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[bookmark: _Toc434946871]ABSTRACT
The purpose of this study was to investigate the relationship between Human Resource Planning and the quality of education in Institutions of higher learning in Uganda, the case of Management Training and Advisory Centre (MTAC). 

The objectives of the study were, to determine the effect of job description; effect of person specification; effect of job analysis and effect of job evaluation on, the quality of education in Institutions of higher learning in Uganda. Guided by the Open Systems Theory, the study adopted a cross sectional survey design on a random sample of 93 respondents. Data was collected using questionnaire, interview and document review and analyzed using chi-square technique at α = .05. The study found that job description [χ2 (8, N = 89) = 75.252, p = .000]; person specification [χ2 (8, N = 89) = 103.472, p = .000]; job analysis [χ2 (8, N = 89) = 102.429, p = .000]; and job evaluation [χ2 (8, N = 89) = 58.325, p = .000] have a significant influence on the quality of education in Institutions of Higher Learning in Uganda. They each respectively account for 67.6%%, 73.3%, 73.1% and 62.9% of the variance in quality of education at MTAC. 

The study concluded that Human Resource Planning has a significant effect on the quality of education in Institutions of higher learning in Uganda. The study recommends that the government through National Council for Higher Education (NCHE) puts emphasis on the establishment of human resource units in Institutions of higher learning and designs clear standards of job descriptions, that should spell out clearly the purpose, duties and work relationships to be carried out by each office; and that there should be regular analysis of jobs in each human resource unit of Institutions of higher learning in Uganda. 
Further, the study recommends that Institutions of higher learning in Uganda should rank jobs, classify jobs and rate jobs so that jobs at the same level and rank, have the same tags and are performed by people of similar level of qualification. 

Finally, the researcher recommends that human resource planning in Institutions of higher learning in Uganda be evaluated to determine the missing links to be corrected as a way of improving quality of education in Institutions of higher learning. 
Based on the fact that all elements of human resource planning have a significant effect on quality of education, the study concluded that Human Resource Planning has a significant effect on the quality of education in Institutions of higher learning in Uganda.

i


[bookmark: _Toc434946872]CHAPTER ONE
[bookmark: _Toc381961430][bookmark: _Toc434946873]INTRODUCTION
[bookmark: _Toc434946874]1.1	Overview of the Report
This study examined the relationship between Human Resource Planning and the quality of education in Institutions of Higher Learning in Uganda; the case of Management Training and Advisory Centre (MTAC). “Human Resource Planning” in this study was conceived as the independent variable (IV), while “Quality of education” was conceived as the dependent variable (DV). Human resource planning in this study was measured in form of job description, person specification, job evaluation and job analysis; while quality of education was measured in form of community service, teaching, research and publications, and the students’ final grades, as explained in the conceptual frame work in figure 1, adopted from Oso and Onen (2009). 

This chapter covers background to the study, statement of the problem, purpose of the study, objectives of the study, research questions, scope of the study, significance of the study, justification of the study and operational definitions of key terms and concepts.

[bookmark: _Toc381961431][bookmark: _Toc434946875]1.2	Background to the Study
This is composed of the Historical, Theoretical, Conceptual and Contextual background

[bookmark: _Toc434946876]
1.2.1	Historical Background
The existence of Institutions of higher learning in Uganda started in 1922 with the establishment of Makerere as a humble technical college, which later expanded to become a center of higher education in East Africa in 1935, before becoming an independent national University of the Republic of Uganda in 1970 (Ssekamwa, 1997).  Various other Institutions of higher learning were established thereafter, at different levels. Currently, there are three types of institutions of higher learning in Uganda: Universities, Other Degree awarding institutions and Tertiary institutions such as polytechnics, National Teachers’ Colleges, National Colleges of Commerce, Accountancy Colleges and management institutes among others. In all these categories, there are both private and state-owned institutions, the latter of which have been established on different missions. Management Training and Advisory Centre (MTAC) belongs to this category. The missions of these institutions are varied; while some are knowledge-based, others are skills-based and others are leaning either way, with no specific and clearly defined mission. This has created a rather confused situation yielding an urgent need for clarification on the guidelines regarding setting up and running of all Institutions of higher learning to ensure quality education (Kasozi, 2003). 

The concept of quality in Institutions of higher learning has been pronounced strongly by National Council for Higher Education (NCHE) and it is now the yearning of almost every Institution of higher learning and every member of the institutions, from the governing organs (Ministry and Governing Councils), down to the lowest level employee and even students, because it is one of the components of institutional survival. But this desire notwithstanding, the quality of education is still illusive for majority of institutions of higher learning in Uganda. (Kasozi, 2006)

[bookmark: _Toc434946877]1.2.2	Theoretical Background
This study was based on the “Open Systems Theory of organizations” developed by Ludwing Von Bertanlanfy in 1956. According to this theory, organizations are strongly influenced by their environment, in which case, education institutions, regardless of level, status and ownership, are open systems. Open systems have a dynamic relationship connected to, and interacting with, their environment (Cole, 2004). In addition, Cole (2004) further points out, they receive various inputs (including outputs from other systems), and through a series of activities, convert these inputs into outputs (or inputs to other systems), which they then export. He argues further that such systems are also open “internally” in that interactions between components affect the system as a whole: The environment can affect what the system does and how it works while the system can also influence its environment by its behavior. This is the type of relationship that Institutions of higher learning have with their environments. These institutions are open systems; they receive various inputs from the environment including students, Human resource, financial resources, furniture, buildings and other materials and through a series of activities, they transform these inputs into outputs which they then export to the environment. The element of Human resource planning becomes key here since it is deemed to influence the quality of output that goes out to the environment.

[bookmark: _Toc434946878]1.2.3	Conceptual Background
Mayes and Banes (1998) define “quality” in terms of "appropriate" and "complete" education, with appropriateness and completeness being adjudged by faculty. Tait (1997) defines “quality” in terms of evaluation of specific, measurable learning outcomes or competency-based objectives. It is therefore difficult to yield a binding definition of quality since it depends much on the perspective of those concerned. But it was taken and used in this study as something good and worth having, whatever one’s perspective. Quality of education in Institutions of higher learning in this study was characterized by status of research and publications, community service, teaching by the academic staff, and students’ grades in the final examinations. Quality in all sectors, including education, and Human resource planning are closely intertwined (Kasozi, 2003). 

Human resource planning refers to all the strategies and techniques put in place to ensure that staff are hired in the correct numbers, correct qualities and for correct jobs for the available vacancies (Cole, 2004; Drucker, 1954). It is actually the process that links the Human resource needs of an organization to its strategic plan to ensure that Human resource is sufficient, qualified and competent enough to achieve the organization’s objectives. Without effective Human resource planning, right people can be placed in the wrong jobs or worse still, wrong people in right jobs (Rudrabasavaray, 2002). Such a situation is disastrous for an institution and for the future of education in the country as a whole. Effective human resource planning should involve, job description, person specification, job analysis and job evaluation (Bernadin & Holden, 2002; Cole, 2004; Drucker, 1954). These were the determinants of effective “Human resource planning” adopted in this study. The study determined the relationship between “Human resource planning” and the “quality of education in institutions of higher learning in Uganda, by taking the case of MTAC. It examined the status of the quality of education in Institutions of higher learning and the contributions that human resource planning makes to the status of the quality of education. The study established that Human Resource Planning has a significant influence on the quality of education in institutions of higher learning in Uganda.

[bookmark: _Toc434946879]1.2.4	Contextual Background
This study, as already pointed out, basically investigated the influence of Human Resource planning on the quality of education in Institutions of higher learning in Uganda. Human resource planning in this context was measured on the basis of job description, person specification, job analysis and job evaluation. These are the different dimensions by which Human resource planning impacts on the quality of education in Institutions of higher learning in Uganda.

Job description is a broad statement of the purpose, scope, duties and responsibilities of a job. It states the purpose, duties and relationships of the position and lists the physical, social and economic factors that affect it. According to Cole (2004), after job analysis, job descriptions can be drawn up identifying the precise nature of the job in question. It includes identification of the job (including, job title, department, organizational structure and the number of people required to do the job).

Mayes and Banes (1998) point out that the purpose of job description involves identifying the job objectives in relation to the overall objectives of the institution, position in the institution indicating the relationships with other jobs and the chains of responsibility; duties or the tasks to be performed with emphasis on limits to the job holders’ authority, what should be done and in what manner, in terms of quality and quantity, and the responsibilities. Thus outlining the roles of the job holder.

The other aspects of job description as pointed out by Mullins (2002) include; hours of work, grade and salary/wage range, fringe benefits such as (luncheon vouchers, social security scheme, transport and housing), future prospects of promotion, key difficulties etc. Job description is actually a very important aspect of Human resource planning in Institutions of higher learning because it can be used to set a favorable position to achieve quality education by stressing the strengths, weaknesses, opportunities and threats facing the institution.

Person specification, according to Maicibi (2003) refers to the qualities or attributes required in carrying out a role. But according to Rudrabasavaray (2002), it can as well be defined as an interpretation of the kind of person most suitable for the job. In other words, it is a list of the attributes that the ideal candidate should possess and by which candidates for the job can be measured. Thus, the elements for a typical person specification should include age, physical characteristics, dispositions, qualifications, work experience and special job requirements. 

Rodger (1952) provides seven-point plan for effective person specification. These include physical make up, attainments, general intelligence, interests, special attitudes, and circumstances. Fraser (1972) prescribes a five-point plan for person specification. These are the influence on others, qualifications, brains and abilities, motivation and adjustment. There are a variety of such attributes; but what should be noted is that the emphasis on, and preference for, some of them over others depend on the tasks and/or roles to be performed at the job duty post. For instance Sagimo (2002) argues that the attributes required of a receptionist will definitely be different from those required of a driver, in an Institution of higher learning. What is most important here however is that, the person specification enables an Institution of higher learning to get a clear picture of the sort of person who has the potential to succeed in the vacancy. It helps in sorting through application forms to produce a suitable short list and in taking decisions on whether to accept or reject a candidate at the interview stage. This forms the basis for quality assurance, control and management in an Institution of higher learning.

