover, architects, construction engineers and others who are 
professionally involved in design and construction of the physical 
environment should have access to information on disability and 
measures to achieve accessibility. 

However, in the 21st century, S/SNS in Nigeria’s higher 
institutions still encounter a lot of challenges unlike their counterparts 
in the UK, USA, Japan, Germany, Spain and Italy. Some of these 
challenges include inadequate accessible infrastructure. For instance, 
lecture rooms are not well equipped to meet the needs of SNS. There 
are no ramps in hostels and lecture rooms, and most universities do not 
have walk roads where, SNS, could move freely without hindrances or 
being knocked down by on coming vehicle or motobyke (Okada). 
Nevertheless, the University of Nigeria in Enugu State, University of 
Ibadan in Oyo State and University of Jos in Plateau State have 
constructed walk roads to facilitate the mobility of SPNS on their 
campuses (Ihenacho, 2010, Onyilofor 2011). Onyilofor (2010) further 
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observes that these are psychological, emotional, social, academic and 
placement problems encountered by students. Others include career 
problems, vocational problems, examination malpractices, poor study 
habits, non-assertive behaviour and low esteem. There are also 
challenges of cultism, burnouts, sexual harassment and limitations of 
poverty among S/SNS. Onyilofor (2011) equally reiterates that there are 
no gadgets to SNS, and even where these gadgets are available, most 
teachers/professional counselors are not able to manipulate them. 
Simon and Alverdyan (2009) address societal attitudes in the 
marginalization and non acceptability of SNS. This impedes the 
implementation of inclusive education legislations. Fakolade (2009) 
supports the above by saying that societal attitudes have acted as a 
major hindrance to the effective implementation of inclusive education 
in Nigeria’s higher education section. All these challenges cannot be 
fully overcome without the services of specialized teachers and 
professional counselors in a 21st century Nigerian higher education 
sector. No wonder, the truism that no nation can rise above the quality 
of its educational system and the educational system cannot rise above 
the quality of its teachers/professional counselor (FRN, 2008). 
Therefore, it is imperative that teachers, educators and professional 
counselors in Nigeria H.E sector be highly specialized, with high quality 
assurance. 

Quality assurance (QA) is aimed at capacity building within 
higher education institutions for pursuing quality improvement, leading 
to stakeholders’ satisfaction. QA in H.E is a global issue. For instance, in 
May 2005, the European ministers of education met in Bergen to 
discuss the further development of the “Balogna Declaration” and left 
the meeting committed to promoting QA in H.E. (European Association 
for Quality Assurance for Higher Education (ENQA, 2012). In this paper, 
QA and quality improvements will be taken to mean the same thing. 
ENQA (2012) defines QA as a “way to warrant that the predefined 
standards are met and a continuous process to review critique and 
implement changes in H.E particularly as regards SNS. The association 
further opines that it is a process which sets minimum standards of 
quality in education. It requires transportation of process where results 
must be published and disseminated widely. Geddes and Grosset 
(2007) define QA as a degree of excellent and an attribute of self 
confidence. Also, Dill (2007) opines that QA comprises practices where, 



48     Management Information Systems…

           

academic standards, and the level of academic achievement attained 
by S/SNS are maintained and improved. The researcher posits that QA 
in H.E is the degree of control over what is permitted as educational 
experience, constructive feedback, and evaluation, problem 
solving/decision making and other skills; ensuring that the university 
complies with the basic requirements and is accountable to 
stakeholders including S/SNS. The ultimate goal of QA in H.E is to 
improve the life of S/SNS in all ramifications- that is effecting 
behavioural changes in their academic, vocational and socio-personal 
spheres of life.  

These S/SNS if not properly guided by service deliverers 
(teachers, educators, personnel, computer engineers, technocrats and 
professional counselors), will make a lot of mistakes in their goals 
setting, objectives, study habits and career choices. Among these 
service providers, the ones that can effectively help in influencing, 
molding and effecting these changes in service receivers (S/SNS) are the 
professional counselors. 

A professional counselor (service deliverer) is one who has 
training and certificate in the discipline of Guidance and Counseling. 
The service deliverer helps the service receivers to explore their 
feelings, take appropriate decisions and initiate new actions to resolve 
problems. They, with their expertise knowledge bring encouragement 
and confidence to the service receivers. Also through effective 
counseling by the service deliverers, such weaknesses of the service 
receivers like poor study habit, low self esteem, non assertiveness and 
truancy are broken and others are revolved from the students thereby 
promoting quality assurance that will intend improved students 
personality and academic excellence. Onyilofor (2011) posits that a 
professional counselor as an expert who does placements, diagnosis, 
evaluation, referral and appraisals to/of S/SNS or any other client as the 
case may be with the aim of enabling them make better choices in 
terms of course of study, career and solve their problems and that of 
others. 

Ogbodo (2010) supports the above argument as she posits that 
a professional counselor plans, co-ordinates does referral, orientation 
and placement services to students. Counseling according to Anamaeze 
(2002) is a personal relationship between the counselor and counselee 
in which the counselor helps the counselee to learn more satisfying 
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attitudes and behaviour necessary for solving his/her problems. 
Adewuyi and Akinade (2007) add that counseling refers to service 
rendered to an individual or group of persons in order to bring about 
the best potential and talents for mankind. The researcher defines 
counseling as career information, in service training, academic, 
career/vocational, socio-personal, behavioural, job adjustment and 
group counseling. A service deliver (professional counselor) is always 
loaded with entrepreneurial skills that will help the service receiver to 
be independent and even become an employer of other people. Njoku 
(2007) states that a professional counselor should be able to create 
awareness, motivate and provide orientation services that will enable 
students make wise career choices. While Omeje (2002) opine that 
career information is valid and usable data given to a student to enable 
them to become purposeful and effective in their career related 
behaviours. To effectively deliver counseling services to SNS, it will 
require the use of adapted resources. Vein, Lahm and Movissette 
(1994) outline areas of counseling instructions where assistive 
technology could assist SNS. These areas include: 
organization/notetaking, productivity and materials modification. Also, 
Ifelumi (2003) and Onyilofor (2010) argue that, it is the duty of the 
professional counselor during placement of students, to their rights 
course to address them individually to discover what dexterity they 
possess, their interest, abilities, potentialities, hobbies and so on, which 
will put them on the right jobs and careers. Similarly, Onyilofor (2011) 
presents the following skills; awareness, questioning, probing, 
empathy, motivation, creativity, listening, specificity/governess, career 
services, career information, decision making, initiative and 
unconditional positive skills. These skills help bring about quality 
assurance that helps S/SNS cope with their academic choices. 
Professional counselors utilize the  following skills in bringing QA to the 
service receivers over their studies, study habits in surmounting the 
challenges earlier mentioned thereby changing from undesirable to 
desirable individuals; and above all, in being autonomous after 
graduation. Those skills are; practical skills in observing SNS, 
understanding skills, awareness skills, availability skills, reinforcements 
skills (for SNS), affective skills, adoptive skills to deal with special 
difficulties, appreciative skills, evaluation skills, empathy skills and 
individualization skills. The service deliverer (professional counselors); 
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in order to bring about QA to service receivers (students) in H.E. in 
Nigeria, must work in collaboration with all the faculties, departments 
and other service deliverers in the universities. This is to ensure that 
there is proper flow of information to every department that concerns 
student and to correctly use all adaptive resources, thereby addressing 
the needs of every service receiver within the university systems and 
beyond. To achieve this, the university authorities must put in place 
strategies/measures for effective managements of information, using 
all the necessary available resources. It is at this juncture that the role 
of the Management Information Systems (MIS) comes into play in H.E. 
with particular emphasis on QA and curriculum adaptation for persons 
with special needs. 

MIS is a system or process that provides information necessary 
to manage an organization effectively. The MIS and the information it 
generates are generally considered essential components of prudent 
and reasonable decisions in the organization. The importance of 
maintaining a consistent approach to the development, use and review 
of MIS within the institution must be an ongoing concern (Comptroller, 
1995). Business Dictionary (2012), defines MIS as an organized 
approach to the study of the information needs of an organization’s 
management at every level in making operational, tactical, and 
strategic decisions. Its objectives is to design and implement 
procedures, processes and routines that provide suitable detailed 
reports in an accurate, consistent and timely manner for quality 
assurance. Frackmann (2003) defines MIS in the context of 
accreditation, audit and evaluation for the development of quality 
assurance. However, Brien, (1999) defines MIS as information which is 
needed to efficiently and effectively manage an organization. MIS 
involves the use of three main resources namely: people, technology 
and information.  It is in this paper the researcher refers to the 
organization as higher Education (University). MIS are distinct from 
other systems in that they are used to analyze operational activities in 
the organization. In the higher education system, professional 
counselors are identified as decision makers since they are involved in 
addressing serious and minor problems of S/SNS. They can do this by 
making use of the university management information systems (MIS) 
which takes into accounts the university administration, including all 
teaching and learning materials. Through the Decision Support System 
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(DSS), the services provided can be able to initiate solutions to these 
problems by using computer programmes, applications and software to 
compile information from a wide range of sources to support the 
strength of the solution thereby bringing QA among S/SNS. In this 
paper, MIS will be linked to all the necessary technologies used in the 
provision and management of educational services, information flow 
within the higher educational system and the people who make up the 
university community and stakeholders. 

Universally, it is now accepted that technology, especially 
ICT/Computer has not come to displace or replace 
teachers/professional counselors. Teachers/professional counselors see 
the computer as an ally (united for specific purpose) and not an enemy. 
Without the teachers/professional counselor, technology will not work, 
for technology has no intelligent of its own. It lacks human ability to 
think and reason (Okwo& Ike, 1996). The use of technology for 
instruction/counseling purposes in higher education is a welcome 
innovation. Heinch, Molende and Rusel (1982) identify two types of ICT 
based education, namely: Computer Assisted Instruction (CAI) and 
Computer Manage Instruction (CMI). C.A.I is a sophisticated 
teaching/counseling machine which serves as a medium of instruction 
counseling. S/SNS learn through direct interaction with the machine. It 
is an instructional/counseling medium that delivers services while 
S/SNS learn. Although the general view is that CAI works best in Europe, 
Okwo and Ike, (1996) opine that so far there is no researcher report 
showing the extent of its workability or failure in Nigeria, but 
Nkokelonye (2006) disagrees by saying that CAI will work very well in 
Nigeria as in Europe. CMI on the contrary helps teachers/professional 
counselors, Heads and Deans of faculties and other university 
administrators to administer and control instructional/counseling 
processes. It is used as a tool for organizing instruction/counseling 
services. CMI also enables teachers, HODs and Deans of faculties to 
keep records such as continuous assessment records, logging of data 
concerning students, as well as ability and interest records. This is why 
Butcher (1980) called CMI, a system of records keeping and control. 
Through ICT based education (CAI, CMI) and other related ICT services 
in H.E especially internet connections, quality assurance and quality 
improvement are brought to the students/special need students.  
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 The internet is an international network connecting many 
computer networks and databases. It is an innovation in ICT 
development that has the potential of transforming not only the ways 
institutions/organizations go about their businesses, but also the skills 
and productivity of the staff in these institutions. To support this view, 
Kamusu, Sielepe and Ellzy (2002) posit that internet as a cooperative 
network links governments, training centers, research organizations, 
libraries, universities and other service centers to its vast information 
sources and resources. It thus offers users a special opportunity for 
accessing up to date research and knowledge. It is a global network for 
sharing information, hence one quick way of bridging the gap between 
the information poor and the information rich (Mamman, 2005). The 
use of the internet and other information system by teachers/ 
professional counselors and other university stakeholders in the 
management of H.E especially for the wellbeing of SNS go a long way in 
bringing quality assurance (QA) that will help build the capacity and 
reshape these studenst to fits in any society they find themselves. It will 
also sharpen, reshape and reform their life styles into positive thinking 
and motivate them in self reliance and ability to solve their own 
problems and make informed decisions.  
 Most teachers/professional counselors in the 19th and 20th 
centuries did not apply individuality in their teaching and counseling 
services in developing countries. They use the lecture method and elicit 
counseling without caring for an interactive participatory class. They 
believe in sit down counseling without following and using the 
necessary skills like creating rapport, before the services receivers 
without empathizing, probing, listening, prodding, confidentiality, 
unconditional positive regards, paraphrasing, summarizing, 
confrontation (as the case may be), proper evaluation and other skills. 
As a result, they do not bring QA into their lecturing and counseling. 
This is due to the non- advent of information technology and other 
related information systems. In the said centuries, professional 
counselors, students/special need students and others higher 
education stakeholders in developed countries like USA, Japan, UK, 
Germany and Italy are ICT natives/wizards (experts). Professional 
counseling there uses computers, cell phones, video conferences, 
teleconferences and pod cast teaching counseling. As a result, service 
receivers are very free in interacting with their service providers in 
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either face to face or distance manner with every degree of rapour and 
cordial relationship, thereby bringing quality assurance/quality 
improvement in both their learning and counseling, and other 
pedagogical practices. The students/special need students can make 
honest criticisms about their lecturers and counselors without being 
offended or rusticated.  
 Obidoa (2007) says that information and communication 
technology can be used in guidance and counseling as a medium of 
interaction between a counselor and a client as well as resources in the 
decision making process. Obidoa further states that information 
technology can help replace face to face interaction of counselors and 
counselee during counseling. This can be more possible through e-
learning series delivery so as to optimize the e-learning opportunities 
for effective education services delivery. A recent European research 
project identified eight ICT tools that are currently being used in 
information dissemination and counseling services. They include, e-
mail, chat, news group, website, SMS/text messaging, telephone and 
video conferencing (Watts and Offer 2006). ICT in this 21st century 
encompasses a range of new technologies and their application 
including all aspects of the use of computer, microelectronic devices, 
satellites and communication technology (The Commonwealth 
Secretariat, 2009). Their use in the management of higher education 
services in any country will bring about quality improvement among 
students/special need student. The National Policy for Information 
Technology in Nigeria (2001) describes it as any equipment or 
interconnected system of equipment, that are used, in automotive 
acquisition, storage, manipulation, management control, display, 
switching and transition of information. It has therefore become an 
enabler of great convince in counselor/client relationship and access to 
information from any part of the world for goods and services they 
desire, including the services of professional counselor and 
stakeholders of higher education to students/ special need student in 
Nigeria notwithstanding (Anyakoha, 2002, Woltersohn 2001). Video 
conferencing is one of the IT that allows for interaction and sharing of 
information among people in deferent locations (e-learning) such as 
schools, universities, local government areas and states. Through this 
technology, people are able to see and talk with each other. The use of 
video conferencing in the teaching and counseling of student/special 
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need students (S/SNS) in higher education cannot be underestimated 
as it has been found useful in tutoring and discussion. Through this, it 
enables student/special need students especially those with mobility 
problems to be able to sit in a particular place and receive lectures and 
counseling services without necessarily moving from one place to 
another. Some students/special need students in higher institutions 
however lacks the knowledge on the availability of such IT services that 
can help in the quality improvement of their academic life on campuses 
(Denga 2006). As such, they base their educational, vocational and 
personal social decisions largely on, whims and caprices, which says 
that “current information gives understanding, gives knowledge and 
also” correct information gives knowledge and knowledge gives power. 
It is therefore necessary that the right information be made available to 
students/special need students in higher institutions to assist them 
locate the necessary teaching and counseling services available for 
them. 
 In this era of knowledge based economy, deepening 
knowledge, knowledge acquisition, creativity and aesthetic knowledge 
quality assurance/quality improvement are achieved by the service 
deliverers point projections/presentation where they are taught to be 
concise decision making and this wonderful technology helps them in 
their dialoguing, communication and exams without writing off. 
However, in most Nigerian higher education institutions, there are little 
or no trained technocrats computer engineers/technicians who can 
either assist or repair the computers in case of damage. 
 Government, from local to federal should endeavor to train 
these technocrats, nationally and internationally in the few higher 
institutions maximum use of the computer by both service deliverers 
and services receivers. The same governments should procure these 
technologies not only to the service receivers but also to the service 
providers (professional counselors) so as to achieve sustainable quality 
assurance and quality improvement. They should also provide 
professional development to the teachers/ professional counselor by 
training and retraining them through workshops, seminars and 
conferences both national and internationally for collaboration so as to 
be at par with their counterparts in developed countries. There should 
be prompt payment to service deliverers and other incentives like 
practicum allowances to both service deliverer/service receivers in the 
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field so that optimum quality assurance/quality improvement becomes 
the other of the day in the higher education sector. Faculties should re-
enforced service deliverers and service receivers that are best over the 
year to motivate hard work and punctuality so that there will be 
excellent healthy competition among staff and students. 
 The curriculum should be adapted/adjusted in the content and; 
processes to have a staff from cognitive paper certificate to affective 
and psychomotor where the faculties, teachers and professional 
counselors are not at centre, but the S/SNS love and concern/friendly 
relationship (affective domain) will exist between service deliverers and 
service receivers. Also, the curriculum should be adjusted/adapted in 
guidance and counseling and other disciplines in the university. 
However, it is pertinent to report that the University of Nigeria in Enugu 
state has constructed a Centre of Entrepreneurial Studies where its 
courses are compulsory to every undergraduate students for self 
independence and realization.  
 Government from local-federal government and every faculty 
in the university should collaborate in the procurement of giant power 
plants to all faculties that will power the technologies in times of 
inadequate water supply.  
 Because of the poverty situation among student/special need 
students in Nigeria, it is necessary that full scholarship and bursaries be 
granted to them just like their counterparts abroad. Philanthropists, 
communities, local and federal governments, favorites of universities 
should assist in procuring gadget for skills. Even when they are available 
in Nigeria, they are not affordable. Government should assist in 
procuring gadgets for S/SNS. The university communities should be 
educated to accept and assist the special need students in their midst. 
 Article 24.4 of the 2008 convention on the Right of persons 
with special needs says that; in order to help in the realization of these 
rights, state parties shall take appropriate measures to employ teachers 
including teachers with special need who are trained, experienced in 
sign language and or Braille, and to train professional counselors and 
staff who work at all levels of education. Such training shall  
incooporate disability awareness and the use of appropriate 
augmentative and alternative modes, mean and formats, of 
communication, educational technique and material to support persons 
with special needs. Research is one of the principal methods in the 



56     Management Information Systems…

           

acquisition of knowledge in higher education in Nigeria. As a result, 
there is need of the availability of adopted resources, also known as 
assistive technology. Some of these assistive technologies include; 
Braille machines and tactile technologies, talking calculators, 
measurement, equipment, communication services, electronic note 
takers, adapted keyboards, and mouse options, listening devices and 
loop systems, magnifying devices, reading technologies recording 
devices, reference software, dictionary and therefore runs, scanning 
and reading devices; writing aids like hand frames, spell check; and 
learning materials like Braille book and digital libraries (UNESCO, 2009). 
Based on this forgone, the question that remains germane is: How do 
professional counselors utilize management information system in 
bringing quality assurance for special need students in higher 
education?  
 In general, the purpose of this study is to determine the role of 
professional counselors in utilizing management of information systems 
in curriculum adaptation for special need students in higher education 
and its counseling implications. 

Specifically the study sought: to determine the role of the 
professional counselor in utilizing MIS in curriculum adaptation for 
special need students in higher education, and to find out the 
counseling skills the professional counselors utilize in curriculum 
adaptation for special need students.  

Two research questions were drawn for the study. These are:  
1. What are the roles of the professional counselor in utilizing MIS 

in curriculum adaptation in bringing quality assurance to special 
need students in higher education in Nigeria? 

2. What are the counseling skills professional counselors utilize in 
curriculum adaptation for special need students in higher 
education in Nigeria? 

 
Research Method  
Research Design: The survey design was used in carrying out the study. 
The choice of this design was based on the fact that the purpose of the 
study was descriptive on the role of professional counselors in utilizing 
MIS/quality assurance in curriculum adaptation for special need 
students in higher education and its counseling implication. 
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Area of Study: The study covers Federal Universities of the Northern-
Central Geo-political zone of Nigeria. They include: the Federal 
University of Agriculture, Markurdi, Benue State; University of Abuja, 
Abuja; University of Jos, Plateau; University of Ilorin, Kwara State; and 
the Federal University of Technology Minna, Niger State. 
 
Population of the Study: The population of the study comprised 360 
service proividers and receivers made up of 260 special needs students, 
60 professional counselors, 30 computer engineers and 10 technocrats.  
 
Sampling and Sampling Technique: The sample for the study was made 
up of 360 service providers and receivers as seen above and the 
sampling technique was the simple random sampling. 
 
Instrument for Data Collection: The instrument for data collection was 
a 20 items structured questionnaire developed by the researcher using 
strongly agreed, agreed disagreed and strongly disagreed.  
 
Validation and Reliability of Instrument: The questionnaire was face 
validated by seven experts from the Nnamdi Azikiwe University, Awka, 
Anambra State and University of Nigeria, Nsukka Enugu State 
distributed as follows: 2 measurement and evaluation experts from 
Nnamdi Azikiwe University and 1 from the University of Nigeria, 
Nsukka, 3 Guidance Counselors from the University of Nigeria and 1 
from Nnamdi Azikiwe University Awka, Amambra State.The 
questionnaires were trial tested on 6 SNS and 4 professional counselors 
at Nnamdi Azikiwe University, outside the target sample. The internal 
consistency of the role of professional counselors in utilizing MIS in 
curriculum adaptation for SNS and its counseling implications was 
determined using crombach alpha. It yielded an alpha level 0.89 which 
was considered high enough. 
 
Method of Data Collection 
The researcher with 11 research assistants visited selected five Federal 
Universities in the North Central geo-political zone to solicit the 
cooperation of the respondents. The research assistants were 
purposely trained to administer the instrument and collect data. (If not 
of the researcher’s sight condition, she would have collected the data 
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herself given that the sample was small). The researcher and research 
assistants established rapport with the respondents for easy 
administration of the instrument and applauded the good work of the 
research assistants. 
 
Method of Data Analysis 
Data collected were analyzed using mean and standard deviation. Also, 
improvement required index (IRI) was used for measuring the 
performance of professional counselors. A mean of 2.5 and above was 
accepted while a mean below 2.5 was rejected as it is below minimum 
standards. 
 
Results 
Table 1: Research Question one: What are the roles of professional 
counselors in utilizing MIS for curriculum adaptation in bringing quality 
assurance to special needs students in higher education in Nigeria? 
 

N/S Item  X SD Remark 

1. Professional counselors utilize strategic 
decision making through management 
of information system for curriculum 
adaptation for special need students in 
higher education in Nigeria.  

3.28 1.35 Strongly 
agreed 

2. Professional counselors utilizes power 
point as a tool of management of 
information system for curriculum 
adaptation in bringing quality 
assurance to special need students in 
higher education in Nigeria.  

3.31 1.38 Strongly 
agreed 

3. e-learning is a welcome development 
but it is important that the Federal 
government in collaboration with the 
faculties procure computers for both 
the professional counselor/special 
need students in higher education in 
Nigeria. 

3.29 1.36 Strongly 
agreed  

4. Professional counselors utilize decision 
making as a very important tool in 

3.45 1.52 Strongly 
agreed  
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managing information system for 
curriculum adaptation in bringing 
quality assurance to special need 
students in higher education in Nigeria. 

5. Computer assisted instructions is 
utilized by professional counselors as 
an important tool of management of 
information system for curriculum 
adaptation in bringing quality 
assurance to special need students in 
higher education in Nigeria. 

3.35 1.42 Strongly 
agreed  

6. Record keeping and control is another 
important tool of managing 
information system utilized by 
professional counselor in curriculum 
adaptation in bringing quality 
assurance to special need students in 
higher education in Nigeria.   

4.02 1.58 Strongly 
agreed  

7. Internet is a wonderful tool of 
managing information system utilized 
by professional counselors for 
curriculum adaptation in bringing 
quality assurance for special need 
students in higher education in Nigeria. 

3.45 1.52 Strongly 
agreed  

8. I like video conferences because it 
enables professional counselor/special 
need students to give and receive 
lectures, attend counseling centres 
without traveling long distances for 
curriculum adaptation in bringing 
quality assurance for special need 
students in higher education in Nigeria.  

2.00 0,52 Disagree  

9. The professional counselors advocate 
for assistive technology as a tool of 
managing information system in 
curriculum adaptation in bringing 
quality assurance involving the special 
need students in higher education in 

3.00 1.28 Strongly 
agreed  
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Nigeria  

10 Pod casting is utilized by professional 
counselors as a tool for managing 
information system in providing 
counseling services for quality 
assurance to specially need students in 
higher education in Nigeria. 

1.33 0.98 Strongly 
disagreed 

 
 From table 1 above, items 1,2,3,4,5,6,7 and 9 obtained mean 
scores ranging from 3.00 to 4.02. This shows that professional 
counselors (service deliverers), computer engineers and technocrats 
strongly agree that service deliverers play very important roles in 
utilizing management information systems in curriculum adaptation for 
SNS in Nigeria’s higher education sector. While items 8 and 10 obtained 
mean scores of 2.00 and 1.33 respectively. This shows that service 
deliverers (counselors) are yet to play important roles in utilizing video 
conferencing and podcasting technology as tools of MIS in curriculum 
adaptation for SNS in higher education (H.E). It also shows that they will 
improve if exposed to training and retraining. 
 
Table 2: Research Question 2: What are the counseling skills 
professional counselors utilize in curriculum adaptation in bringing 
quality assurance to special need students in higher education in 
Nigeria? 

N/S Item  X SD Remark 

1. Professional counselors utilize 
entrepreneurial/career skills in 
curriculum adaptation for special need 
students in higher education in 
Nigeria.  

3.42 1.49 Strongly 
agreed 

2. Organizational/note taking skills are 
utilized by professional counselors for 
special need students in higher 
education in Nigeria  

2.63 0.87 agreed 

3. Awareness skill is utilized by 
professional counselors in curriculum 
adaptation for special needs students 
in higher education in Nigeria. 

3.28 
 
 

1.35 Strongly 
agreed  



F.N.C. Onyilofor                             61 

 

 
 

4. Professional counselors utilize 
orientation skills in curriculum 
adaptation for special need students in 
higher education. 

2.54 0.49 agreed  

5. Motivational skills are utilized by 
professional counselors for curriculum 
adaptation for special need students in 
higher education in Nigeria. 

3.35 1.66 Strongly 
agreed  

6. Professional counselors utilize 
individualization skills in curriculum 
adaptation for special need students in 
higher education.  