Job evaluation refers to a set of methods designed to compare jobs systematically with a view to assessing their relative worth (Bernadin & Holden, 2002). As Mullins (2002) points out, it produces a rank order of jobs based on a rational and reasonably objective assessment of a number of key factors taken from a representative cross-section of all the jobs in a particular job hierarchy. The main purpose of job evaluation, according to Cole (2002), is to produce a defensible ranking of jobs on which a rational and acceptable pay structure can be built. These authors agree that job ranking helps in establishing power and authority of superiors unto their subordinates, accountability levels, breadth of responsibility, complexity of work, degree of freedom to act and other job demands, all of which are paramount components in recruitment of right personnel for right jobs and in quality control and management in an institution. Job evaluation is very important in Institutions of higher learning as it helps in setting authority and performance limits for employees to understand their levels and job demands for effective performance.

[bookmark: _Toc381961432]Job Analysis, according to Rudrabasavaray (2002) is the examination of facts about a specific job to determine its essential component factors and the qualities required by the employee to perform it satisfactorily. Mayes and Banes (1998) view it as the method or technique of obtaining the facts about a job in such a way that it can be used for the purpose of job evaluation, and defining job requirements and training. But according to Thomson (1998), it is the analytical study of the job to be done, achieving an understanding of the work in relation to other tasks in the institution and an identification of the qualities required of the job holder. While these various authors give somewhat differing perspectives of job analysis, they all concur that it is important for effective recruitment and job performance, and that it, saves time and money, avoids unwanted personnel and acts as an avenue for quality control and management in Institutions of higher learning. This is what is missing in most institutions of higher learning in Uganda today, for which reason the management of these institutions have faced resentment from some groups of students, protesting against what they have called, ‘poor services’.

[bookmark: _Toc434946880]1.3	 Statement of the Problem
Quality education is expected to be a universal goal for all Institutions of higher learning in Uganda; and actually for these institutions to be competitive today and in the future, they must sustain high quality education; for they need to put more emphasis on the quality of teaching, students’ grades in the examinations, community service and research and publications by both staff and students. Without quality education, the education institutions are no more than mere business centers. 

MTAC has made various attempts to realize high quality education service delivery. There have been various initiatives including recruitment of highly qualified and competent staff, systematic course evaluation conducted by both staff and students, staff appraisals, Human Resource Development programmes such as trainings (both internal and external) and establishment of Quality Assurance Systems among others, as indicated in the MTAC strategic plan 2012 – 2016. All these were aimed at promoting and enhancing institutional management, performance and development for quality education. 

Unfortunately, however, despite these attempts, the MTAC Annual Report 2014 indicated that the available staff, both teaching and non-teaching, were still limited and so constrained with heavy work load. For instance, according to the MTAC Human Resource Manual 2013, the teaching staff are required to teach between 40 – 80 hours per month; but this was seen to be an overload which actually left them with very limited time for research and publication. It also negatively affected the quality of research supervision with the students. 
The MTAC Annual Report 2014 also showed that the students-to-teacher ratio is so high (80:1) and this negatively affected the quality of teaching and assessment of the students. It was actually feared that if this trend of events does not change, the institution was likely to continue offering poor quality service, leading to customer dissatisfaction, decline in enrolment, poor public image, decline in revenue generation and eventually loss of business. 

[bookmark: _Toc381961433]The study therefore sought to explore the relationship between Human Resource Planning and the Quality of Education in Institutions of higher learning (IHL) with a view to identify and close the available gaps, aware of the fact that Human Resource Planning plays a very vital role in enhancing quality education.

[bookmark: _Toc434946881]1.4	Purpose of the Study
[bookmark: _Toc381961434]The purpose of this study was to investigate the relationship between Human Resource Planning and the quality of education in Institutions of higher learning in Uganda, the case of MTAC.

[bookmark: _Toc434946882]1.5	Objectives of the study
This study was guided by four objectives:-
1. To determine the effect of job description on the quality of education in Institutions of higher learning in Uganda.
2. To assess the effect of person specification on the quality of education in Institutions of higher learning in Uganda.
3. To establish the effect of job analysis on the quality of education in Institutions of higher learning in Uganda.
4. [bookmark: _Toc381961435]To assess the effect of job evaluation on the quality of education in Institutions of higher learning in Uganda.
[bookmark: _Toc434946883]1.6	Research Questions
This study sought answers to the following four research questions:
1. How does job description affect the quality of education in Institutions of higher learning in Uganda?
2. What is the effect of person specification on the quality of education in Institutions of higher learning in Uganda?
3. How does job analysis affect the quality of education in Institutions of higher learning in Uganda?
4. [bookmark: _Toc381961436]To what extent does job evaluation affect the quality of education in Institutions of higher learning in Uganda?

[bookmark: _Toc434946884]1.7	Scope of the Study
This was the coverage of the study in terms of subject area, geographical area and the time and/or period covered during the study. It was therefore composed of Content scope, Geographical scope and Time scope.
[bookmark: _Toc434946885]1.7.1	Content Scope
[bookmark: _Toc434946886]This study focused on the relationship between Human Resource planning and the quality of education in Institutions of higher learning in Uganda. The study specifically investigated the effect of job description, person specification, job analysis and job evaluation on, research and publications, community service, teaching by staff of MTAC, and students’ grades in the final MTAC examinations. 

[bookmark: _Toc434946887]1.7.2	Geographical Scope
The study was conducted at Management Training and Advisory Centre, (MTAC) located on plot M 175, Jinja road, Kampala-Uganda, using cross sectional survey research design.  
Cross sectional survey design was selected because it enables the researcher to conveniently obtain data from different groups of people or a cross section of respondents (Amin 2005). MTAC was selected because it is one of the IHL involved in Human resource development and so it was expected to offer the best in terms of quality.

[bookmark: _Toc434946888]1.7.3	Time Scope
[bookmark: _Toc381961437]The study concentrated on the MTAC staff establishments for the years, 2011 – 2015. This period was selected because of the changes that were effected in the staff establishments during this period, aimed at improving performance in the institution, as seen in the MTAC Staff Regulations, Terms and Conditions of Service, 2011; the MTAC Human Resource Manual, 2013 and MTAC Strategic Plan, 2012 – 2016. Data for this study was collected in September 2015 using questionnaire, interview and document review methods. The questionnaires and interview items were administered on the current staff establishment for the current year 2015. Document review was done in the current documents concerning, policies, plans, administrative instructions and other related documents being used in the execution of MTAC activities.

[bookmark: _Toc434946889]1.8	Significance of the Study
The findings of this study should be useful as a reference material on the management of Institutions of higher learning in general. The Institutions of higher learning should therefore find the findings of the study useful to their staff planning needs. The study may act as a useful guide to all students in the field of education planning and management, and to all other researchers in a similar area. It is the only study that has so far focused on the relationship between human resource planning and quality of education in Institutions of higher learning in Uganda, taking the case of MTAC. It should therefore be relied on as a useful piece of literature for reference.

The study findings may also act as a guide in restructuring the management of institutions of higher learning in Uganda, especially as far as human resource planning is concerned. The study has revealed the weaknesses of human resource planning activities in these institutions, and a focus on these weaknesses as a way of correction should ensure that the quality of education in these institutions and the education sector in Uganda in general, is uplifted.

The study may also result in a change in the manner in which staffing in Institutions of higher learning, and in other educational institutions in Uganda in general is managed. It has produced information that should lead to a focus on specific areas of weakness. With such a knowledge base, the management of Institutions of higher learning should gain from the fact that, part of their failure, and the failure of higher education in general, is a specific aspect of human resource planning. The management of Institutions of higher learning should therefore cease to rely on traditionsal and out-dated practices in human resource management, but base their methods on the specific issues of human resource planning originated through research. 

[bookmark: _Toc434946890]1.9	Justification of the Study
The IHL in Uganda today are struggling to put measures in place to address the issue of quality so as to make a mark on the international standards rating. MTAC in particular had existed for a very long period of time, but with undefined levels of quality in service provision. It is now in the process of recovery, making structural adjustments so as to be able to achieve its set mission, vision and objectives and also be able to see itself among the remarkable IHL in the country. This study therefore brought out key human resource planning aspects, which when given consideration and implemented appropriately could be very instrumental in MTAC’s realization of quality education for national and international value and consequent recognition.  





















[bookmark: _Toc434946891]1.10   Operational Definitions of Key Terms and Concepts

	Human Resource Planning:
	This referred to all the strategies and techniques put in place to ensure that staff are hired in the right numbers, right qualities and right jobs for the available vacancies.

	Quality of Education:
	This referred to education aspects that seek to ensure that the education provided is sufficient in terms of infrastructure and facilities as desired by the intended stakeholders and also remains relevant to the communities in terms of educational and development needs.

	Institutions of higher learning:
	These are institutions providing post secondary education. They may include Universities, other degree awarding institutions and Tertiary institutions.

	Teaching:
	This referred to all processes through which new knowledge and information is shared through the interaction between a facilitator or teacher and participants or students. It includes all processes, activities and methods of implementing a curriculum set-up of an education system.

	Governance Structure:
	This was used as the set up of the institution’s control and authority lines depicting the interaction between the different offices and staff, and the manner in which decisions are made and implemented.

	Governing Councils:
	These were the policy making organs of the Institutions of higher learning.