3.55 1.62 Strongly 
agreed  

7. Professional counselors utilize 
empathy in curriculum adaptation for 
special need students in higher 
education. 

3.67 1.74 Strongly 
agreed  

8. Unconditional positive regards is a 
wonderful counseling skills utilized by 
professional counselors in curriculum 
for special need students in higher 
education. 

3.55 1.62 Strongly 
agree  

9. Interest/potentialities are other skills 
utilized by professional counselors in 
curriculum adaptation for special need 
students in higher education.  

3.00 0.52 Disagreed  

10 Placements/referrals are utilized by 
professional counselor in curriculum 
adaptation for special need students in 
higher education. 

3.33 1.40 Strongly 
disagreed 

 
 From table 2, items 1, 3, 5,6,7,8 and10 obtained mean scores 
between 3.28 and 3.67 which indicate that professional counselors 
strongly utilized the said skills in curriculum adaptation for SNS in 
Nigeria’s higher education. Items 2 and 4 obtained mean scores of 2.63 
and 2.54 respectively, showing that professional counselors relatively 
utilize the said skills in curriculum adaptation for special needs students 
(SNS) in H.E. On other hand, item 9 obtained a rejected mean score of 
2.00 indicating that professional counselors are still to utilize the 
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interest/ potentiality skills in curriculum adaptation for SNS in the 
Nigerian higher education.   
 
Discussion 
The findings of the study on research question one reveal that service 
deliverers strongly play roles in strategic decision making, power point 
projections, e-learning resources (computers etc), decision making, 
Computer Assisted Instructions (CAI), Computer Managed Instruction 
(CMI), internet and advocating assistive technology, which are some of 
the tools in MIS for curriculum adaptation for SNS in higher education 
thereby bringing QA to students. 
 The findings are in line with the Business Dictionary (2012) 
which opines that MIS is an organized approach to the information 
needs of an organization’s management… making operational, tactical 
and strategic decisions. In the same vein, the researcher opines that in 
this era of knowledge based economy, deepening knowledge, 
knowledge acquisition…QA is achieved by service providers to service 
receivers through power point projections where they are taught to be 
concise, brief, and straight to the point in their problem solving and 
decision making. Similarly, Waltersohn (2001) and Anyakoha (2002), 
posit that e-learning has been an enabler of great convenience in 
counselor/counselee relationship and access to information from any 
part of the world for goods and services they desired, including services 
of professional counselors and other education stakeholders. Also, 
Laudon and Laudon (2009) agree that professional counselors and 
other staffs are recognized as decision makers as they attend to the 
problems of SNS using the university management information systems 
…. Furthermore, Nkokelonyee (2006) argue that teachers/professional 
counselors can effectively utilize CAI and CMI in curriculum adaptation 
for SNS in Nigeria, while Kamusu, Siliep, and Ellzy (2002) agree that the 
internet is a cooperative network that brings information to 
professional counselors through government agencies, libraries, 
research organizations and other service centers. The information 
gotten is used to offer services to clients. The UN (2006) advocates that 
professional counselors/teachers utilize assistive technological devices 
and other valid adapted materials to meet the needs of SNS for QA and 
quality improvement. 
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 Even though the Nigerian National Policy on Information 
Communication Technology (ICT) (FRN 2001) advocates the use of ICTs 
in education, and considering the importance of video conference and 
podcasting in teaching and counseling especially to the SNS, as 
supported by Obidoa (2007), the study revealed that professional 
counselors are yet to utilize them in teaching and counseling for quality 
improvement. 
 The findings for research question two revealed that 
entrepreneural/career, awareness, motivational, individualization, 
empathy and referral/placement skill are the counseling skills mostly 
utilized by professional counselors in curriculum adaptation for SNS in 
Nigerian H.E, thereby achieving QA. Orientation and 
organizational/note taking skills are relatively used by professional 
counselors. 
 The results are in consonance with Omeje (2002) and Nduka 
(2007) who hold that career information is valid and usable data that 
professional counselors must make available to students/SNS for wise 
career choices and purposeful living, thereby achieving quality 
assurance (QA). Also, Lahm and Moveisset (2004) opine that 
professional counselors can utilize their organizational and note taking 
skills to facilitate curriculum adaptation for SNS. Moreover, Njuku 
(2007), Ogbodo (2010) and Onyilofor (2010) all agree that awareness, 
orientation and motivational skills are the counseling skills utilized by 
professional counselors in offering services to S/SNS that go a long way 
to improve the quality of the services and consequently bringing QA to 
the students. In addition, Ifeluni (2003), Adewuyi (2007) and Onyilofor 
(2010) all posit that individualization, empathy and unconditional 
positive regards are important counseling skills utilized by professional 
counselors in curriculum adaptation for quality assurance and quality 
improvement among SNS. Finally, in agreement with the findings, 
Ogbodo (2010) affirms that the professional counselor is one who 
utilizes placements and referrals to provide solutions to the problems 
of S/SNS in schools and universities in particular. 
 Though Ifeluni (2003), Adewuyi and Akinade (2007), Ogbodo 
(2010) and Onyilofor (2010) all acknowledge interest and potentialities 
as other counseling skills utilized by professional counselors, the results 
however show a disapproval of the skills respondents. This however 
does not mean the skill is not utilized at all, but that it is still to be 
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introduced to all professional counselors or still to be applied in the 
counseling of SNS. 
 
Conclusion  
In order to be part and parcel of the 21stcentury progressive nations in 
recognizing, protecting, defending and maintaining the rights and 
privileges of persons with special needs, especially the right to the 
acquisition of equitable, qualitative and non discriminatory higher 
education, it is pertinent that Nigeria - the giant of Africa, begins a 
paradigm shift in its higher education system, by   changing old 
traditions and negative perceptions on these students (SNS). There is 
need to integrate all necessary management information systems in the 
management of higher institutions and their effective utilization 
alongside other skills by all staffs, stakeholders, particularly the 
professional counselors and students, so as to achieve quality 
assurance among the products (graduates) and produce graduates who 
are independent, self-reliant, actualized and be at par with their foreign 
counterparts in this millennium. From the finding of this study, there is 
hope for Nigeria in this domain and we hope to get there in no distant 
future. 
 
Recommendation 
Based on the findings of the study, the following recommendations are 
made.  

Apart from integrating MIS in the management of higher 
education, in the country, government should train more technocrats in 
MIS that will work in collaboration with professional counselors and 
students/special need students in effectively managing the system 
especially in the area of curriculum adaptation so as to achieve quality 
assurance.  
 Professional counselors and specialized teachers should be sent 
abroad for advanced training and retraining so as to acquire adequate 
skills and technology for effective teaching, counseling and learning.  
 Government should ensure the full participation of professional 
counselors, teachers, students, special need students, Non-
Governmental Organizations (NGO) and all other stakeholders within 
the system in brainstorming, planning, organizing, supervising, 
executing and monitoring of activities within the higher education 
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systems especially relating to the adaptation of the curriculum at least 
twice in a year.   
 Finally, special need students in Nigeria’s higher institutions 
should be awarded full scholarship and given incentives and allowances 
to both professional counselors and special need students during field 
works, teaching practice and practicum. This will not only motivate 
them in working hard in their academic  engagements, but will also help 
in eradicating or reducing the rate of poverty among some of the 
special need students and foster healthy competition in their teaching 
and learning. 
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Abstract 

This study compared the two basic methods offering vocational 
education in Nigeria viz; The curriculum based vocational education and 
the traditional apprenticeship system. 110 respondents were randomly 
selected from two Technical Colleges across different departments, 
while 110 apprentices were also randomly selected in different fields. A 
self designed and validated questionnaire was used to collect data. The 
data obtained were analyzed using mean statistics to answer the 
research questions. The findings among others revealed that the most 
important reason for choosing traditional apprenticeship is because 
more practical are done in traditional mode of training than in the 
curriculum based mode of training while authenticity of certificate is the 
most important reason for choosing curriculum based training. The 
most severe constraints in traditional vocational education includes: 
unavailable training materials, obsolete equipments, working outside 
scope of training and inconducive training environment, while for 
curriculum based training it includes; inadequate expertise of 
instructors, unavailability of training materials, and inadequate time for 
practice. The study also showed that the curriculum based vocational 
education has so much to offer the Nigerian youth but is lacking in that 
the emphasis is more on theory than on the practice since they do not 
have adequate time for practice. However, the provision of more time 
for concentrating on core practical skill is a strength in the traditional 
apprenticeships. As such there is greater interest in traditional 
vocational apprenticeship than in the curriculum based vocational 
training. Based on the findings, recommendations were made among 
which was that more practical should be done. 
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Introduction 
Prior to the industrial revolution, the apprenticeship system and the 
home were the principal sources of vocational education, but, since the 
onset of the industrial revolution, there had been a decline in 
handiwork and specialization of occupational functions to develop 
institutions of vocational education. Also, various skills for job 
placement such as woodcarving, blacksmithing, leather works etc were 
acquired through non-formal processes (Umaru, 1985; World Bank, 
1996; Anyanwu, 2000; Idowu, 2000; Akintayo, 2004). In Nigeria, 
vocational education began with the establishment of a Technical 
Institute in the premises of the defunct Yaba Higher College in 1945 and 
the establishment of twenty-nine trade centers in the three regions of 
Nigeria between 1956 and 1960. But in spite of this initial enthusiastic 
beginning, vocational education in Nigeria has remained largely 
undeveloped and under funded by government (Fafunwa, 1974). This 
has resulted in low rate of enrolment in vocational schools as a result of 
negative image that is attached to them by students, parents, 
educators and even policy makers who believe that vocational 
education is only for dull and potential dropouts (Stone, 1993).  

The role of vocational and technical education in the economic 
development of a nation cannot be over emphasized because they are 
aspects of educational process that study technologies and related 
sciences that have to do with  the acquisition of practical skills, 
aptitudes, understanding and knowledge relating to various 
occupations in various sectors of the economic and social life (UNESCO, 
2001). Vocational education is a means of preparing learners for 
careers that are based on manual or practical activities which is 
traditionally non academic. As the labour market became more 
specialized and economies demand higher levels of skill, it has grown 
into standard, regulated instructional form of training. It allows the 
student to immediately learn or develop knowledge and the basic know 
how of the methods, practices, technologies and systems that a 
particular field of work or industry employ.  This type of educational 
attainment is considered to be related to livelihood of those who fall 
under the lower level of society and as such it has drawn considerable 
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level of stigma from the society. (Wonacott, 2000). Vocational 
education is not only a means of acquiring occupational skills for work 
but it is also a means of acquiring other productive assets (UNDP, 
1996). In the process of realizing the goal of non-formal education to 
provide people with technical knowledge and vocational skills, UNDP 
supported different vocational skills acquisition and training 
programmes in the last decade in different parts of the country (Ojo-
Ajibare, 2002). 

A vocational qualification can be obtained either through the 
traditional apprenticeship programme or through the curriculum based 
vocational training programme. However, the most prevalent form of 
obtaining vocational education in Nigeria is through the traditional 
apprenticeship system, which absorbs millions of Nigerian youths 
whether literate or non literate and were it not for this traditional 
system, there will be more youths on the streets in search of jobs than 
we currently have (Fafunwa, 1974). It is of great importance to know 
that most Nigerian youths are not really interested in vocational 
education, they would rather go for the literary education so that they 
could secure white collar jobs than to obtain vocational education, 
which enhances their ability to move straight to the world of work 
without searching. Since this is the regular picture of the Nigerian 
youth, there is the need to investigate the importance of vocational 
education for a self reliant society and those factors that discourage the 
average Nigerian youth from opting for vocational education. This will 
involve comparing what the two basic institutions that offer vocational 
education has to offer the Nigerian youth i.e. the traditional 
apprenticeship and the curriculum based vocational training 
programmes, since it is obvious that vocational education facilitates the 
goals and aims of a country in having a better economy, through human 
and technological development (NPE, 2004). 

One major defect in the Nigerian educational system is the 
low priority accorded to technical and vocational education. Education 
is largely conceived as purely literary education perhaps because the 
first type of schooling brought to Nigeria was literary. As such, the 
literary education and the university degree have become indelible 
symbols of prestige in the Nigerian Society (Fafunwa 1974). On the 
contrary, technologies, agriculture and other practical skills, particularly 
at the sub-degree level have not won the approval of the populace. This 
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is because vocational education has been seen as education for those 
who are incapable of pursuing academic programmes and as such it has 
made very slow progress up till date, even though there is strong 
evidence that the technical skills and occupational skills provided in 
vocational education increase worker productivity, skill transfer, 
accessibility to job, and job stability when vocational graduates find 
training-related jobs (Bishop, 1995). Furthermore, the National Policy 
on Education (2004) section 39 and 42 spelt out the goals of technical 
and vocational education as to: 

i. provide trained manpower in the applied science, technology 
and business particularly at craft, advanced craft and technical 
levels; 

ii. provide the technical knowledge and vocational skills 
necessary for agriculture, industrial, commercial and 
economic development; 

iii. provide people who can apply scientific knowledge to the 
improvement and solution of environmental problems for the 
use and convenience of man; 

iv. give training and impart the necessary skills to individual who 
shall be self reliant economically; and 

v. enable our young men and women to have intelligent 
understanding of the increasing complexity of technology. 