[bookmark: _Toc381961438]


[bookmark: _Toc434946892]CHAPTER TWO
[bookmark: _Toc381961439][bookmark: _Toc434946893]LITERATURE REVIEW
[bookmark: _Toc381961440][bookmark: _Toc434946894]2.0	Introduction
This chapter discusses the literature related to human resource planning and quality of education in general. It is divided into theoretical and main review. The theoretical review describes the theoretical orientation of the study. The main review discusses literature related to the job description, job evaluation, job analysis and person specification, and their effect on the quality of education in IHL

[bookmark: _Toc381961441][bookmark: _Toc434946895]2.1	Theoretical Review
This study was modeled on the “Open Systems Theory” of Management. An Institution of higher learning is an open system. Open systems have a dynamic relationship connected to, and interacting with their environments, which may be influenced by complex social, economic, political and technological variables. They receive inputs (including outputs from other systems) and through a series of activities convert these inputs into outputs which they then export. Such systems are also open internally in that interactions between components affect the system as a whole (Cole, 2004).

Institutions of higher learning are open systems because they have a dynamic relationship with their environment. They draw resources (including people, finances, materials etc) from the environment and transform them into products which are then put back into the environment. In doing so the inputs to the institution such as labour, finances, raw materials, equipment, managerial skills, information etc, are converted into outputs such as information, service, goods, satisfaction, and profits among others. Some of these outputs may become inputs again such as profits when ploughed back. 
To be successful, any system must produce outputs that meet its objectives; and to ensure conformity with these objectives, a control system must be designed and operated, so as to receive feedback and respond to it to achieve the system’s objectives.

As adopted in this study, the Open Systems Theory holds that human resource planning affects the quality of education. It proposes that job description, person specification, job analysis and job evaluation affect research and publications, community service, teaching by the staff, and students’ grades in the final examinations. In the application of the open systems theory to this study, human resource planning was described as job description, person specification, job analysis and job evaluation. Quality of education was described as research and publications, community service, teaching and students’ grades in the final examinations in the Institutions of higher learning in Uganda.

[bookmark: _Toc434946896]2.2	Conceptual Framework
This conceptual framework shows the relationship between Human Resource Planning and the quality of education in Institutions of higher learning in Uganda. It was adopted from Oso and Onen (2009) and modified to the requirement of this study. Oso and Onen (2009) present a very straight forward structure of a conceptual framework where the variables in a study are contained in unit boxes that are connected with arrows. The researcher selected this model as the most suitable for this study because of its simplicity and because the connection between the variables can be easily visualized. This relationship is depicted as shown in Figure 1. 
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[bookmark: _Toc434946897]Figure 1: A conceptual framework for the relationship between Human Resource planning and quality of education in institutions of higher learning in Uganda. 
[bookmark: _Toc381961444]Source: Adopted from Oso and Onen (2009) and modified to the requirement of this study.

This conceptual framework shows the relationship between Human Resource Planning and the quality of education in institutions of higher learning in Uganda. It shows that Job description, Person specification, Job analysis and Job evaluation have an effect on Community service, Quality of teaching, Research and publications and the students’ final grades in the examinations.

[bookmark: _Toc434946898]2.2.1	Job Description and Quality of Education 
A Job description is a broad statement of the purpose, scope, duties and responsibilities of a job. It states the purpose, duties and relationships of the position and lists the physical, social and economic factors that affect it (Bernadin & Holden, 2002). According to Cole (2004), after job analysis, job descriptions can be drawn up identifying the precise nature of the job in question.   It includes identification of the job (including, job title, department, organizational structure and the number of people required to do the job).
Mayes and Banes (1998) point out that the purpose of job description involves identifying the job objectives in relation to the overall objectives of the institution, position in the institution indicating the relationships with other jobs and the chains of responsibility. It details the duties or the tasks to be performed with emphasis on limits to the job holders’ authority, what should be done and in what manner, in terms of quality and quantity, and the responsibilities of the job holder.

Mullins (2002) indicates that other aspects of job description include; hours of work, grade and salary/wage range, fringe benefits such as (luncheon vouchers, social security scheme, transport and housing), future prospects of promotion, key difficulties etc. 
For all this, the study found out that at MTAC, job description is still inadequately done as none of these aspects was seen to be sufficiently given consideration. For this reason, realizing the desired quality is still a challenge.
[bookmark: _Toc381961449]It was thus recommended that, institutions of higher learning should use job description to set a favorable position to achieve quality Education.
[bookmark: _Toc434946902]2.2.2	Person Specification and Quality of Education
Person specification, according to Maicibi (2003) refers to the qualities or attributes required in carrying out a role. But according to Rudrabasavaray (2002), it can as well be defined as an interpretation of the kind of person most suitable for the job. In other words it is a list of the attributes that the ideal candidate should possess and by which candidates for the job can be measured. Rudrabasavaray (2002) concurs with Saleemi and Bogonko (1997) that the elements for a typical person specification include age, physical characteristics, dispositions, qualifications (general education and vocational qualifications), work experience and special requirements. 

[bookmark: _Toc381961450]Rodger (1952) provides seven-point plan for effective person specification, these include physical make up, attainments, general intelligence, interests, special attitudes, and circumstances. Fraser (1972) prescribes a five-point plan for person specification. These are the influence on others, qualifications, brains and abilities, motivation and adjustment. There are a variety of such attributes. According to Sagimo (2002); the emphasis on, and preference for, some of them over others depend on the tasks and/or roles to be performed at the job duty post. For instance Sagimo (2002) argues that the attributes required of a receptionist will definitely be different from those required of a driver, in an institution of higher learning. What is most important here however is that, the person specification enables institutions of higher learning to get a clear picture of the sort of person who has the potential to succeed in the vacancy. It helps in sorting through application forms to produce a suitable short list and in taking decisions on whether to accept or reject a candidate at the interview stage. This forms the basis for quality assurance, control and management in institutions of higher learning. 

The study found out that at MTAC, person specification is done on a limited scale as only the qualifications of individual applicants are emphasized, leaving out other aspects.
It was however recommended that, if the desired levels of quality are to be realized, then person specification should be done on a wider scale, considering a variety of attributes so that the best candidate with the right qualities is selected for the available vacancy.

[bookmark: _Toc434946903]2.2.3	Job Evaluation and Quality of Education
Job evaluation refers to a set of methods designed to compare jobs systematically with a view to assessing their relative worth (Bernadin & Holden, 2002). As Mullins (2002) points out, it produces a rank order of jobs based on a rational and reasonably objective assessment of a number of key factors taken from a representative cross-section of all the jobs in a particular job hierarchy. The main purpose of job evaluation, according to Cole (2002), is to produce a defensible ranking of jobs on which a rational and acceptable pay structure can be built. These authors agree that job ranking helps in establishing power and authority of superiors unto their subordinates, accountability levels, breadth of responsibility, complexity of work, degree of freedom to act and other job demands, all of which are paramount components in recruitment of right personnel for right jobs and in quality control and management in an institution. 
The study found out that job evaluation is lacking at MTAC. Apart from merely reflecting a small part of it in the organogram where only the reporting lines are indicated, there was no other indicator of job ranking, classification, rating and linking; all of which are basic components of job evaluation. It is made worse that even the organogram is not exposed to staff members, but just kept in the files of the administrators. As a result of this, the researcher found out that, many staff members do not know their reporting lines, they do not know the breadth of their responsibilities, and they do not know their power and authority boundaries and therefore tend to be limited in performance. This has partially affected the quality of service delivery at MTAC.
The study therefore recommended that job evaluation be prioritized in institutions of higher learning as it is very key in providing clear performance lines for staff and therefore paving way for quality education.

[bookmark: _Toc434946904]2.2.4	Job Analysis and Quality of Education
Rudrabasavaray (2002) defines job analysis as the examination of the facts about a specific job to determine its essential component factors and the qualities required by the employee to perform it satisfactorily. Mayes and Banes (1998) view it as the method or technique of obtaining the facts about a job in such a way that it can be used for the purpose of job evaluation, and defining job requirements and training. But according to Thomson (1998), it is the analytical study of the job to be done, achieving an understanding of the work in relation to other tasks in the institution and an identification of the qualities required of the job holder. While these various authors give somewhat differing perspectives of job analysis, they all concur that it is important for effective recruitment and job performance, and that it, saves time and money, avoids unwanted personnel and acts as an avenue for quality control and management in Institutions of higher learning.

The study discovered that job analysis at MTAC is done on a limited scale. Vacancies are identified and advertised with just the paper qualifications required, but without necessarily dissecting the jobs to get down to the essential component factors and qualities required for the employee to perform the job satisfactorily. 

It was further discovered that, as a result of the failure to conduct sufficient job analysis, some unwanted personnel are recruited, who simply feel the positions but cannot satisfactorily perform the jobs. This could be the trend in most institutions of higher learning and is partially responsible for the low quality of education in those institutions.
The study therefore recommended that institutions of higher learning should consider job analysis before taking on recruitment of staff so that only the required personnel and who can satisfactorily perform the assigned jobs are recruited.
[bookmark: _Toc434946905]2.3	Summary of the Literature Review  
Human resource planning is deemed as one of the key factors in enhancing quality of education in IHL in Uganda. It is actually the process that links the human resource needs of an organization to its strategic plan to ensure that staffing is sufficient, qualified and competent enough to achieve the organization’s objectives (Cole 2004). Key human resource aspects such as job description, person specification, job analysis and job evaluation have been tested in different scenarios and are believed to bear positive influence on the quality of an organization’s products. In the same vein, if IHL are to realize quality in the performance of educational activities, then they must embrace proper and effective human resource planning (HRP) procedures. As Sagimo (2002) put it, organizations should lay the tasks to be performed to realize their objectives and identify the attributes required of the person to perform them so that the right people are hired for the right jobs, for quality to be realized. By quality, the IHL ought to embrace community service, research and publications, effective and efficient teaching approaches or methods and yield quality students’ final grades in the final examinations (Kasozi 2002). 