 
For effective participation of students in practical work, the teacher-
student ratio at technical colleges are to be kept at 1:20. Trainees 
completing technical college programmes shall have three options 
which are to: 
1. secure employment either at the end of the whole courses or 

after completing one or more modules of employable skills; 
2. set up their own businesses and become self employed and 

be able to employ others; and 
3. pursue further education craft/technical programme in post 

secondary (tertiary) technical institutions such as science and 
technology colleges, polytechnics or colleges of education 
(technical) and universities. 
 
To this end, involvement in training programmes awarding 

less than a degree is not popular. Consequently, millions of our 
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students keep sitting for Unified Tertiary Matriculation Examination 
(UTME) year after year, and when they gain admission and finish 
eventually find it difficult to get employment. It is therefore necessary 
to investigate the status of vocational education in Nigeria; the factors 
related to the delivery of vocational education that discourages the 
average Nigerian citizen from pursuing vocational education; and the 
reasons why some trainees prefer one of the methods of vocational 
training to the other with a view of sustaining technical and vocational 
education in Nigeria. 

It is very important to enumerate the elements of vocational 
education in terms of scope, relevance, objectives and current issues, 
such as certification and self reliance. Also, there is the need to 
juxtapose the application of the two methods of providing vocational 
education in Nigeria to our environment and nation in particular. 
Hence, the purpose of this study is to investigate the reasons why 
students in each study area embark on vocational training and the 
reasons for their choosing either of the two methods of vocational 
training. It will also seek to determine the severity of constraints faced 
by students in each method of training.  
 
Research Questions 
The following research questions guided the study: 

1. Why do trainees in each study area embark on vocational 
training?  

2. Why do trainees in traditional apprenticeship and curriculum 
based vocational training choose the method of their 
vocational training?  

3. What are the constraints faced by trainees in each method of 
training? 

 
Methodology 
The study employed a descriptive survey design which sought to 
ascertain the mean responses of trainees engaged in curriculum based 
vocational education and traditional apprenticeship on their willingness 
to go into the mode of vocational studies, the reason for chosing such 
and constraints faced by the trainees in each method of training.  

The target population consisted of all students in the Technical 
Colleges and the traditional apprentice in Osun State. The sample 
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comprised a total of 110 students randomly selected from five 
departments in the two technical colleges in the state and 110 
apprentice randomly selected from four local governments area in the 
state. For proper comparison, the apprentice selected were in the same 
vocation as those selected from the technical colleges. 

The instrument for data collection was a 36-item Likert scale 
questionnaire titled : Traditional Apprenticeship and Curriculum Based 
Vocational Training Questionnaire (TACBVTQ) developed by the 
researchers. The weightings of the responses were Strongly Agree (SA) 
= 4, Agree (A) = 3, Disagree (D) = 2, Strongly Disagree (SD) = 1. The 
average of these points is (4+3+2+1)/4 = 10/4 = 2.50. The reliability of 
the instrument was determined using split-half method and a reliability 
coefficient of 0.82 was obtained.  

The questionnaire were administered by the researchers to the 
respondents in the technical colleges and all were retrieved while the 
traditional apprentice were assisted by the researcher by reading out 
the statements to them, interprete in the local language and responses 
ticked for them. The medium of communication with them was Yoruba 
language. This was done because many of them cannot read and write. 
Simple percentanges and mean scores were used in answering the 
research questions. The acceptable level of the mean score was 2.50 
and above.  
 
Results 

Table 1: Percentage distribution of the responses on reasons 
for embarking on vocational training 

S/N Items on the reasons for 
embarking on vocational 

training  

Traditional 
Apprentiship 

Curriculum Based 
Training 

 Yes (%) No (%) Yes (%) No (%) 

1. Serves as a supplement to formal 
education 

28 (25.5) 82 (74.5) 82 (74.5) 28 
(25.5) 

2. Lack of formal education    64 (58.2) 46 (41.8) 14 (12.7) 96 
(87.3) 

3. Due to personal interest in 
vocation studies     

100 
(90.9) 

  10 
(09.1) 

90 (81.8) 20 
(18.2) 

4. Parental influence    82 (74.5) 28 (25.5) 54 (49.1) 56 
(50.9) 

5. By accident      22 (20.0) 88 (80.0) 12 (10.9) 98 
(89.1) 
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6. Inability to cope with rigorous 
academics    

50 (45.5) 60 (54.5) 22 (20.0) 88 
(80.0) 

The result from table 1 revealed that 25.5% of respondents in 
traditional apprenticeship are there to supplement formal education 
while 74.5% of those in curriculum based training indicated that their 
training will serve as a supplement to formal education, implying that 
many of those in traditional apprenticeship viewed their training more 
as a vocation where they can acquire special skills than as a form of 
formal training, while those in curriculum based viewed it as a way of 
acquiring additional formal training. Also, it is an indication that a very 
few educated people are found in vocational education. Subsequently, 
58.2% of those in traditional apprenhenticeship opined that they are 
into the career because they lack formal education, which implies that 
those enroled into traditional apprenticeship are mostly drop-outs or 
those who could not proceed to formal education.  

However, a large percentage of the respondents (90.9%) said 
they are into apprenticeship training due to their personal interest in it, 
while 81.8% of respondents from the curriculum based training also 
said personal interest is their reason for chosing vocational education. 
This implies that most of the respondents have personal interest in 
vocational education and are therefore willing to undertake it. 
However, there is greater interest in traditional apprenticeship than in 
curriculum based vocational training. Also, many of those in traditional 
apprenticeship indicated that their  parents influenced their decision to 
take up vocational training with more of those in traditional 
apprenticeship (74.5%) than those in curriculum based training (49.1%). 
Most of the respondents agreed to the fact that their choice of their 
career was not accidental but out of their own free will. Furthermore, 
more of those in traditional apprenticeship opined that inability to cope 
with rigorous academics (45.5%) was their reason for engaging in 
traditional apprenticeship (20.0%) vocational training than those in 
curriculum based. 
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Table 2 :  Mean ratings on the reasons why trainees choose 
the method of their vocational training.  

S/N Items on the reason why 
trainees choose the method of 

their vocational training 

Mean of the responses 
from traditional 
apprentice and 

curriculum based 
trainee  

Decision 

7. Traditional vocational training is 
better than curriculum based 

training.  

2.30 D 

8. Traditional vocational training is 
cheaper than curriculum based 

training. 

2.92 A 

9. More practicals are done in 
traditional vocational training 

than in curriculum based training.   

2.98 A 

10. Instructors in traditional 
vocational training are more 

enlightened and knowledgeable 
than curriculum based training.   

2.70 A 

11. Ability to comprehend in 
traditional vocational training is 
easier than in curriculum based 

training.  

3.00 A 

12. The period of learning in 
traditional vocational based 
training is lesser than that of 

curriculum based training.  

2.63 A 

13. The cost of training in traditional 
vocational training is lesser than 

curriculum based training.  

2.81 A 

14. Certificate is more authentic in 
traditional vocational training 

than in curriculum based training.  

2.06 D 

15. People are more enlightened in 
traditional vocational training 

than in curriculum based training.   

2.45 D 
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16. Self reliance in traditional 
vocational training is more 

feasible than in curriculum based 
training. 

2.65 A 

 
Table 2 revealed that  all the mean ratings of the respondents  

from items 8-13 and 16 scored up to acceptable mean of 2.50 and 
above except the items 7, 14 and 15 which scored below the acceptable 
mean. This is an indication that Traditional Apprentiship (TA) is not 
better than Curriculum Based Training (CBT), also certificate is not 
authentic in TA  than in CBT and that those in TA are not as enlightened 
as those in CBT, while on the other hand, all the listed items are 
reasons why trainees choose the method of their vocational training. 

 
Table 3: Mean ratings of the constraints faced by trainees in 

both methods of vocational training 
S/
N 

Items on the 
constraints 

faced by 
trainees in 

both method 
of vocational 

training 

Traditional 
apprentices 

Curriculum based 
trainees 

Decisio
n 

17. Inadequate 
expertise in 

the instructor. 

3.15 2.96 A 

18. Lack of funds. 3.09 3.11 A 

19. Admission 
into the 

programme is 
not easy. 

2.95 2.67 A 

20. High cost of 
transportation

.  

2.99 2.89 A 

21. Writing 
examination. 

2.84 2.80 A 

22. Inconducive  
training 

environment   

3.16 2.56 A 

23. Unavailability 
of training 
materials.  

3.24 3.04 A 
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24. Obsolete 
equipments. 

3.13 2.96 A 

25. Inadequate 
time for 
practice.  

2.85 3.04 A 

26. Maltreatment 
from the 

seniors and 
instructors.  

2.35 2.89 A 

27. Working 
outside the 

scope of 
training.  

3.19 2.56 A 

 
Table 3 showed that all items17-27 scored up to 2.50 and 

above, showing the acceptance of mean levels. This revealed that all 
the listed items are constraints faced by trainees in both methods of 
vocational training. 

 
Discusssion 
The findings in table 1 showed that many of those in traditional 
apprenticeship viewed their training more as a vocation where they can 
acquire special skills than as a form of formal training, while those in 
curriculum based viewed it as a way of acquiring additional formal 
training. Also, it is an indication that avery few educated people are 
found in vocational education. It also revealed that those enroled into 
traditional apprenticeship are mostly drop-outs or those who could not 
proceed to formal education. Most of the respondents have personal 
interest in vocational education and are therefore willing to undertake 
it. However, there is a greater interest in traditional apprenticeship 
than in curriculum based vocational training. Although, many of those 
in traditional apprenticeship opined that their  parents influenced their 
decision to take up vocational training most of them agreed to the fact 
that their choice of their career was not accidental but out of their own 
free will. Furthermore, inability to cope with rigorous academic work 
was one of the major reasons why many of those in traditional 
apprenticeship engaged in traditional apprenticeship rather than 
curriculum based vocational training. 

The study revealed in table 2 that the most important reason for 
choosing traditional apprenticeship is because more practicals are done 
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in traditional mode of training than in the curriculum based mode, also 
traditional apprenticeship is cheaper, cost effective, take lesser time to 
train with more experienced instructors and easier to comprehend. Self 
reliance is another good reason for choosing the traditional mode of 
training because the respondents have the mind that they have a 
better chance at self reliance immediately they finish their training 
while authenticity of the certificate awarded and better enlightenment 
during the course of training are the major reasons for choosing 
curriculum based training.  

Also, the results from table 3 showed that the most severe 
constraints in traditional vocational education includes: unavailable 
training materials, obsolete equipments, working outside scope of 
training and inconducive training environment, while in curriculum 
based training, it includes: inadequate expertise of instructors, 
unavailability of training materials and inadequate time for practice. 
Across the two methods, lack of funds is a common challenge, while 
admission into the programme is not a major challenge to respondents 
in curriculum based method of training, it is, to traditional apprentices. 
Vocational education allows individuals to expand their choice and to 
improve on personal and work related skills by encouraging even 
graduates to become small business owners and employers of labour. 
This is the case in many advanced countries where small businesses are 
the highest employers of labour that will in turn solve some of the 
problem of unemployment in the country.There are many challenges 
facing the course of training and these challenges need urgent 
attention so that more Nigerian youths (especially the drop outs) can 
enrol in vocational training.   

 
Conclusion 
The paper looked at the factors that necessitate the enrolment into the 
two modes of vocational training and the contraints faced by trainees 
in both methods It is obvious that the curriculum based vocational 
education has so much to offer the Nigerian youths but is lacking in that 
the emphasis is more on theory than on the practice of the trades. The 
emphasis on general and trade related subjects and the aim of getting 
admission into higher education institution may also make students 
concentrate less on the core skills, which usually require more time, 
although there is the need to attract more youths into the vocational 
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colleges because research had shown that enrolments into vocational-
technical colleges had been very low over the years when compared 
with those in senior secondary schools (Onwueme, 1995). The provision 
of more time for concentrating on core practical skills is a strength in 
the traditional apprenticeships as such and it is important that the 
Nigerian Government should rise up to the task of harnessing the 
strength in these two modes of deliveries as can be found in other 
countries where the apprenticeship system has been modernized to 
take advantages of both worlds. There is greater interest in traditional 
vocational apprenticeship than in the curricullum based vocational 
training, and also the general importance of vocational education 
among which are: creating a pool of qualified people with the 
knowledge and skills to contribute significantly to economic 
development; ensuring economic security for physically challenged 
youths; providing youths with skills to become productive 
entrepreneurs, engender creative and innovative ideas that could 
enlarge the nation’s’ economy and preparing the workforce for the 
challenges of the rapidly changing global economy. 
 
Recommendations 
Based on the findings of this study, the following are therefore 
recommended:  

 There is need for functional school programmes which must be 
relevant, practicable, and comprehensive, while interest and 
ability should determine the individual’s direction in education. 

 More financial commitment to vocational education from 
individuals, government and the society so as to be able to equip 
our training centers with mordern equipments in sufficient 
quantities.  

 Provision of appropriate pedagogical preparation to those 
responsible for training students and apprentices to solve the 
problem of inadequate expertice in instructors. They should be 
given regular updates in their various fields in a way that 
traditional vocational masters can also benefit.  