In this study, Human Resource Planning was the independent variable (IV) and Quality of Education was the dependent variable (DV). The study sought to investigate the relationship between Human Resource Planning and Quality of education in institutions of higher learning in Uganda. It was found out that Human Resource planning has a significant effect on the quality of education in institutions of higher learning. The study therefore, sought to identify and offer solution to close the gaps that exist so as to promote and enhance quality education in institutions of higher learning in Uganda, aware of the vital role that human resource planning plays in promoting and enhancing quality of service delivery.

[bookmark: _Toc381961451][bookmark: _Toc434946906]CHAPTER THREE
[bookmark: _Toc381961452][bookmark: _Toc434946907]RESEARCH METHODOLOGY
[bookmark: _Toc381961453][bookmark: _Toc434946908]3.0	Introduction
This chapter describes the method, techniques and strategies that were used to address the research problem. It describes the nature of the research design, population, sampling techniques and data collection procedures as well as the data analysis techniques which were used in the study.

[bookmark: _Toc381961454][bookmark: _Toc434946909]3.1 	Research Design
This study was conducted using a cross-sectional survey research design. Cross-sectional survey is a design used to investigate populations by selecting samples to analyze and discover occurrence (Oso & Onen, 2009). It is used to capture information based on data gathered for a specific point in time. In cross-sectional survey, data is collected at one point in time from a pool of participants with varied characteristics and demographics such as age, gender, level of education, professional qualification, geographical location and ethnicity. This design was selected because it takes place at a single point in time, allows the researcher to look at numerous traits or variables at once such as age, gender, education and income level and often looks at the prevailing characteristics in a given population. (Amin, 2005)
Thus, the design enabled the researcher to provide quantitative or numeric descriptions of Institutions of higher learning from just a part of them. It also enabled the researcher to cut down on costs to be involved in studying all Institutions of higher learning in Uganda, and to collect data and report in the shortest time possible.  

[bookmark: _Toc381961455][bookmark: _Toc434946910]3.2	Study Population
This was the source of data for the study. The researcher looked at the Target population on a wider scope and later narrowed down to accessible population that was finally sampled to select the final respondents

[bookmark: _Toc381961456][bookmark: _Toc434946911]3.2.1	Target Population
[bookmark: _Toc381961457]The target population comprised all academic staff in all the Institutions of higher learning in Uganda. The IHL included Universities, other Degree awarding institutions and Tertiary institutions, both public and private. The academic staff included both full-time and part-time teaching staff.

[bookmark: _Toc434946912]3.2.2	Accessible Population
The accessible population comprised all 123 academic staff of MTAC which is a public institution of higher learning in Kampala, Uganda. Kampala was selected because it had the highest number of institutions of higher learning than any other District in Uganda. Further, more, being the capital city, it was expected to have the best in terms of human resource planning and quality of education. Studying all Institutions of higher learning in Uganda would have been expensive in terms of costs and logistics. Therefore the researcher opted to select MTAC for this study. MTAC was selected because it is one of those institutions of higher learning in the country involved in human resource development. It was therefore considered appropriate for providing a focal point for the study on human resource planning and quality of education in Institutions of higher learning in Uganda.

[bookmark: _Toc381961458][bookmark: _Toc434946913]3.3	Sample Size and Sampling Techniques   
This was the final number of respondents and the mechanism that was used to select them, respectively.
[bookmark: _Toc381961459][bookmark: _Toc434946914]3.3.1	Sample Size
The sample consisted of 93 academic staff from all the academic departments of MTAC. This sample size was determined according to Krejcie and Morgan (2006) table for determining sample sizes for finite populations (see Appendix VI). Krejcie and Morgan recommend a sample of 93 for a population of 129 at .05 level of confidence and 5.0% percent margin of error. These were the same conditions imposed by the researcher in the study. Hence based on these restrictions, and guided by these recommendations, the study selected a sample of 93 distributed as in table 1.
[bookmark: _Toc381961460]
[bookmark: _Toc434946915]3.3.2	Sampling Techniques
The study employed simple random sampling technique to select the sample. Simple random sampling technique was used to select the individual academic staff from each academic department of MTAC. Simple random sampling is a chance selection which grants each member of the population an equal and independent chance of being included in the sample (Oso & Onen, 2009). It enabled the researcher produce a representative sample whose characteristics fairly resembled the population on the issues or concepts investigated. Because of the chance factor, simple random sampling method is the surest way of producing a representative sample. Simple random sampling was employed through fish bowl technique.





[bookmark: _Toc434946916]Table 1
[bookmark: _Toc434946917]Population, Sample size and Sampling Techniques

	Department
	Population
	Sample size
	Sampling technique

	Business and Management
	52
	39
	Simple Random Sampling

	Accounting and Finance
	5
	3
	Simple Random Sampling

	Clearing and Forwarding
	25
	18
	Simple Random Sampling

	ICT
	41
	30
	Simple Random Sampling

	Administrative Team
	6
	3
	Purposive 

	Total
	129
	93
	



[bookmark: _Toc381961461]Source: Adopted from Human Resource and Administration Manager’s report 2014 and Academic Registrar’s report (2014) and modified with ideas from R. V. Krejcie and D.W.Morgan (1970) as cited by Amin (2005).

The study employed simple random sampling through fish bowl technique to select the sample size of respondents from every academic department at MTAC. 
The sample size of the administrative team was selected using purposive sampling. Purposive sampling is a sampling technique in which the researcher relies on personal judgment to choose the members of the population to participate in the study. It is a very easy and straight forward technique because the researcher is able to use personal judgment to select the samples to provide information that can help the researcher answer the research questions. 
Using these techniques therefore, from a population of 129 staff, a sample size of 93 respondents was selected to participate in the study.

[bookmark: _Toc434946918]3.4	Data Collection Methods
This study employed questionnaire, interview and document review methods of data collection.

[bookmark: _Toc434946919]3.4.1	The Questionnaire Method
This method involved respondents giving answers to the questions by choosing an option from the set of possible answers or providing their own answers for each question. The questionnaires asked respondents to rate or rank given answers on the basis of provided measures. The questionnaire containing structured questions was constructed and delivered to the selected respondents. The respondents were expected to provide concise answers to these questions. This method enabled the researcher to reach and cover all the selected respondents in a relatively shorter period of time as observed in Amin (2005).

[bookmark: _Toc434946920]3.4.2	The Interview Method
This method is a two way systematic conversation between an investigator and an informant, initiated by the investigator to obtain information relevant to the study. Through this method, the researcher had face-to-face interaction with the respondents to exchange views. This method was selected in addition to the questionnaire because it enables the researcher to verify information obtained through responses to the questionnaires; indeed the researcher was able to verify and confirm the information obtained since the responses from the interviews were in agreement with the responses from the questionnaires. 

It also enabled the researcher to gather information that could not be explicitly provided through responses to the questionnaires, but could be unreservedly delivered through the respondents’ gestures, facial expressions and pauses.

[bookmark: _Toc434946921]3.4.3    Document Review Method
The study involved a review of both internal and external documents so as to obtain information related to the research area. The documents studied and reviewed specifically included official reports from the offices of the Academic Registrar, Human Resource and Administration Manager and Executive Director. Other documents included Journals, Articles, Work Plans, Strategic Plans, policy papers, Organizational Structure and other documents that were availed from the different departments of the institution. 

The documents were studied and reviewed in relation to the set objectives of the study, so as to be able to explore the relationship between Human Resource Planning and Quality of Education in institutions of higher learning in Uganda, the case of MTAC. The Document Review method was selected mainly because of the ease with which it is applied and also the fact that it helps the researcher confirm and supplement data collected through interviews and responses to the Questionnaires (Sekaran, 2003)

[bookmark: _Toc381961462][bookmark: _Toc434946922]3.5 	Data Collection Instruments
The study employed questionnaires, interview guides and document review checklist as the only tools for collecting data. 

[bookmark: _Toc434946923]3.5.1	The Questionnaires 
The researcher used questionnaires as a tool for collecting primary data. A series of questions were constructed and delivered to the selected participants for the purpose of gathering information from them. The researcher selected the questionnaire because it is the most suitable tool for survey research (Oso & Onen, 2009; Amin, 2005). Further, the target population in this study was largely literate and was unlikely to encounter difficulties in responding to the questionnaire items. This made questionnaires an ideal tool for the study.  The study employed semi-structured questionnaires so as to balance between the quality and quantity of data to be collected. Semi-structured instrument is one that has a combination of focused and free-response items in a single instrument (Amin, 2005). Semi-structured instruments enabled the researcher to collect a lot of focused information in a short time (from the closed-ended sections) while at the same time, allowing the researcher to collect detailed qualitative information (from the open-ended sections). This balance was necessary for a detailed explanation of the relationship between human resource planning and quality of education in IHL.

[bookmark: _Toc434946924]3.5.2	The Interview Guide
The interview guide composed of interactive and probing questions was developed and later used to collect information from some members of the academic staff. The researcher selected the interview guide as another data gathering tool because there were some people who preferred talking to writing, because of the desire for strict confidentiality. Therefore once rapport had been established with them, even confidential information was obtained. The researcher was therefore appreciative that this guide helped so much in gathering detailed information beyond what the questionnaires could gather.

3.5.3    Documentary Review Checklist
A document review checklist composed of both internal and external documents was developed to help the researcher systematically obtain information related to the research area. The documents studied and reviewed specifically included official reports from the offices of the Academic Registrar, Human Resource and Administration Manager and Executive Director. Other documents included Journals, Articles, Work Plans, Strategic Plans, policy papers, Organizational Structure and other documents that were availed from the different departments of the institution. The Document Review checklist was selected mainly because of the ease with which it is developed and applied in obtaining information by the researcher.


[bookmark: _Toc434946925]3.6	Data Quality Control
This presented the mechanism for ensuring that the data collection instruments selected were valid and reliable.

[bookmark: _Toc434946926]3.6.1	Validity of Data Collection Instruments
Validity refers to the ability of the research instrument to yield findings that are in agreement with the theoretical and conceptual values. In other words it is the extent to which a research instrument is able to measure what it is supposed to measure and produce accurate results (Amin, 2005) or the extent to which research instruments measure what they are intended to measure (Oso and Onen, 2005). Validity in this study was determined using Content Validity Index (C.V.I). The researcher determined the C.V.I using Amin (2005) approach of expert judgment. By this approach, experts were asked to carefully asses the content validity of each item in the instrument and thereafter determine the coefficient of validity using the formula of  ; where  CVI is the content validity index; n is the total number of items declared valid; and t is the total number of items in the questionnaire. According to Amin (2005), the instrument is accepted as valid if the average index realized using this formula is 0.7 or above. A validity index of 0.812 was reported.

[bookmark: _Toc434946927]3.6.2	Reliability of Data Collection Instruments
Reliability is the dependability or trustworthiness of an instrument in measuring a trait or concept. It is the degree to which an instrument consistently measures whatever it is measuring. An instrument is reliable if it produces the same results whenever it is repeatedly used to measure a trait or concept from the same respondents even by other researchers (Amin, 2005). The researcher in this study pilot tested the same set of questionnaire to 10 respondents with similar characteristics to those in the final sample study and the results subjected to the rational equivalence method of estimating internal consistency. The reliability of the instrument was then determined using the Kuder Richardson formula: 

where k is the number of items; p is the proportion passing a given item; q is equal to  1- p; σ is the standard deviation of the whole test. According to Amin (2005), any measurement in the instrument that shows adequate levels of internal consistency of 0.7 and above is accepted as reliable. A reliability index of 0.83 was reported.

[bookmark: _Toc381961463][bookmark: _Toc434946928]3.7	Data Collection Procedures 
Once the proposal was approved, the researcher obtained a letter of introduction from the school of Management Science office at UMI to introduce him to the Management of MTAC, sought permission to conduct the study by gathering data from the MTAC academic and administrative staff.  Once the permission was granted, the researcher distributed questionnaires to the selected staff requesting them to provide responses to the questions therein. The researcher also sought appointment with some members for a face-to-face interview. Data was collected from all the 93 academic and administrative staff selected from the various departments, in September 2015, using questionnaire, interview and document review methods. 
[bookmark: _Toc381961464]
[bookmark: _Toc434946929]3.8	Measurement of Variables
The purpose of this study was to determine the relationship between human resource planning and   quality of education in Institutions of higher learning in Uganda. To realize this purpose, the study pursued four objectives: to establish the influence of, job description, person specification, job evaluation and job analysis, on, teaching, research and publication, students’ grades in the final examinations and community service output by staff in Institutions of higher learning in Uganda. Job description was operationalized as clarity of purpose, duties and relationships; person specification as qualifications, dispositions and special requirements while job evaluation was operationalized as job ranking, job classification and job rating. Lastly job analysis was operationalized as job requirements, working conditions and difficult aspects of the work.

Each respondent was requested to react to several statements intended to assess the status of each subordinate variable by indicating Strongly Agree (SA), Agree (A), Not sure (NS), Disagree (DA) and Strongly Disagree (SDA). Responses were scored on an internal scale such that strongly agree was scored 5, agree 4, no comment 3, disagree 2, and strongly disagree 1. The scores on each element were added together to obtain the overall score on the variable. For each variable, on a scale of 3-15, scores were weighted such that 3-5 scores were rated as very poor and weighted 1; scores of 6-8 were rated poor and weighted 2; scores of 9-11 were rated moderate and weighted 3; scores of 12-14 were rated good and weighted 4; scores of 15 were rated very good and weighted 5. Variables were further analyzed on a broader scale such that very good and good were combined as good and very poor and poor in a same scale as poor. Variables were scored, rated and weighted as summarized in Table 2.
[bookmark: _Toc434946930]Table 2 
[bookmark: _Toc434946931]Score, Rate and Weight of the Variables
	Human resource planning
	Score
	Code
	Status 
	Broader  Scale

	Job Description
	3-5
	1
	Very Poor
	3-8
	Poor

	
	6-8
	2
	Poor
	
	

	
	9-11
	3
	Moderate
	9-11
	Moderate

	
	12-14
	4
	Good
	12-15
	Good

	
	15
	5
	Very Good
	
	

	Person Specification 
	3-5
	1
	Very poor
	3-8
	Poor

	
	6-8
	2
	Poor
	
	

	
	9-11
	3
	Moderate
	9-11
	Moderate

	
	12-14
	4
	Good
	12-15
	Good

	
	15
	5
	Very Good
	
	

	Job Evaluation
	3-5
	1
	Very Poor
	3-8
	Poor

	
	6-8
	2
	Poor
	
	

	
	9-11
	3
	Moderate
	9-11
	Moderate

	
	12-14
	4
	Good
	12-15
	Good

	
	15
	5
	Very Good
	
	

	Job Analysis
	3-5
	1
	Very Poor
	3-8
	Poor

	
	6-8
	2
	Poor
	
	

	
	9-11
	3
	Moderate
	9-11
	Moderate

	
	12-14
	4
	Good
	12-15
	Good

	
	15
	5
	Very Good
	
	



Source: Primary data

Different variables were measured differently. However, for this study, the researcher employed both nominal and ordinal scales in the questionnaire. The nominal scale was used demographically, to identify items with common characteristics such as gender, age and qualification of the respondents (Amin 2005). The researcher assigned the different items identification numbers so that items with similar or common characteristics were sorted easily. On the other hand however, as pointed out by Mugenda and Mugenda, (2003), the nominal scales were used for identifying and sorting the different items, but not to provide a comparative measurement of the variables under investigation. The researcher therefore used ordinal measurement to categorize and rank the variables being measured by assigning numbers based on the frequency of appearance of the items such as 1st, 2nd, 3rd etc.

[bookmark: _Toc434946932]3.9	Data Analysis
Data analysis is the separation of data into its constituent parts or elements in order to describe the component parts separately and in relation to the whole (Amin, 2005). Data was organized using percentage and analysed using chi square goodness-of-fit method. Percentages were used to describe, organize and report demographic data.  Chi-square is a statistical test commonly used to compare observed data with what would be expected according to a specific hypothesis (Oso, 2013). Chi-square is the technique to use when data is categorical and drawn from a population with a consistent distribution in which all responses are equally likely (Oso & Onen, 2009). But the chi-square goodness-of-fit test is appropriate if the data meets four assumptions: 
i. First, the sample data is a random sample from a fixed distribution or population where every collection of members of the population of the given sample size has an equal probability of selection. 
ii. Secondly, a sample with a sufficiently large size is used. 
iii. Thirdly, the observations are independent of each other and 
iv. The expected cell count, the value of the expected frequency for each cell should be at least 5 and no cell should have an expected count of less than one (Charmaz, 2014). 
The four assumptions were satisfied in this study since the sampling method used was simple random, observations was independent, the sample size was large (93) and the expected frequency in each was above 5. Hence the chi-square was applied as:
χ2 =, with df = (R-1) (C-1)
where f0 is observed frequency; fe  is the expected frequency; R is the number of rows and  C is the number of columns in the data set. 

The strength association was determined using contingency coefficient (C) statistics as: 
C = 
Contingency Coefficient method was selected over other measures of strength because it is used for tables with more than 2x2 rows and columns (Oso, 2015). 

Data was analyzed at 5% margin of error, 95% confidence level and .05 level of significance. These are the conventional values used in social science research. The 95% confidence level means the study was 95% certain of the findings. The significance level of .05 shows that the maximum probability of rejecting a null hypothesis was 5 in 100. The 5% of margin of error shows that the maximum expected difference between the true population parameter and a sample estimate of that parameter could not exceed  5.

[bookmark: _Toc381961466][bookmark: _Toc434946933]3.10	Ethical Considerations
Upon approval of the proposal by the Board of postgraduate studies, the researcher sought clearance from MTAC management to carry on the study. With these official permits, the researcher ensured that all ethical principles were obeyed at all the stages of data collection and analysis. In particular, the researcher briefed all participants in the study of the study objectives, methods and procedures so that they participated in the study from a point of information and out of their own volition. 

The researcher worked in a transparent and honest way. Confidentiality and privacy of all information provided by the participants was adhered to and no information provided by a respondent was passed on to a third party unless with consent of the respondent. 

The rights or free will of the participants were not interfered with in any way, and they had the freedom to cease participation in the research at any time.
[bookmark: _Toc381961467]

[bookmark: _Toc434946934]CHAPTER FOUR
[bookmark: _Toc434946935]PRESENTATION, ANALYSIS AND INTERPRETATION OF RESULTS
[bookmark: _Toc434946936]4.1	Introduction 
This chapter describes the findings of the study on the relationship between human resource planning and quality of education in institutions of higher learning in Uganda. Human resource planning was measured in form of job description, person specification, job evaluation and job analysis; while quality of education was measured in form of community service, teaching, research and publications, and the students’ final grades. The sample size of the study was 93 respondents but, 89 respondents returned completed questionnaires. This was 95.69% response-rate which was acceptable since it was more than 70% response-rate accepted in social science research (Oso, 2013). 

This chapter reports how data was compiled, analyzed and interpreted, and findings of these procedures in line with the research objectives.

[bookmark: _Toc434946937]4.2	Background Information
This study collected data on the background factors of the respondents.  Background data was collected on gender, age, period in employment, and qualification of respondents. The purpose of background information was to enable users understand and appreciate the kind of population from which data was collected. The background information is reported as follows:

[bookmark: _Toc434946938]4.2.1	Gender of Respondents
Respondents were asked to state their gender. Gender was important in determining the representativeness of the sample. The responses obtained are shown in Figure 2.


[bookmark: _Toc434946939]Figure 2: Gender of the respondents.
Source: Primary data

Figure 2 shows the distribution of respondents by gender. It shows that majority (76%) of respondents were male and 24% were female. These results show that there are more male staff than female staff in Institutions of higher learning in Uganda. This is the general trend of employment in education sector in Uganda. 