 Total support by government for various aspects of vocational 
education especially by increasing the level of individual 
sponsorship and the establishment of vocational centres that 
offer vocational training for life long trade together with general 



Bello, Theodora Olufunke & Aderibigbe, Temitope Olayemi        81 

 

academic courses in various local governments, This will enable 
curricullum based trainings to also accommodate people of all 
ages as in traditional vocational education coupled with 
authentic certificates. 

 There should be enlightenment campaigns from the grassroots to 
the apex of the society in order to eradicate the negative stigma 
on vocational education inherited from our colonial days. 

   Effective guidance and counseling for the youth to enable them 
see the need to acquire vocational education; even in addition to 
whatever certificates they already have.  

 Offering a mixture of vocational programmes that reflect 
students’ preferences and employers’ need i.e. training on 
specific skills that meet the employers’ immediate needs. 

 Promoting partnerships with industry. 

 Encouraging part time work that gives room for further training 
on the job. 

 Ensuring that training is of good quality with effective quality 
assurance and contractual frameworks for apprentices, this could 
be done by adopting a standardized assessment framework for 
vocational education nationally. 

 New policies are needed to clarify the important role of 
vocational technical education and to address its requirement in 
various sectors of the society 
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Abstract 
This study investigated the relationship between organisational culture 
and employees’ commitment in public tertiary institutions in Lagos 
State.  Four hypotheses were tested in this study.   The descriptive 
research design type was adopted for the study.  The population of the 
study comprises all the non teaching and teaching employees in public 
tertiary institutions in Lagos State. The simple random sampling 
technique was first adopted to select four out of the seven public 
tertiary institutions in Lagos State for the study. The simple random 
sampling was further used to select 50 employees from each of four 
public tertiary institutions comprising a total of 200 samples for the 
study.  An instrument tagged “’Organisational Culture and Employees’ 
Commitment Questionnaire ‘’ was used to collect data for the study.  
The instrument was validated and a reliability coefficient of 0.78 was 
obtained for the instrument using the test –retest reliability method.  
Data collected were analyzed using both descriptive and inferential 
statistics. Results from the data analysis show that significant 
relationship exists between organisational culture and employees’ 
commitment in public tertiary institutions in Lagos State. It was also 
found that significant difference exists in the commitment of employees 
of different sex, ages and length of service to their institutions.  Part of 
the recommendations made is that the management of tertiary 
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institutions in Lagos State should improve on the current rewards 
system in their institutions to improve employees’ commitment levels as 
well as output among others. 
 
Keywords:  Organizational Culture and Employees Commitment.    
 
Introduction 
A well managed organization usually sees an average worker as the 
root source of quality and productivity (Harrison and Spoke; 1992). The 
level of the employees’ commitment to their organisation is therefore 
an important factor in determining the overall employees’ job 
performance. The extent of the employee level of commitment could 
be influenced either positively or negatively by the culture existing in an 
organization. According to Deshpaude and Farley (1999), employees’ 
commitment to the values and goals of an organization, teamwork and 
socialization are of utmost importance. They stressed that the issue of 
how the commitment of employees to their jobs are sustained depends 
on the existing culture in an organization. They stressed further that the 
culture which consists of a set values and beliefs and behavioural 
pattern forms the core identity of organization which will ultimately 
help in shaping the behaviour of employees. 
 According to Mullins (2000), the culture of an organization is 
one of the factors that strategically come together to develop an 
organization. It stressed that the culture of an organization, like, the 
culture of the people can be a motivating factor in maximizing the value 
of human capital which can ultimately be managed for organizational 
success. The school either at primary, secondary and tertiary levels as 
an organization is expected to have its own culture which have to be 
nurtured and sustained for the overall achievement of an educational 
goals. In this regard, the leadership of schools needs to have an in 
depth understanding of the school’s culture to be able to harness them 
to bring about high level of job commitment from employees.  
 
 Organizational culture has no single definition due to the fact 
that the culture of an organization in itself is an undefined nature of 
behaviour in an organization that is exciting but subtle in nature to the 
extent that it may not be consciously noticed by employees in an 
organization according to Robbins (2000). Mullins (1999) defines 
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organizational culture as the collection of traditions, values, beliefs, 
policies and attitudes that constitutes a pervasive content for 
everything one does and think, in an organisation. Deal and Kennedy 
(1982) on their part define organizational culture as a set of values that 
underline how we do our duties. Harrison et. al. (1992) states that 
organizational culture refers to a system of shared meaning held by 
members that distinguish one organization from other organization. 
They stressed that this shared meaning is a set of characteristics, and 
that the organization values and the essence of an organization’s 
culture can be captured in seven primary characteristics. These include 
innovation and risk taking, attention to detail, outcome orientation, 
people orientation, team orientation, aggressiveness and stability. 
According to them, each of these characteristics exists on a continuum 
from low to high. They concluded that the appraisal of an organization 
on these seven characteristics, gives a composite pictures of the 
organization’s culture. 
   The four dimensions of organizational culture as identified by 
Harrison et al., (1992) include power dimension, role dimension, 
achievement dimension and support dimension. The power dimension 
describes the organization culture based on inequality of access to 
redemption. Role dimension focuses mainly on job description and 
specialization. Achievement dimension refers to task culture which 
involves focusing on realizing organizational goals. The support 
dimension describes an organizational climate that is based on neutral 
trust between the individual and the organization. Some other 
literatures such as Meyer and Allen (1991) and Ricardo and Jolly (2001) 
identified communication, training/development, rewards/recognition, 
effective decision making, risk taking for creativity and innovation, 
proactive learning, team work, and fairness and consistency in most 
practice as dimensions of organisational culture.      

However, teamwork, communication, training/development 
and reward/recognition are the four dimensions that have greatest 
effect on employees’ behaviour/commitment according to Lau and Idris 
(2001) and this was adopted for this study. In relation to the school, 
Hargreaves (1995) stated that school as an organization has culture as 
the bedrock of behaviours, which assists in the achievement of school 
efficiency. He concluded that the effectiveness of the school is rooted 
in culture along with the leadership activities. As a result, the school 
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authority, those vested with the administration of the school needs to 
understand that a strong culture is beneficial to the overall 
achievement of the school objectives.  

Employee commitment is the degree to which an employee 
identifies with the organization and wants to continue actively 
participating in it (Nystrom, 1993).  Organizational commitment can 
also be defined as the degree to which an employee identifies with the 
goals and values of the organization, and is willing to put in efforts to 
help the organization to achieve these goals (Herseovitch and Meyer, 
2002).  Organizational commitment according to Muthuvelo and Rose 
(2005) can also be described as the willingness of employees to accept 
the goals and value of the organization and to work towards the 
achievement of these goals. Meyer et al.,(1991) identified three types 
of commitment, namely affective commitment, continuance 
commitment and normative commitment. The affective commitment 
involves the employees’ emotional attachment to identify with and 
involve in the organization. The continuance commitment involves 
commitment based on the cost that the employee associates with 
leaving the organization. The normative commitment on its part 
involves the employees’ feelings of obligation to stay within the 
organization. Meyer et al.,(1991) stressed further that the three 
components of organizational commitment are not mutually exclusive. 
This means that employees could be simultaneously committed in an 
affective, continuance and normative commitments at different levels 
of intensity. The employee may have a commitment profiles that may 
reflect high or low levels of all components (Meyers at al, 1991). These 
different profiles would eventually lead to different effects on work 
place behaviour and could be influenced by many factors, one of it 
being organizational culture according Herseovitch et. al. (2002). 
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The Link between Organization Culture and Employees’ Committment 
Many researchers in their respective studies have found that 
organizational culture was linked to employees’ commitment to their 
organization. In the same vein, Lau and Idris (2001) found that 
organizational commitment is influenced by cooperate culture because 
it reflects the relative strength of employees attachment or 
involvement with their organization. Ooi and Arumugan (2006) also 
found out that significant relationship exist between corporate culture 
and the commitment of employees of semi conductor organizations in 
Malaysia. They concluded that both organizational culture and 
organizational commitment when implemented successfully will bring 
about change initiatives in an organization.    Drenth, Thierry and Wolf 
(1988) found in their research that a positive relationship exists 
between a high level of organizational commitment and organizational 
culture. Nystron (1993) in his study also found that a significant 
correlation exists between organizational culture and organizational 
commitment. 

Some studies have also found that significant relationship exists 
in some instances between organizational commitments with some 
demographic factors such as gender, age and length of service.  
Olanrewaju and Kanisola (2010)  and  Irving, Coleman and Coleman 
(1997) found out that organizational commitment is influenced by sex 
and concluded that female employees exhibit greater organizational 
commitment to their job when compared to the male employees. 
Akintayo (2010) and Aranya and Ahron (1986), however, found that 
male respondents show higher level of organizational commitment 
than the female respondents. In relation to the relationship between 
age and organizational commitment, Irving et al (1997) in their studies 
found that age was not a significant predictor of organizational 
commitment. However, Meyer et al., (1991) found that age has 
influence on organizational commitment. They argued that age might 
be correlated with commitment in the sense that seniority is associated 
with the opportunity to better one’s position on the job.  In their study, 
Eilemer, Gilder and Herval (1998) found that older employees are more 
committed to their job than younger employees.   Organizational 
commitment has also been found to be related to the employees’ 
length of service in an organization. Akintayo  (2010) however found 
that no significant difference exists between organizational 
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commitments of respondents with above ten years of experience on 
the job than those with below ten years working experience. Elhemer 
et al., (1998) in their studies found that a demographic variable such as 
employees’ length of service is related to organisational commitment. 
They found out that employees with more length of service are more 
committed to their job than those with lesser length of service.   

It appears from the above review that the relationship between 
organizational culture and employees’ commitment on one side and 
the differences in the level of commitment of employees of different 
sex, age and length of service to their organization on the other hand 
has been a subject of controversy by researchers. It is based on this 
background that this study was set out to examine critically the 
relationship between organizational culture and employees’ 
commitment in public tertiary institutions in Lagos State 
 
Statements of Problem 
The absence of a well laid down culture in most tertiary institutions in 
Lagos State to some extent may affect the level of commitment of 
employees negatively. Although many other factors might affect the 
level of   commitment of employees in public tertiary institutions in 
Lagos State to their institutions.   The question therefore is what steps 
are being taken or could be taken to have a well defined culture in most 
tertiary institutions in Lagos State to enhance the level of employees 
commitment to their institutions?  Are there differences in the level of 
the commitment of employees based on gender, age and length of 
service? 
 
Research Questions 
 In addressing the problems of this study, the following research 
questions were answered: 

1.  Is there a relationship between organizational culture and the 
commitment of employees in  public  tertiary institutions in 
Lagos State?  

2.      Is there any difference in the commitment of male and female 
employees in public tertiary  institutions in Lagos State ? 

3.     Is there any difference in the commitment of employees of 
different ages in public tertiary  institutions in Lagos State ?  
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4.       Is there any difference in the commitment of 
employees with different length of service in  tertiary 
institutions in Lagos State ?   

 
Tested Hypotheses 
 Based on the research questions, the following hypotheses were 
formulated for the study: 

1.    There is no significant relationship between organizational 
culture and the commitment of  employees in public tertiary 
institutions in Lagos State . 

2.     There is no significant difference in the commitment of male 
and female employees in public  tertiary institutions in Lagos 
State . 

3.  There is no significant difference in the commitment of 
employees of different ages in public  tertiary institutions in 
Lagos State .   

4.      There is no significant difference in the commitment of 
employees with different  length of service  in 
public tertiary institutions in Lagos State . 

 
Research Methodology 
The descriptive research design was adopted for this study. The 
population of the study consists of all the teaching and non- teaching 
staff in the seven tertiary institutions in Lagos State. Four tertiary  
institutions out of seven namely; Adeniran Ogunsanya College of 
Education, Ijaniki; Federal College Education Technical, Akoka Yaba; 
Lagos State University, Ojo, and Micheal Otedola College of Primary 
Education, Epe were selected using simple random sampling 
technique. A total of   50 employees were selected through random 
sampling technique from each of the tertiary institutions comprising 
200 respondents used in this study. The teaching and the non- 
teaching staff were the respondents of the study.    

An instrument tagged ‘Organisational Culture and Employees 
Commitment Questionnaire ’, which consists of three sections (A -C) 
was used to collect data for the study. Section A seeks demographic 
information about the respondents.   Section B was adapted from Lau 
and Idris (2001) with some modification and it measures the four 
dimensions of organizational structure. Section C was also adapted 
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from Meyer et al,. (1991) with some modification and it measures the 
3 components of organizational commitment.  Response to the items 
on the questionnaire was on a 4 point likert scale style ranging from 
Strongly Agree (SA) – 4 points, Agree (A) – 3 points, Disagree (D) – 2 
points and Strongly Disagree (SD) – 1 point. 

The content validity of the instrument was determined by 
experts in Test and Measurement who matched all the items of the 
inventory with the research questions and the hypotheses to ascertain 
whether the instrument actually measured what it was supposed to 
measure. The reliability of the questionnaire was determined through 
test retest reliability technique. The instruments were administered to 
30 respondents not involved in the study. After 14 days, the 
instrument was re-administered to the same respondents .The data 
collected on the two tests were subjected to Pearson Product Moment 
Correlation Analysis.  A computed reliability coefficient of 0.78 was 
obtained indicating that the instrument was reliable for the study.  

The research instrument was personally administered by the 
researchers. The data collected for the study were analyzed using both 
descriptive and inferential statistics. The descriptive statistics used in 
the study include frequency counts and percentages. Hypothesis 1 was 
tested using the Pearson Product Moment Correlation Coefficient 
while Hypothesis 2 was tested using the independent statistical test. 
Hypotheses 3 and 4 were tested using ANOVA.  All the hypotheses 
were tested at 0.05 level of significance 

  
Descriptive Statistics 
The demographic profiles of the respondents are detailed in Table 1. 
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Table 1: Demographic Profile of Respondents 
 
                      
     Demographic Profile               Variable                       Number (N)             Percentages% 
          

   Teaching    102  51% 
Staff 

  Category of Employees 

Non- Teaching  98  49% 
Staff 

   Male   123  61% 
   Sex   
   Female   77  39% 
   Below 30 yrs  40  20% 
  
  Age   30 – 45 yrs  82  41% 
   Above 45 yrs  78  39% 
   Below 10 yrs  47  23.5% 
  
  Length of Service    10 – 25 yrs  93  46.5% 
    
   Above 25 yrs  60  30% 
 
  
 From Table 1, 51% of the respondents are teaching staff while 
49% are non-teaching staff. Sixty- One per cent of the respondents are 
males while the remaining 39% are females. Furthermore, 40% of the 
respondents were within the age bracket of (Below 30yrs) while 41 % 
and 39% of the respondents were within the age bracket of (30 – 45yrs) 
and (above 45 yrs) respectively. Lastly, majority of the respondents 
comprising 46.5% have worked in tertiary institutions in Lagos State 
within the period of 10-25 yrs while 23.5% and 30% of the respondents 
have worked within the period of below 10yrs and above 25 yrs 
respectively.   
 
Inferential Statistics 
The analysis of data to test the four hypotheses formulated for this 
study were presented in Tables  2– 5. 
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Hypothesis 1 states that there is no significant relationship 

between organizational culture and the commitment of employees in 
public tertiary institutions in Lagos State . The result of the analysis is 
presented in Table 2. 
 
Table 2. Summary of Pearson Product Moment Correlation 
Coefficient of Organizational Culture and the Commitment  of 
Employees  in  Public Tertiary Institutions in Lagos State  
        

Variables N X SD DF r-
cal 

r-
critic
al 

Level of 
Significa
nce 

Decisi
on 

Organizatio
nal 
Culture 

20
0 

68.9
0 

10.4
4 

 
 
19
8 

 
 
0.8
8 

 
 
0.19
5 

 
 
0.05 

 
 
Ho 
reject
ed 

Employees’ 
Commitme
nt 

20
0 

50.5
2 

6.33 

  
 Table 2 shows that a calculated r-value of 0.88 resulted as the 
relationship between organizational culture and the commitment of 
employees in public tertiary institutions in Lagos State. This calculated 
r-value is significant since it is greater than the critical r-value of 0.195 
given 188 degrees of freedom at 0.05 level of significance. Hence, the 
null hypothesis is rejected. This shows that there is a significant 
relationship between organisational culture and the commitment of 
employees in public tertiary institutions in Lagos State .  

Hypothesis 2 states that there is no significant difference in the 
commitment of male and female employees in public tertiary 
institutions in Lagos State. The result of the analysis is presented in 
Table 3. 
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Table 3. Summary of Independent T-Test Analysis of the Difference in 
the Commitment of Male and Female Employees  in  Public Tertiary 
Institutions in Lagos State  
 

Variable
s 

Numbe
r 

Mea
n 

S.D DF t cal t 
table 
valu
e 

P Decisio
n 

Male 123 54.12 7.2
2 

 
 
 
19
8 

 
 
 
5.0
9 

 
 
 
1.96 

 
 
 
0.0
5 

 
 
Ho  

Female 
 
77 

 
49.13 

 
6.0
3 

  
 The result on Table 3 shows that a calculated t-value of 5.09 
resulted as the difference in the commitment of male and female 
employees in public tertiary institutions in Lagos State. This calculated 
t-value is significant since it is greater than the critical r-value of 1.96 
given 188 degrees of freedom at 0.05 level of significance. Hence, the 
null hypothesis is rejected. This shows there is significant difference in 
the commitment of male and female employees in public tertiary 
institutions in Lagos State. 
 
 Hypothesis 3 states that there is no significant difference in the 
commitment of employees of different ages in public tertiary 
institutions in Lagos State.The result of the analysis is presented in 
Table 4. 
 
Table 4: Summary of One-Way Analysis of Variance on the Difference 
in the Commitment of Employees of Different Ages  in  Public Tertiary 
Institutions in Lagos State  
 

Age N Mean SD   

Below 
30yrs 
30 – 
45yrs 

40 
82 
78 

41.0 
49.5 
51.5 

6.77 
5.98 
6.80 
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Above 
45yrs 

Source 
of 
variation 
 

Sum 
of Square 

Degree 
of Freedom 

Mean 
of Square 

F 
calculated 

F table 
value 

Between 
Group  

1857.280 
 

2 
 

928.64 
 

 
 
 
 
11.56 

 
 
 
 
3.04 

Within 
Group 
(error) 

14624.465 197  
 
80.35 

Total 16481.745 199 

  
 The result in Table 4 shows that the calculated F- value of 11.56 
resulted as the difference in the commitment of employees of different 
age groups in public tertiary institutions in Lagos State .This calculated 
F-value is significant since it is greater than the critical F - value of 3.04 
given 188 degrees of freedom at 0.05 level of significance. Hence, the 
null hypothesis is rejected. This shows that there is a significant 
difference in the commitment of employees of different age groups in 
public tertiary institutions in Lagos State . 

Hypothesis 4 states that there is no significant difference in the 
commitment of employees with different length of service in public 
tertiary institutions in Lagos State. The result of the analysis is 
presented in Table 5. 
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Table 5: Summary of One Way Analysis of Variance on the Difference 
in  the Commitment of Employees with Different Length of Service in 
Tertiary Institutions in Lagos State  

Length of 
Service 

N Mean SD   

Below 
10yrs 
10 – 25yrs 
Above 
25yrs 

47 
93 
60 

48.5 
50.5 
53.8 

6.17 
6.09 
6.39 

  

 
Source of 
variation 

 
Sum of 
square 

 
Degree of 
freedom 

 
Means 
of 
square 

 
F 
calculated 

 
F table 
value 

Between 
Group 

1695.15 2 847.57  
 
 
 
12.18 

 
 
 
 
3.04 

Within  
Group 

13714.06 197 69.61 

Total 15409.71 199  

  
 The result in Table 5 shows that the calculated value of F-value 
of 12.18 resulted as the difference in the commitment of employees 
with different length of service in public tertiary institutions in Lagos 
State. This calculated F-value is significant since it is greater than the 
critical F-value of 3.04 given 188 degrees of freedom at 0.05 level of 
significance. Hence, the null hypothesis is rejected. This shows that 
there is a significant difference in the commitment of employees with 
different length of service in public tertiary institutions in Lagos State . 
 
Discussion 
 Hypothesis 1 found that there is a significant correlation between 
organizational culture and organizational commitment of employees in 
tertiary institutions in Lagos State. This finding is consistent with the 
earlier findings of Lau and Idris (2001), Ooi and Arumugau (2006), 
Direnth et al (1958) and Nystron (1993) where they all found that 
significant relationship exists between organizational culture and 
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organizational commitment. A plausible reason for the finding could be 
that those employees who work in a strong culture organization or 
institution may feel more committed to their jobs compared to those in 
weak culture environment. Another plausible reason could be that 
employees’ tend to be more committed to an organization where the 
organizational culture such as values and belief are closely related to 
the employees personal values and belief or vice versa. 

Hypothesis 2 found that there is a significant difference in the 
organizational commitment of male and female employees in tertiary 
institutions and that male employees show more organisational 
commitment than female employees ( male; mean = 54.12, SD= 7.22) 
and ( female; mean= 49.13, SD= 6.03) . This finding is in agreement with 
the earlier findings of Akintayo (2010) and Aranya et al (1986) where 
they found that male employees show higher level of organizational 
commitment than females. A plausible reason for the finding could be 
that male employees are more committed to work in the office than 
home responsibilities. The female employees are on the other hand less 
committed to work in the office than home responsibilities. The society 
expects women to be the manager of home, which could have affect on 
their level of commitment to work place duties. This finding however 
contradicts the finding of Olanrewaju et al (2011)  where they found 
that female employees exhibit greater organizational commitment to 
male employees.  

Hypothesis 3 found that there is a significant difference in the 
organizational commitment of employees of ages in tertiary institutions 
in Lagos State and that employees that are older show higher 
organisational commitment than younger employees (above 45years; 
mean= 51.5, SD= 6.80), (30-35 years; mean= 49.5 , SD= 5.98) and 
(below 30 years; mean= 41.0, SD=6.77)  .This finding is in agreement 
with the findings of Elhemer et al,. (1998) and  Meyel et al (1991) 
where they found that older employees show higher organizational 
commitment than younger employees. This could be attributed to the 
fact that older employees believe that the chance of  getting other jobs 
elsewhere especially energy related work is remote when compared to 
younger employees. Based on this, the older employees tend to have 
unalloyed loyalty and high level of commitment to their organisations 
or institutions. This finding however contradicts earlier study of Irving 
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et al (1997) who found that age has no influence on organizational 
commitment.  

Hypothesis 4 found that there is a significant difference in the 
organizational commitment of employees with different length of 
service in tertiary institutions in Lagos State and that employees with 
more length of service are more committed to the organization than 
those with less length of service (above 25 years; mean =53.8, SD= 
6.39), (10 - 25 years; mean =50.5, SD= 6.09) and (below 10 years; 
mean= 48.5, SD= 6.17). The study supports earlier finding by Elhemer et 
al.,(1998). This could be attributed to the fact that the more experience 
one gains in its job, the more one gains confidence. This confidence 
makes an employee to be more happy with his job and as such, he or 
she will be more emotionally attached to the organization . This study  
however contradicts the finding of Akintayo (2010) who found out that 
no difference exists in the organizational commitment of respondents 
with different length of service.  
 
Conclusion 
Based on the findings of the study, it can be concluded that 
organization culture is related to employees’ commitment. It can 
further be concluded that there are significant differences in the 
commitment of employees of different sex, ages and length of service 
working in tertiary institutions in Lagos State. In summary, the findings 
of the study provide some understanding on the importance of 
organizational culture on organizational commitment. Therefore, future 
study on this could be embarked upon with larger size covering the 
entire Lagos State and the six geo-political zones of Nigeria. 
 
Recommendations 
 In the light of the findings and conclusion, it is recommended that the 
management of the various  tertiary institutions in Lagos State 
should: 

1. Improve on the current reward system in their institutions to 
improve employees’ level of   commitment to their jobs as 
well as improve output. 

2. Sustain and improve on the current ways of recognizing 
employees who perform well in their  duties to enable them 
to be more committed to the institutions. 
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3. Sustain and improve on the level of teamwork or esprit among 

employees by organizing team  building programmes or 
exercises for them. 

4. Improve on the current training and development programmes 
for employees to enhance the  workforce level of 
organizational commitment to enable them function effectively 
and  efficiently in their job. 

5. Improve on the current level of communication existing in 
tertiary institutions by creating and  building trust through 
such open communication and dialogue. 

6. Involve employees in most decisions making process to bring 
about sense of belonging and  attachment on the part of the 
employees to their institutions. 
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Abstract 
The role of the counseling psychologist in conflict resolution in higher 
institutions cannot be over-emphasized. Conflict is a state of serious 
disagreement, argument, misunderstanding or clashes between two 
individuals or groups. Conflict may be over values, love and resources 
such as land. Conflict may escalate or de-escalate. Escalate conflict is 
one that increased in scope, volume and intensity, usually due to the 
entry of a third or fourth party who takes sides. Students’ conflict for 
instance usually escalates from peaceful demonstrations to more 
serious conflicts as soon as police intervenes and use tear-gas to 
disperse the students. When conflict reduces in scope, volume and 
intensity, it is said to de-escalate. This paper examines the nature of 
conflict, causes of conflicts among students over resources, conflicts 
over psychological needs, conflicts involving values, conflicts style and 
communication in conflict resolution. It also attempts to discuss among 
others, psychosocial basis of conflicts, preventive and curative approach 
to conflict management as well as management of conflicts between 
students and the school administrators and finally, counseling 
intervention needed to prevent conflicts or resolve conflicts among 
students in higher institutions of learning in Nigeria. 
 
Introduction 
Daily news feature conflicts ranging from family or marital quarrels, 
international disputes, even personal quarrels, which may escalate into 
assaults or even homicide. Students’ conflicts may arise from day to day 
disagreements over rumours, boy/girl friends and the like, Lecturers in 
different higher institutions often spend ample time in settling 
students’ disputeS between lecturers, course representatives or class 
leaders and other personnel in the department. Where conflicts exist, 
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tensions generated become serious obstacle to the classroom goals of 
teaching, learning and cooperating. 

There is a general consensus among scholars that counselor’s 
activity serves as a means of preventing the occurrence of a conflict 
while curative activity implies conflict settlement, negotiation and use 
of counseling skills. Because people have diverse views, interests and 
characteristics, disagreements are bound to generate. 