[bookmark: _Toc434946940]4.2.2	Level of Education
Respondents also indicated their level of education. The level of education was important as an indicator of their knowledge and ability to teach. The responses are indicated in Figure 3.


[bookmark: _Toc434946941]Figure 3:  Level of education.
Source: Primary data

Figure 3 shows that most (47.19%) of the respondents had Bachelors degree qualifications, 38.2% had Masters Degrees and only 3.37% had PhDs. Another 11.24% had other qualifications. This shows that the qualifications of staff in Institutions of higher learning in Uganda are relatively low. This could affect quality of education in Institutions of higher learning in Uganda.

[bookmark: _Toc434946942]4.2.3	Experience of Respondents
Period in employment is another important aspect of respondents’ background factors. This is because performance may depend on the number of years that a person has worked since experience increases with years in service. The responses obtained are presented in Figure 4.


[bookmark: _Toc434946943]Figure 4: Period in employment of respondents
Source: Primary data
Figure 4 shows that most (48.31%) of respondents had worked for between 4 and 6 years, 43.82% had worked for between 1 and 3 years, 4.49% had worked for between 7 and 10 years and only about 3.37% had worked for over 10 years. The experience of staff in Institutions of higher learning in Uganda is therefore just moderate. This could negatively affect quality of education in Institutions of higher learning in Uganda.

[bookmark: _Toc434946944]4.3	Human Resource Planning and Quality of Education
[bookmark: _Toc434946945]4.3.1	Research question 1:	How does job description affect the quality of education in institutions of higher learning in Uganda?
The first objective of this study was to establish the effect of job description on quality of education in Institutions of higher learning in Uganda. Job description was operationalized as clarity of purpose, duties and work relationships. Respondents were asked to react to several statements on these variables intended to determine the status of clarity of, purpose, duties and work relationships. The responses were scored as described in Table 2. The results summarized in Table 3 were obtained.

[bookmark: _Toc434946946]Table 3:
Effect of job description on quality of education
	Job description 
	V. Good
	Good 
	Moderate 
	Poor 
	V. Poor
	Total 

	i. Clarity of job purpose.
	10
	37
	06
	28
	08
	89

	ii. Clarity of duties.
	42
	23
	01
	16
	07
	89

	iii. Clarity of job relationship.
	02
	13
	02
	47
	25
	89

	Total count 
	54
	73
	09
	91
	40
	267

	Total percent 
	20.22%
	27.34%
	3.37%
	34.08%
	14.98%
	100.0

	Total Percent - Grand
	47.56%
	3.37%
	49.06%
	100.0


Source: Primary data
Table 3 shows the status of job description at MTAC. It shows that most (34.08%) of the respondents indicated that they have poor job description while 27.34% of the respondents indicated that they have good job descriptions. Only 20.22% of the respondents indicated that they have very good job description. Data on the last row shows results on a broader scale of good – poor. It shows that most (49.06%) of the respondents rated had poor job description while 47.56% of respondents had good job description. Thus, the status of job description in Institutions of higher learning was found to be generally poor. This could have a negative effect on quality of education in Institutions of higher learning in Uganda. 

The data in Table 3 was subjected to a chi-square test of goodness-of-fit to establish if there were significant differences between the proportions reported, and to test null hypothesis that:
Ho1: Job description does not have significant effect on quality of education in Institutions of higher learning in Uganda.

The results of the chi-square test are summarized in Table 4.

[bookmark: _Toc434946948]Table 4
[bookmark: _Toc434946949]Summary of χ2 Test on Status of Job Descriptions at MTAC, Uganda 

	Variable
	N
	df
	χ2
	p
	C

	Job description 
	89
	8
	75.252
	.000
	.676


Note. χ2 (8, .05) = 15.507.

Table 4 shows the results of chi-square test of the status of job description at MTAC.             It shows that χ2 (8, N = 89) = 75.252, p = .000. Further χ2o = 75.252 > χ2c = 15.507 which led to rejection of the null hypothesis. This means that there were more respondents who had poor job descriptions than respondents who had good job description. The hypothesis that job description does not have a significant effect on quality of education was therefore rejected. The finding suggested by the data in Table 3 was therefore upheld. When some members of the academic staff were interviewed, one member pointed out; “for me my job here is to teach, nothing else….i don’t know how am linked with other offices”. On the whole, however, while a few members contended that they were clear with their job descriptions, a majority of the members decried the institution’s inability to provide detailed appointment letters showing job purpose, duties and relationships. The study therefore established that job description in institutions of higher learning in Uganda is generally poor; many members of staff in these institutions do not clearly understand their duties and responsibilities and can 

appropriately link their duties to other offices for team building and cohesion aimed at achieving high quality performance. Hence it was deduced that poor status of job description had led to decline in quality of education in institutions of higher learning in Uganda. 

The Contingency Coefficient (C = .676) indicates that 67.6% of the variance in quality of education at MTAC is dependent on job description. Therefore up to 67.6% of the changes in quality of education at MTAC can be explained from job description, other factors notwithstanding.

[bookmark: _Toc434946950]4.3.2	Research question 2: What is the effect of Person specification on the Quality of education in institutions of higher learning in Uganda?
The second objective of this study was to establish the effect of person specification on quality of education in Institutions of higher learning in Uganda. Person specification was characterized as qualifications, dispositions and special requirements. Respondents were asked to react to several statements intended to determine the status of qualifications, dispositions and special requirements. The responses were scored as described in Table 2. The results summarized in Table 5 were obtained.





[bookmark: _Toc434946951]Table 5
[bookmark: _Toc434946952]Effect of Person Specification on Quality of Education 

	Person specification 
	V. Good
	Good 
	Moderate 
	Poor 
	V. Poor
	Total 

	i. Clarity of qualifications.
	05
	36
	03
	34
	11
	89

	ii. Clarity of dispositions.
	03
	17
	04
	47
	18
	89

	iii. Special requirements.
	07
	21
	01
	45
	15
	89

	Total count 
	15
	74
	08
	126
	44
	267

	Total percent 
	5.61%
	27.71%
	2.99%
	47.19%
	16.47%
	100.0

	Total Percent - Grand
	33.32%
	2.99%
	63.66%
	100.0



Source: Primary data

Table 5 shows the status of person specification at MTAC. It shows that most (47.19%) of the respondents indicated that there is poor person specification while 27.71% of the respondents indicated that there is good person specification. Only 5.61% of the respondents indicated that there is very good person specification. Data on the last row shows results on a broader scale of good – poor. It shows that majority (63.66%) of the respondents rated person specification as poor while 33.32% of respondents rated person specification as good. Thus, the status of person specification in Institutions of higher learning was found to be generally poor. This could have a negative effect on quality of education in Institutions of higher learning in Uganda. 

The data in Table 5 was subjected to a chi-square test of goodness of fit to establish if there were significant differences between the proportions reported, and to test null hypothesis that:
Ho2: Person specification does not have significant effect on quality of education in Institutions of higher learning in Uganda.
The results of the chi-square test are summarized in Table 6.

[bookmark: _Toc434946953]Table 6
[bookmark: _Toc434946954]Summary of χ2 Test on Status of Person Specification 

	Variable
	N
	df
	χ2
	p
	C

	Person specification 
	89
	8
	103.472
	.000
	.733


Note. χ2 (8, .05) = 15.507.

Table 6 shows the results of chi-square test of the status of person specification at MTAC.      It shows that χ2 (8, N = 89) = 103.472, p = .000. Further χ2o = 103.472 > χ2c = 15.507 which led to rejection of the null hypothesis. This means that there were more respondents who had poor person specifications than respondents who had good person specification. The hypothesis that person specification does not have a significant effect on quality of education was therefore rejected. The finding suggested by the data in Table 5 was therefore upheld. When some members of the academic staff were interviewed, it was discovered that most of them knew the required qualifications for particular positions, but did not know at all, of any dispositions and special requirements, as one of them said, “here they consider Bachelors degree, Masters or PhD; nothing else…..i have not heard of any other special quality or requirement for one to work”. This was also evidenced by the copies of the adverts accessed in the marketing office. They did not show any other requirement apart from the academic qualification. The study therefore established that person specification in Institutions of higher learning in Uganda is generally poor. Hence it was deduced that poor status of person specification had led to decline in quality of education in Institutions of higher learning in Uganda. 

The Contingency Coefficient (C = .733) indicates that 73.3% of the variance in quality of education at MTAC is dependent on person specification. Therefore up to 73.3% of the changes in quality of education at MTAC can be explained by person specification, other factors notwithstanding.

[bookmark: _Toc434946955]4.3.3	Research question 3:		How does Job analysis affect the Quality of education in institutions of higher learning in Uganda?
The third objective of this study was to establish the effect of job analysis on quality of education in Institutions of higher learning in Uganda. Job analysis was operationalized as job requirements, working conditions and other aspects of the work. Respondents were asked to react to several statements on these variables intended to determine the status of clarity of job requirements, working conditions and other aspects of the work at MTAC. The responses were scored as described in Table 2. The results summarized in Table 7 were obtained.

[bookmark: _Toc434946956]Table 7
[bookmark: _Toc434946957]Effect of Job Analysis on Quality of Education 

	Job analysis 
	V. Good
	Good
	Moderate
	Poor
	V. Poor
	Total 

	i. Job requirements.
	03
	05
	03
	57
	21
	89

	ii. Working conditions.
	04
	03
	02
	63
	17
	89

	iii. Other work aspects.
	03
	09
	03
	53
	21
	89

	Total count 
	10
	17
	08
	173
	59
	267

	Total percent 
	3.74%
	6.36%
	2.99%
	69.79%
	22.09%
	100.0

	Total Percent - Grand
	10.10%
	2.99%
	91.88%
	100.0


Source: Primary data
Table 7 shows the status of job analysis at MTAC, Uganda. It shows that majority (69.79%) of the respondents indicated that there is poor job analysis while 22.09% of the respondents indicated that there is very poor job analysis. Only 6.36% of the respondents indicated that there is good job analysis at MTAC. Data on the last row shows results on a broader scale of good – poor. It shows that majority (91.88%) of the respondents rated job analysis as poor while only 10.10% of respondents rated job analysis as good. Thus, the status of job analysis in Institutions of higher learning was judged to be generally poor. This could have a negative effect on quality of education in Institutions of higher learning in Uganda. 