When people talk of counselor’s role in conflict resolution in 
higher institution in Nigeria, attention is drawn to how the counselors 
serve as window, mirror or a guide in both preventing and resolving 
conflicts. The role of the counselor in the content of conflict, situation 
should invariably require negotiation, counseling, conflict management, 
in addition to using other psychological skills. 

If handled constructively, conflicts can have many benefits. It 
helps the conflict partners to learn new and better ways to respond to 
problems, build better more lasting relationship and learn more about 
themselves and others. Constructive conflict resolution can benefit the 
entire groups as well as individuals. As relationships between members 
of a group are strengthened through positive approaches to conflict, 
the identity of the whole group becomes stronger. 
 
Nature of Conflict 
Oxford Advance Learners Dictionary defines conflict as a serious 
disagreement between A and B which can also be seen as a serious 
difference of opinions, wishes, to be in opposition, to clash and to be 
very different to something. Onyemerekeja (1997) defines conflict as a 
form of stressful situation which consists of two incompatible 
responses or goals. 

Dougherty and Robert (1981:181) opine that conflict is a 
condition in which one identifiable group of human beings (whether 
tribal, ethnic, linguistic, cultural, religious, socio-economic, political or 
other) is engaged in conscious opposition to one or more other 
identifiable groups because these groups are pursuing what are or 
appear to be incompatible goals. 

Murray (1968) considers psychological conflict to mean a 
situation in which a person is motivated to engage in two or more 
mutually exclusive activities. This is a phenomenon that arises mainly 
within the internal situation of the individual suffering from the conflict 
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(confusion, indecision and similar states). In a nut-shell, conflict arises 
when two or more sets of needs are pulling in different directions. 

However, conflict is conceptualized or defined; its evidence 
spans a wide spectrum of situation between peace and war. Marsh 
(1999) observes that these situations range from the random and 
impulsive to the organized and planned, and from internalized and 
unexpressed hostilities to direct physical violence. He further opines 
that the identification of enemies in a conflict situation may range from 
generalized opponents to specific, well-defined enemies, and that the 
major ingredient of conflict is stress. He also avers that the higher the 
level of conflict generally, the higher the level of stress. Conflict most 
often obstructs or, indeed, retards the progress of human development 
and so, governments and states generally deplore its occurrence and 
increasingly are evolving a variety of conflict management strategies to 
deal with the consequences. 
 
Causes of Conflict 
The causes of conflict can be categorized into three levels: 

a. Conflicts over resources. 
b. Conflicts over psychological needs. 
c. Conflicts involving values. 

Conflict may arise as a result of one or a combination of two or even all 
the above causes. Conflicts over resources may be more easily resolved 
than conflicts over psychological needs while either may be more easily 
resolved than conflicts over values. This is to say that conflicts over 
values are the most difficult to resolve. This is because they involve the 
things that hold most dear such as the beliefs that shape identity and 
give meaning to lives. 
 

a. Conflict over Resources: 
These are the more easily identifiable for solution. It is caused by 
growing inequality in the distribution of resources between and 
within societies. When two people want the same thing and 
there is not enough to go round, conflict may set in. Students in 
different levels of higher institution may complain to the lecturer, 
“he took my head phone”, “I only got up to get a maths set from 
the other student”. Additionally, conflict always exists in 
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relationships where people come from different social and 
cultural environments, Individual differences, concerning social 
conflicts. Those people who are in position to command such 
resources that are in short supply or are able to manipulate them 
to their own advantage have a tendency to exercise “power over 
others rather than exercise a form of co-operative power or 
“power with” these others. 
 

b. Conflict Over Psychological Needs: 
 The youth has many psychological needs such as – to belong, have 
power, friendship and accomplishment. Clashes over these needs 
are commonly played out over material things. For instance, the 
head phone stated above. The students who appear upset over 
losing his/her head phone, may really need to sit next to a 
particular person whose acceptance is important to him or her. 
Since these motivations are less obvious, disputes of this type are 
harder to resolve. If the student is able to express his/her needs, 
the conflict is likely to be resolved. Even if a mechanical solution, 
about the chair is reached, the conflict may often reappear, 
expressed over something else. 
 
c. Conflicts Involving Values: 
What we value determines what we believe in. A challenge in 
anyone’s values means a challenge in the person’s belief system 
and would be resisted. Challenges of values are then challenges on 
self, so, such disagreements are more difficult to resolve. Resolving 
conflicts that involve underlaying value differences does not 
necessarily mean realignment of the values on either or both sides. 
Often a mutual acknowledgment that each person sees the world 
and the immediate situation very differently would clarify steps to 
solutions. If a conflict based on value differences is resolved only at 
the resources or needs level, it may re-surface in some other 
setting. 
 
Students’ Conflicts: 
Students’ conflicts arise as a result of several factors. Some causes 
and sources of rampant students’ unrest, crises, conflicts, 
demonstrations and instability that are being often manifested in 
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Nigeria’s Higher Institutions of learning are here considered. They 
include: 
 Over expansion/over population/poor facilities in the campus. 
 Excruciating economic condition in the country/dissatisfaction 

with the statues que. 
 Inability of students to cope with the Institution Academic 

Programme 
 Student politics. 

 
Over Expansion/Over Population/Poor Facilities: 
According to Boyson (1975), the threat to university standards and 
academic freedom in the early 1970’s is a product of over expansion 
and the granting of “free ride” to students irrespective of their 
motivation. Over population of students in universities, polytechnics 
and colleges of education makes it difficult for governments to pay 
students’ scholarship allowances early and when due. This often leads 
to student crisis. Students’ bursaries are reduce where they are 
provided at all, so lack of finance to provide basic daily needs among 
other needs, causes crises and conflicts. 

Satua (1995) observes that the root, most often, of the 
students’ grievances has been their subjection to abject living 
conditions on the campus owing to the wretched state of 
infrastructure. Nwoko (1997) in his own view opines that in most 
Nigerian universities, basic amenities like water, light, medication and 
security are unenviable making campus life difficult, thereby offering an 
open invitation to revolt. Hostel accommodation initially meant for a 
few students now witnesses serious congestion and unhealthy. To this, 
Ojo (1995) states that this type of situation on campus can easily spur 
students, especially those that were unable to secure hostel 
accommodation, into demonstrations against the university authorities. 
 
Excruciating Economic Conditions in the Country/Dissatisfaction with 
the Statues Que: 
There have been gory stories from campus news of students getting 
involved in one reprehensible act or the other (Nweze-Ajaonu, 1999). 
On Wednesday, May 13, 1992, students poured into the streets to 
protest the excruciating economic conditions in Nigeria and called for 
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the resignation of the then Head of State, Ibrahim Babangida; and the 
commencement of a National Conference to usher in a democratic 
constitution for Nigeria (Kehinde, 1992). 

In 1998, a six –man commission headed by Hon. Justice Mostafa 
Akanbi, of the Court of Appeal, Jos, observed with profound concern, a 
trend which would seem to have become part of the culture of Ahmadu 
Bello University (A.B.U) students to chase out the incumbent of the 
office of the Vice-Chancellor (V.C), before the expiration of their tenure 
of office. The commission noted (FRN, 1986) that in such a trend were:- 

 V-C. Alexander in 1967 (over the mature students programme) 
 V-C. Ishaya Audu in 1970, (over increased school fees) and 

the Ali must go; 
 V-C. Akinkugbe in 1979 (over JAMB Admission and) 
 V-C. Ango Abdullahi in 1981, (over rice) and also in 1986, 

(over high handedness).  
 
These show that when students get dissatisfied with the status 

quo, they revolt against the constituted authority as a way of bringing a 
change. At Ebonyi State University, students protested against the 
university authorities for deciding that those who owed any fees would 
not take part in first semester 2007/8 exams. 

 
Inability of Students to Cope with the Institutions’ Academic 
Programmes 
According to Abshiya, 1971, Denga, 1980, Aminu, 1986 and Nweze – 
Ajaonu, 1999, observations and previous studies show that students 
unrests on campuses have connections with academic administrative, 
psychological, political, adjustment and personal-social problems which 
serve as both remote and immediate causes. 

Satua (1995) reports an interview granted by Professor Nurudeen 
Alao by the “Daily Champion” in which the professor raised a 
fundamental problem of student incessant recourse to violent 
demonstrations on every given issue and the frequent closure of 
universities as a major problem that has lowered the quality of 
academic research and teaching in the Ivory tower. According to Alao, 
“it is just a handful of students who could not cope with the university 
academic programme that are in the habit of fermenting trouble to 
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disrupt the academic time-table with the intention that the 
examinations would be postponed. 

Nweze – Ajaonu (1990: 2), making a case for the establishment of 
counseling services centres in Nigerian universities (and colleges of 
education) avers that “….by the statement contained in the National 
Policy on Education…. It would appear that only post primary students 
have personality maladjustment and are ignorant of career 
Undergraduates of universities, polytechnics and colleges of Education 
also need counseling services to enable them understand themselves 
and have self direction needed for self-fulfillment. Similar problems 
experienced by primary and secondary school students and even more 
complex ones are also experienced by students of Higher Institutions of 
learning. Denga (1982) elaborating on the above issue, asserts that a 
good percentage of students admitted into universities are fresh from 
secondary school, technical colleges or colleges of education. Some had 
worked prior to admission into the university. These groups differ in so 
many ways. Some of them are married adults with lots of family 
problems to cope with. Malone and Diller (1978) opines that they differ 
also in terms of home background, economic status and social outlook. 

To Butswat (1995), they differ in their mental abilities, aptitudes, 
interests, academic achievements and levels of motivation. All students 
enter the universities system with certain mindsets, value systems and 
beliefs (Nweze – Ajaonu, 1999). These affect their actions and attitudes 
towards their fellow students and studies. These variations not-
withstanding, the university expects them to share so many things in 
common, interact at various levels and attend the same lectures (for 
those of them that offer the same courses). Students develop certain 
defense mechanisms as a result of their inability to adjust to the 
environment. These could lead to unhealthy development culminating 
into conflict and subsequent crisis.  While some students could accept 
the challenges of school with good spirit and enthusiasm, adapting to 
necessary changes with minimal difficulty and anxiety, others find the 
demands to be so great and experience dealings of extreme frustration 
and a sense of overload that impedes their adjustment to life in the 
college. 
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Student Politics: 
Student politics is an important element of student organization and 
movement. Speaking on Student Union Government in Ebonyi State 
College  of Education, Ikwo during the swearing in ceremony of the 
2007/2008 Union Executives, the Provost, Dr. Dan Enyi stated that 
student Union Governments and Political Activism on campus is central, 
because it has the potential for affecting both the college community 
and the society. According to Walter (1968), activists’ movements have 
caused governments to topple and on a few occasions, have 
implemented significant university reforms. Students’ demonstrations 
are usually carried out by a minority of the students Altbach (1989. a) 
states that the participation of a minority of a student body in 
demonstrations does not make students activists movement 
unimportant, but their scope and nature must be kept in perspective. 
 
The Effect of Students’ Conflict on Society: 
Campus conflicts have chain effects. Most possible effects are that they 
may lead to violence, stress, crisis, riot, demonstration, insult and or 
assault to constituted authority. The negative effects of any of the 
above are better told than experienced. Insults and violent assaults on 
lecturers, fellow students, university/administrators, gang-warfare, 
extortion and wonton destruction of university and public property by 
enraged students (Denga, 1982) are becoming too rampant once there 
is conflict in the system. Data is much indicating that when students’ 
violence erupts, a number of individual suffers loss of property or even 
lives, whereas, some are maimed for life. For instance, the students’ 
unrest and riot at the University of Ibadan in 1971 led to the death of 
Kunle Adepeju by the police. Also, at University of Ibadan in 1978, 
during students’ unrest due to increase in the cost of feeding (Ali Must-
Go) a student nearly lost his life from explosion which took place in the 
laboratory as some students tried to prepare chemical weapons to use 
on police. This was because the police arrested some university 
students. However, some police officers suffered temporary 
imprisonment by being locked up in toilets when caught by students. At 
the same period (1978), the police killed three students and a pregnant 
woman at the University of Lagos during students’ demonstrations. At 
Ahmadu Bello University, also, during the same demonstrations over 
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food fee increase, five students were killed and property worth several 
thousands of Naira was destroyed. 

Students of University of Ibadan continue to mourn Adepeju’s 
death for several years. They would insist on trekking in a procession 
from U.I Campus to Adepeju’s grave. This disrupted the heavy traffic 
along that road. Students’ crisis and strikes such as the 2008 sympathy 
strike by Colleges of Education Academic Union over the Federal 
Government’s non-payment of teachers’ salary scale have led to major 
disruptions of the academic processes in those campuses. Some 
students’ demonstrations, when spread beyond the university system, 
and in certain parts of the country, cause a breakdown of law and order 
and national security becomes gravely threatened. 
 
Conflict Resolution, the Counselors Role: 
Disagreement within an ordered community which gives rise to conflict 
can be prevented when its signs are observed. When it has erupted, it 
could be settled or resolved. Among the most common approaches to 
conflict management are strategies such as conflict avoidance, conflict 
prevention, conflict settlement and conflict resolution (Obasi, 2000). 
 
Prevention Approach to Conflict: 
Conflicts do not just erupt, they foster and explode. The most crucial 
role of the counselor in the school is to prevent conflict or at least 
attempt to reduce its severity. The counselor uses several or some 
counseling skills and techniques, or protecting as well as promoting of 
conditions of human security and tension reduction. 

Conflict avoidance, “prevention is better than cure” states a 
common adage. This refers to attempts to circumvent the development 
of contentious issues and the incompatibility of goals between and 
within. Actors avoidance can take the form of denial or 
accommodation. 

Conflict prevention alludes to measures which contribute to the 
aversion of undesirable conflict behaviour once some situation 
involving goal incompatibility has arisen. 
Conflict settlement or resolution according to Reychler (1994) refers to 
a portmanteau term for the ending or termination of conflict. Evans 
and Newnham (1992) consider conflict resolution as somewhat esoteric 
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forms of conflict have to redefine their relationships so that their goals 
no longer conflict. 

The counselor uses information services to make the conflicting 
parties more knowledgeable of one another as to remove areas of 
misconceptions, clear communication clog so that gradually mutual 
confidence is built. The counselor should carry out needs assessment 
surveys and find out the causes or sources of conflicts that lead to 
crisis, unrest or demonstrations and riots. Reasons for deviance can be 
ascertained by treating each students participating in certain conflicting 
activity in isolation. Discoveries may reveal that some cultists and 
activists are mere seekers of identity;  some students act only on peer 
influence; while some are influenced by certain film actors and 
characters in novels to the extent that such students bring those 
actions of their models into reality without consideration of certain 
inter-personal and social dynamics. 

The counselor uses social skills like listening, empathy, 
appropriate assertiveness and emotion management, to resolve 
conflicts. Since the counselor is neutral and objective, he uses the 
counseling techniques in his training and talk to the conflicting parties 
privately first. Without siding any party or group, the counselor further 
selects and implements a well organized guidance programme, which 
aim at helping the parties to be assertive and, where need be, to 
redefine their goals and means of achieving  the goals putting the 
interest of the conflicting parties into cognizance. Role-playing and 
role-reversal techniques, when used by the counselor is very effective 
in conflict management. This would enable conflicting parties see how 
each other’s behaviour affects them and in turn appreciate the plight of 
one another and be ready and able to make adjustments. 

The counselor defines the problems and discusses them. 
Solution is achieved only when both parties agree on what the 
problems are. Carefully listening ensures the counselor that he 
understands the parties and they too understand him. The counselor 
from time to time summarizes progress and explores alternative 
solution which would be acceptable to both. Finally, the counselor sets 
a time for follow up. 
 
Summary and Conclusions 
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According to Nweze-Ajaonu (1999), the largely unresolved conflicts 
currently result in violence, crisis, stress, demonstrations, uproar, 
unrest, riot, to mention but a few outcomes. In this process, lots of lives 
are lost, many hours of work are also lost through frequent closure of 
universities to forestall and resolve all this. It is very pertinent to 
establish counseling centres in all Nigerian higher institutions 
(universities, colleges of education, polytechnics and monotechnics), 
staffing them with professional counselors. 

Students must be made to conceptualize orientation 
programme for all new entrants to universities and colleges as 
compulsory. Effective conflict management and resolution strategies 
must be taught during the orientation period. Students must be given 
full information on institutional policies and procedures with respect to 
academic matters to facilitate their interest and utilization of 
counseling services, information on conduct, counseling and 
disciplinary procedures and sanctions when institutions’ rules and 
regulations are explained during orientation. 

From time of students’ registration, each student should be 
helped to define specific learning and personal goals, which would be 
clarified and restated in more precise terms during counseling. This 
would enable the student to learn to accept himself and others more 
fully, to give and accept love, to build meaningful relationship with 
others, to work and play with others, to recognize reality, to change 
what is necessary to change or learn to live with those disturbing 
solutions which he cannot change or does not worth the effort to 
change. 

Nigerian universities should design counseling services to 
interpret the institution to the student in terms of its requirements for 
success, its services and its ability to clarify their needs. The counseling 
service should be designed to be a cohesive agency, drawing together 
all the institutions’ human resources to enhance the accomplishment of 
students’ objectives of  university education. 
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Abstract 
This  paper among other things examines the structure of teacher 
education curriculum of  a Nigeria university with a view of integrating 
values education and value laden pedagogical strategies that  could 
provide pre-service teachers with environmental awareness, knowledge, 
values and attitudes and also with skills for critical thinking and 
problem-solving.  Recent developments in Nigerian universities are 
analyzed with reference to the following aspects of our teacher 
education programmes, the content and methodologies.  Appropriate 
suggestions for improving teacher education programmes in Nigeria 
were made. 
 
Introduction 
In recent years, policy makers in some developed countries began to 
target the quality of educational performance as an immediate priority.  
In particular, cognizance is being taken of an argument that the 
provision of teachers of high quality should be given top priority and 
that ultimately, the success of any educational system depends largely 
on the quality of the teacher (Ajiboye, 2002). 

As opined by Ijaduola (1989), Teacher Education programmes 
should be value-laden and it should not be taken with levity.  
Therefore, emphasis should be shifted from conventional method of 
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teaching to new value-laden pedagogical strategies that could provide 
pre-service teachers with rational and functional skills to identify and 
proffer solutions to emerging problems.  Teacher educational 
programme should be tailored towards sustainable living. 

 
The Content of a Nigeria University Teacher Education Programme 
A close look at the content of the teacher education programme of a 
typical Nigeria university will help the analysis of the content.  For a 
four year Bachelor of Education (B.Ed) programme, pre-service teacher 
takes courses from 100-400 levels. However for a three –years (B.Ed) 
programme (mainly for those with advance level G.C.E papers or 
Nigeria Certificate in Education (N.C.E), the category of pre-service 
teachers take courses from 200-400 levels.  The following are the 
education courses taken in each year. 
 
100 Level (1st Year) 
Table 1 

a TEE  102 Introduction to History and Policy of Education 

b TEE  103 Sociological and Philosophical Foundations of 
Education (R) 

c GCE 101 Introduction to Psychology ( C ) 

d SPE  104 Introduction to Special Education ( R ) 

e TEE  141 Social Studies Method for all students taking courses 
in the Social Science 

 
200 Level (2nd Year) 
Table 2 

a TEE  202 Instructional Media and Resources ( C ) 

b TEE  205 Professional Practice 1 ( C) 

c TEE 205 Measurement and Evaluation ( C ) 

d GCE 204 Psychology of Learning ( C) 

e  One or two methodology courses ( C) 

 



116               Integrating Value Education Strategies... 

300 Level (3rd Year) 
Table 3 

a TEE  301 History and Policy of Education in Nigeria ( C) 

b TEE  303 Introduction to Curriculum ( C) 

c TEE 304 Philosophy of Education ( C ) 

d TEE 305 Professional Practice II ( C ) 

e TEE 353 Introduction to Instructional Technology ( R) 

f  One or two methodology course(s) ( C)  

 
400 Level (4th Year) 
Table 4 

a TEE  401 Instructional Media and Resources ( C ) 

b TEE  403 Professional Practice 1 ( C) 

c TEE  404 Measurement and Evaluation ( C ) 

d TEE  405 Psychology of Learning ( C) 

e GCE  406 One or two methodology courses ( C) 

 
Sources: Students’ registration manual, development of teacher 
education, U.I). 
The course listed above are the educational courses that pre-service 
teachers are expected to take and pass to be qualified for the award of 
Bachelor of Education (B.Ed) degree. Beside these courses, pre-service 
teachers are to have a teaching subject, which is to be taken from a 
cognate department outside the fcaulty of Education e.g Political 
science, economics etc. 

Apart from the problem of too much emphasis on theory at the 
expense of practice is the question of values.  A critical review of the 
current content being taught in our teacher preparation programme 
has called to question in this value oriented environment. In the 
content analyzed above from 100 – 400 level, there is no values 
education-related course (s). Radical changes would have to be made 
to the curricula to ensure that pre-service teachers are exposed to 
courses in values education. 
 
Method of Teaching 
Pre-service teachers are exposed to about a maximum of five 
methodology courses throughout the duration of a four year B.Ed 
programme.  This methodology courses seem grossly inadequate to 
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grind the pre-service teachers in the methods of teaching their 
subjects.  Ajiboye (2002) opined that, this inadequacy is evident when 
you go out to supervise teaching practice.  It is a common knowledge to 
find strange occurrences in the classrooms and this  can be largely 
ascribed to the little value-free theoretical knowledge of methodology 
that pre-services teacher were exposed to.  The pre-service teachers 
were not exposed to value education methods. Value clarification, 
value analysis and action learning methods should be integrated in our 
teacher education programme. 

Values education strategies could provide pre-service teachers 
with functional skills that will enable them to identify and proffer 
solutions to emerging problems in the environment (Stronghill 2001).  
This will prepare them for a sustainable living. 
 
Nature of Value Education 
Values education has been described as a deliberate attempt to teach 
values or valuing (Bora, 2003). Gore, 1998 linked values education with 
moral education.  Some recent system statement about values in 
education originated from Scotland and New South Wales, Australia.  
The Scottish consultative council (1991) commences its discussion 
paper by acknowledging that: 
1. Values are linked to fundamental beliefs 
2. Values are not always held consciously. 
3. A consensus on values is unlikely 
4. When we teach we communicate values 

With these acknowledgements, the document then goes on to list a 
set of values to be promoted within the Scottish system.  They read 
more like a set of principles for which a set of values could be 
identified.  They include: 
1. An appropriate of learning 
2. Respect and caring for self 
3. Respect and caring for others 
4. A sense of belonging 
5. Social responsibility 
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Objectives of Values Education 
1. To help individuals think about and reflect on different values and 

the practical implications of expressing them in relation to 
themselves and others, the community , and the world at large.  

2. To deepen environmental understanding and responsibility with 
regards to making personal and social choice. 

3. To inspire individual to choose their own personal, social, moral, 
and spiritual values and be aware of practical methods from 
developing and deepening them. 

4. To encourage analysts to look at education as providing students 
with a philosophy of living, thereby, facilitating their overall growth, 
development and choice so that they may integrate themselves 
into the community with respect, confidence and purpose 
(Steeman,2002). Stronghill (2001) identified three major strategies 
to values education. They are: 

a. Values anaylsis 
b. Values clarification 
c. Action learning 
 
Values education strategies could be adopted and integrated into 
teacher  education programme because these new pedagogical 
strategies could provide environmental values, awareness, knowledge 
and skill for critical thinking about the causes of and solution to 
environmental problems.  It was therefore observed that there is the 
need to adopt value laden teaching methods that are different from the 
conventional methods of teaching  in teacher education programme in 
order to produce teacher that will be conscious of his values, other’s 
values and environmental values. 

Values clarification on the other hand teaches that behavior should 
be the result of free, uninfluenced analysis of a given situation, coupled 
with the moments, emotions and desires.  Action learning is grounded 
in the approach pioneered by Revans (1999) which holds that there can 
be no learning without action and knowing without the effort to 
practice and implement what is claimed as knowledge.  Action learning 
is a process in which a group of people come together more or less 
regularly to help each other to learn from this experiences.  It 
emphasized that it is important to move beyond thinking and feeling to 
acting. 
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Table 5:  Overview of Values Education Strategies 

STRATEGY PURPOSE METHODS 

Value 
analysis 

1. To help students use 
logical thinking and 
scientific investigation 
to decide value issues 
and questions 

2. To help students use 
rational analytical 
processes and 
interrelating and 
conceptualization of 
their values 

1. Structured rational 
discussion that 
demands application of 
reason as well as 
evidence 

2. Testing principles 
3. Analysing analogues 

cases 
4. Research and debate   

Values 
Clarification 

1.  To help students 
become aware of and 
identify their own values 
and those of others 

2. To help students 
communicate openly 
and honestly with 
others about their 
values 

3. To help students use 
both rational thinking 
and emotional 
awareness to examine 
their personal feelings, 
values and behavior 

1.  Role-playing games 
2. Simulations 
3. Contrived or real value-

laden situation 
4. In-depth self analysis 

exercise. 
5. Sensitivity activities 
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Action 
Learning 

1.  Those purposes listed 
for analysis and values 
clarification 

2. To provide students 
with opportunities for 
personal and social 
action based on their 
values 

3. To encourage students 
to view themselves as 
personal social 
interactive being not 
fully autonomous but 
members of a 
community or social 
system. 

1.  Methods listed for 
analysis and values 
clarification 

   

 
Conclusion / Recommendation 
This paper has examined the structure of teacher education 
programme in Nigeria with reference to the content and methodology.  
It was discovered that the present teacher education programme in 
Nigeria tertiary institutions lacks values education, the pre-service 
teachers were not exposed to value education, thus creating a vacuum 
which this paper is set out to fill.  This paper therefore recommends in 
terms of content and methodology that value education should be 
integrated into the content of teacher education programme. New 
values-laden pedagogical strategies like values analysis, values 
clarification and action learning should be integrated and adopted. 
Textbooks and materials on the new teaching strategies in Nigeria 
should be made available. In a situation where a majority of the teacher 
themselves (Universities Lecturers) do not have access to relevant and 
recent texts on values education, they could not impart much to the 
learners.  There are a lot of activities going on in the field of education 
and teaching on the internet.  The extent to which Nigerian teacher 
educators could benefit from such activities is very limited (Ajiboye, 
2002).  Adequate instructional facilities should be provided for the 
teacher educators in our tertiary institutions.  
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