The data in Table 7 was subjected to a chi-square test of goodness of fit to establish if there were significant differences between the proportions reported, and to test null hypothesis that:
Ho3: Job analysis does not have significant effect on quality of education in Institutions of higher learning in Uganda.
The results of the chi-square test are summarized in Table 8.

[bookmark: _Toc434946958]Table 8
[bookmark: _Toc434946959]Summary of χ2 Test on Status of Job Analysis at MTAC 

	Variable
	N
	df
	χ2
	p
	C

	Job analysis 
	89
	8
	102.429
	.000
	.731


Note. χ2 (8, .05) = 15.507.

Table 8 shows the results of chi-square test of the status of job analysis at MTAC. It shows that χ2 (8, N = 89) = 102.429, p = .000. Further χ2o = 102.429 > χ2c = 15.507 which led to rejection of the null hypothesis. This means that there were more respondents who had poor job analysis than respondents who had good job analysis. The hypothesis that job analysis does not have a significant effect on quality of education was therefore rejected. The finding suggested by the data in Table 7 was therefore upheld. 
When some members of the administrative staff were interviewed, one of them hinted, “Here when you are given the job, you must be ready to do anything… some people gamble with teaching because they are just forced to go to class… they lack the skill and interest so their delivery may not be that good.” But the general picture drawn by the researcher from the responses of the interviewees was that job requirements, working conditions and the difficult aspects of their work were not provided. The study therefore established that job analysis in Institutions of higher learning in Uganda is generally poor. Hence it was deduced that poor status of job analysis had led to decline in quality of education in Institutions of higher learning in Uganda. 

The Contingency Coefficient (C = .731) indicates that 73.10% of the variance in quality of education at MTAC is dependent on job analysis. Therefore up to 73.10% of the changes in quality of education at MTAC can be explained by job analysis, other factors notwithstanding.
[bookmark: _Toc434946960]4.3.4	Research question 4:		To what extent does Job evaluation affect the Quality of education in institutions of higher learning in Uganda?
The last objective of this study was to establish the effect of job evaluation on quality of education in Institutions of higher learning in Uganda. Job evaluation was operationalized as clarity of job ranking, job classification and job rating. Respondents were asked to react to several statements on these variables intended to determine the status of job ranking, job classification and job rating. The responses were scored as described in Table 2. The results summarized in Table 9 were obtained.

[bookmark: _Toc434946961]Table 9:
Effect of job evaluation on the quality of education

	Job evaluation 
	V. Good
	Good
	Moderate
	Poor
	V. Poor
	Total 

	1. Job ranking.
	11
	16
	04
	48
	14
	89

	2. Job classification.
	21
	43
	00
	17
	08
	89

	3. Job rating.
	02
	07
	06
	33
	41
	89

	Total count 
	34
	66
	10
	98
	63
	267

	Total percent 
	12.73%
	24.71%
	3.74%
	36.76%
	23.59%
	100.0

	Total Percent - Grand
	37.44%
	3.74%
	60.33%
	100.0


Source: Primary data
Table 9 shows the status of job evaluation at MTAC. It shows that most (36.76%) of the respondents indicated that there is poor job evaluation, while 24.71% of the respondents indicated that there is good job evaluation at MTAC. Another 23.59% of the respondents indicated that there is very poor job evaluation while about 12.73% of the respondents indicated that there is very good job evaluation at MTAC. Data on the last row shows results on a broader scale of good – poor. It shows that majority (60.33%) of the respondents rated job evaluation at MTAC as poor, while 37.44% of respondents rated job evaluation at MTAC as good. Thus, the status of job evaluation in Institutions of higher learning was found to be generally poor. This could have a negative effect on quality of education in Institutions of higher learning in Uganda. 

The data in Table 9 was subjected to a chi-square test of goodness-of-fit to establish if there were significant differences between the proportions reported, and to test null hypothesis that:
Ho4: Job evaluation does not have significant effect on quality of education in Institutions of higher learning in Uganda.
The results of the chi-square test are summarized in Table 10.

[bookmark: _Toc434946963]Table 10
[bookmark: _Toc434946964]Summary of χ2 Test on Status of Job Analysis at MTAC 

	Variable
	N
	df
	χ2
	p
	C

	Job evaluation 
	89
	8
	58.325
	.000
	.629


Note. χ2 (8, .05) = 15.507.

Table 10 shows the results of chi-square test of the status of job evaluation at MTAC.            It shows that χ2 (8, N = 89) = 58.325, p = .000. Further χ2o = 58.325 > χ2c = 15.507 which led to rejection of the null hypothesis. This means that there were more respondents who had poor job evaluation than respondents who had good job evaluation. The hypothesis that job evaluation does not have a significant effect on quality of education was therefore rejected. The finding suggested by the data in Table 9 was therefore upheld. Upon interviewing some staff members, the researcher discovered that job evaluation in MTAC was not satisfactory. Majority of the academic staff members expressed ignorance of their reporting and performance lines. One member said, “For me i just know am a lecturer here but I don’t know who my immediate supervisor is; so i regulate my activities myself and make sure I do the right thing because I don’t know the right office to report to.” Much as all administrative staff interviewed pointed to the fact that there was an organizational structure showing the different offices, the ranking, rating and classification, a copy of which, the researcher was able to access from the Human Resource manager’s office, an extended probing with other members of the academic staff revealed that the organizational chart was not openly displayed for all members to access.  
The study therefore established that job evaluation in Institutions of higher learning in Uganda is generally poor. Hence it was deduced that poor status of job evaluation had led to decline in quality of education. 

The Contingency Coefficient (C = .629) indicates that 62.9% of the variance in quality of education at MTAC is dependent on job evaluation. Therefore up to 62.9% of the changes in quality of education at MTAC can be explained by job evaluation, other factors notwithstanding.
[bookmark: _Toc434946965]




















CHAPTER FIVE
[bookmark: _Toc434946966]SUMMARY, DISCUSSION, CONCLUSIONS AND RECOMMENDATIONS
[bookmark: _Toc434946967]5.1	Introduction
The study investigated the relationship between Human Resource Planning and quality of education in Institutions of higher learning in Uganda, by taking the case of MTAC. The implementation of human resource planning in education institutions in Uganda had led to various effects on education. The effect of human resource planning on quality of education 
in Institutions of higher learning had not been empirically investigated. The study was conducted through a cross-sectional survey design. Data was collected from 89 respondents in MTAC. This was a 95.69% response-rate, which was acceptable since it was more than 70% return-rate accepted in social science research (Oso, 2013). Data was analyzed using chi-square technique as reported in chapter four. This chapter presents a summary of the findings, draws a conclusion and makes recommendations based on the conclusion and findings.











[bookmark: _Toc434946968]5.2	Summary of the Findings   
5.2.1:	Job description and quality of education in institutions of higher learning in Uganda
The first objective of this study was to establish the effect of job description on quality of education in Institutions of higher learning in Uganda. Job description was operationalized as clarity of, purpose, duties and work relationships. Preliminary analyses showed that most (49.06%) of the respondents rated had poor job description, while 47.56% of the respondents had good job description. This pointed to the fact that job description in Institutions of higher learning was generally poor. This position was sustained by chi square test, χ2 (8, N = 89) = 75.252, p = .000. The study therefore established that job description in Institutions of higher learning in Uganda is generally poor. Up to 67.6% of the changes in quality of education at MTAC can be explained by job description, other factors notwithstanding.

5.2.2:	Person specification and quality of education in institutions of higher learning in Uganda
The second objective of this study was to establish the effect of person specification on quality of education in Institutions of higher learning in Uganda. Person specification was characterized as qualifications, dispositions and special requirements. Initial analyses showed that majority (63.66%) of the respondents rated person specification as poor while 33.32% of respondents rated person specification as good. The status of person specification in Institutions of higher learning was found to be generally poor. This position was upheld by chi square test, χ2 (8, N = 89) = 103.472, p = .000. The hypothesis that person specification does not have a significant effect on quality of education was therefore rejected. The study therefore established that person specification in Institutions of higher learning in Uganda is generally poor and had led to deterioration of quality of education in these Institutions. 
The quality of education at MTAC is dependent on person specification by up to 73.3%, other factors notwithstanding.

5.2.3:	Job analysis and quality of education in institutions of higher learning in Uganda
The third objective of this study was to establish the effect of job analysis on quality of education in Institutions of higher learning in Uganda, with job analysis being operationalized as job requirements, working conditions and other aspects of the work. Descriptive analysis indicated that a majority (91.88%) of the respondents rated job analysis as poor while only 10.10% of respondents rated job analysis as good. The status of job analysis in Institutions of higher learning was judged to be generally poor and to have a negative effect on quality of education in Institutions of higher learning in Uganda. This position was supported by the chi square test, χ2 (8, N = 89) = 102.429, p = .000. The hypothesis that job analysis does not have a significant effect on quality of education was therefore rejected. It was established that job analysis had a significant influence on the quality of education in Institutions of higher learning in Uganda. Quality of education at MTAC is dependent on job analysis by up to 73.10%, other factors notwithstanding.

5.2.4:	Job evaluation and quality of education in institutions of higher learning in Uganda
Lastly, the study investigated the influence of job evaluation on quality of education in Institutions of higher learning in Uganda. Job evaluation was operationalized as clarity of job ranking, job classification and job rating. Descriptive analysis indicated that a majority (60.33%) of the respondents rated job evaluation at MTAC as poor while 37.44% of respondents rated job evaluation at MTAC as good. The status of job evaluation in Institutions of higher learning was found to be generally poor and to have a negative effect on quality of education. This position was upheld by the chi square test, χ2 (8, N = 89) = 58.325, p = .000. The hypothesis that job evaluation does not have a significant effect on quality of education was therefore rejected. The study therefore established that job evaluation in Institutions of higher learning in Uganda is generally poor and has a significant influence on the quality of education. The study established that up to 62.9% of the changes in quality at MTAC can be explained by changes in job evaluation, other factors notwithstanding.


[bookmark: _Toc434946969]5.3	Discussion
This section discusses the findings of the study. 
First, the study established that job description in institutions of higher learning in Uganda is generally poor, and that job description had a significant influence on the quality of education. It could account for up to 67.6% of the quality of education, other factors notwithstanding. This was true because χ2 (8, N = 89) = 75.252, p = .000. This finding agrees with the views of Bernadin and Holden (2002) of a job description as a broad statement of the purpose, scope, duties and responsibilities of a job. As such, it must state the purpose, duties and relationships of the position and lists the physical, social and economic factors that affect it. Without these, quality of performance will fall in any sector including in education. The falling quality of education due poor job description can also be understood from the point of view of Mayes and Banes (1998) that the purpose of job description is to identify the job objectives in relation to the overall objectives of the institution, position in the institution indicating the relationships with other jobs and the chains of responsibility. It indicates what should be done and in what manner, in terms of quality and quantity, and the responsibilities of the job holder. Without such clear descriptions of what ought to be done, indicators of performance are missed and the performance will fall. Falling quality of education should be understood from this perspective.

The study also established that person specification has a significant influence on the quality of education in Institutions of higher learning in Uganda. But more importantly, a majority (63.66%) of the respondents rated person specification as poor and the status of person specification in Institutions of higher learning was found to be generally poor. This position was upheld by chi square test, χ2 (8, N = 89) = 103.472, p = .000. The hypothesis that person specification does not have a significant effect on quality of education was therefore rejected. Poor person specification could lower the quality of education because as Maicibi (2003) noted, the qualities or attributes required in carrying out a role may not be clear. But as Rudrabasavaray (2002) also found out, this could lead to poor interpretation of the kind of person most suitable for the job. In other words, the list of the attributes that the ideal candidate should possess and by which candidates for the job can be measured would be lacking. Such a scenario is a clear recipe for poor quality education.

The study also found out that job analysis has a significant effect on quality of education in Institutions of higher learning in Uganda. But like in the cases discussed already, the status of job analysis in Institutions of higher learning was judged to be generally poor and to have a negative effect on quality of education in Institutions of higher learning in Uganda, χ2 (8, N = 89) = 102.429, p = .000. The hypothesis that job analysis does not have a significant effect on quality of education was therefore rejected. Quality of education was found to depend on job analysis by up to 73.10%, other factors notwithstanding. This finding supports the view of Rudrabasavaray (2002) of job analysis as the examination of the facts about a specific job to determine its essential component factors and the qualities required to perform it satisfactorily. It also supports the views of Mayes and Banes (1998) who regard job analysis as the method or technique of obtaining the facts about a job in such a way that it can be used for the purpose of job evaluation, and defining job requirements and training. As the analytical study of the job to be done, it is necessary for achieving an understanding of the work in relation to other tasks in the institution and an identification of the qualities required of the job holder. Without such understanding, job performance would fall in any sector. This author agrees with these various authors that job analysis is important for effective recruitment and job performance, and that it, saves time and money, avoids unwanted personnel and acts as an avenue for quality control and management in Institutions of higher learning.

Lastly, the study found that job evaluation influences the quality of education in Institutions of higher learning in Uganda. But the status of job evaluation was found to be poor as a majority (60.33%) of the respondents rated job evaluation at MTAC as poor. This position was upheld by the chi square test (χ2 (8, N = 89) = 58.325, p = .000), and the hypothesis that job evaluation does not have a significant effect on quality of education was therefore rejected. The study therefore established that job evaluation in Institutions of higher learning in Uganda is generally poor and has a significant influence on the quality of education by up to 62.9%, other factors notwithstanding. The impact of this finding can be found in the description of job evaluation as a set of methods designed to compare jobs systematically with a view to assessing their relative worth (Bernadin & Holden, 2002). It can also be drawn from the statements of Mullins (2002) that it is a means of producing a rank order of jobs based on a rational and reasonably objective assessment of a number of key factors taken from a representative cross-section of all the jobs in a particular job hierarchy. This produces a defensible ranking of jobs on which a rational and acceptable pay structure can be built. Without such a base, there is lack of order and job performance falls. The falling performance of quality of education can be traced to lack of, or to inadequate job evaluation in institutions of higher learning in Uganda.

[bookmark: _Toc434946970]5.4	Conclusions
The purpose of this study was to investigate the relationship between human resource planning and quality of education in Institutions of higher learning in Uganda, by taking the case of MTAC. Human resource planning was measured in form of the status of job description, person specification, job analysis and job evaluation; while quality of education was measured in form of community service, teaching, research and publications, and the students’ final grades. 

Job description and quality of education in institutions of higher learning in Uganda
According to the chi-square test results [χ2 (8, N = 89) = 75.252, p = .000], the study found that job description accounts for 67.6% of the variance in quality of education at MTAC. It was therefore concluded that job description has a significant influence on the quality of education in institutions of higher learning in Uganda.

Person specification and quality of education in institutions of higher learning in Uganda
According to the chi-square test results [χ2 (8, N = 89) = 103.472, p = .000], the study found out that person specification accounts for 73.3% of the variance in quality of education at MTAC. It was therefore concluded that person specification has a significant influence on the quality of education in institutions of higher learning in Uganda.

Job analysis and quality of education in institutions of higher learning in Uganda
According to the chi-square test results [χ2 (8, N = 89) = 102.429, p = .000]; job analysis accounts for 73.1% of the variance in quality of education at MTAC. It was therefore concluded that job analysis has a significant influence on the quality of education in institutions of higher learning in Uganda.

Job evaluation and quality of education in institutions of higher learning in Uganda
According to the chi-square test results [χ2 (8, N = 89) = 58.325, p = .000], job evaluation accounts for 62.9% of the variance in quality of education at MTAC. It was therefore concluded that job evaluation has a significant influence on the quality of education in institutions of higher learning in Uganda.

 Generally the study observed that all the elements of human resource planning i.e Job description, Person specification, Job analysis and Job evaluation have a significant effect on the quality of education in institutions of higher learning in Uganda. They each respectively account for 67.6%%, 73.3%, 73.1% and 62.9% of the variance in quality of education at MTAC. Based on this, the study concluded that human resource planning has a significant effect on the quality of education in institutions of higher learning in Uganda.

[bookmark: _Toc434946971]5.5	Recommendations 
Based on the findings and conclusion drawn above, the researcher has shown in this report that job description, person specification, job evaluation and job analysis have significant influence on the quality of education in Institutions of higher learning in Uganda. While this study may have some limitations, it should be significant as a tool for improving quality of education at MTAC and in other Institutions of higher learning in Uganda as a whole. Basing generalizations on its findings, this study makes the following recommendations. 
First, the study recommends that the government through NCHE puts emphasis on establishment of human resource units in Institutions of higher learning and designs clear standards of job descriptions that should spell out clearly the, purpose, duties and work relationships, to be carried out by each office in the Institutions of higher learning in Uganda.

Secondly, the study recommends that person specification should be undertaken in Institutions of higher learning in Uganda. Each office should design and display clear expectation of the qualifications, dispositions and special requirements for the holder of each office in any institution. The status of person specification in Institutions of higher learning was found to be generally poor and this has led to decline in quality of education in higher institutions in Uganda,

Further, the study recommends the establishment and implementation of regular analysis of jobs in each unit of an Institution of higher learning in Uganda. The NCHE should require each Institution of higher learning to describe and display the job requirements, working conditions and other aspects of the work required for each job vacancy in the institution. 

Lastly, the study found the use of job evaluation to be missing in Institutions of higher learning in Uganda. This means that there is lack of job ranking, job classification and job rating. Yet these are key in any decisions on measuring job performance. The study recommends that beginning with MTAC, every institution of higher learning in Uganda should rank jobs, classify jobs and rate jobs so that jobs at the same level and rank have the same tags and are performed by people of similar level of qualification.

[bookmark: _Toc434946972]5.6	Limitations of the Study
The major limitation of this study was the fact that it was localized to only one institution, MTAC. This might be an under-representation since quality of education has been a major challenge in virtually all Institutions of higher learning in Uganda. The researcher would have loved to take the study on a wider scale so that a sample is taken from Institutions of higher learning across Uganda. But resource constraints could not allow. The localization of the study to MTAC might reduce its generalizability, although it portrays an undisputable picture of the quality of education in other Institutions of higher learning in Uganda.

[bookmark: _Toc434946973]5.7	Areas for Future Research
This study investigated the relationship between Human Resource Planning and quality of education in Institutions of higher learning in Uganda, with specific focus on job description, person specification, job evaluation and job analysis. The study found that job description, person specification, job evaluation and job analysis in Institutions of higher learning in Uganda was poor. While it was noted that the quality of education in Institutions of higher learning was poor, time and other resource limitations could not allow for further investigation into other aspects of human resource planning that could play a vital role in improving the quality of education in Institutions of higher learning in Uganda.
 The researcher therefore recommends that:
1.  Other aspects of human resource planning in Institutions of higher learning in Uganda be evaluated to determine their effect on the quality of education in institutions of higher learning. This could add to the external validity of the study.
2. Other factors such as staff remuneration be investigated to discover their impact on staff performance and the consequent quality of education in institutions of higher learning in Uganda.
3. Other than Human resource planning, there might be other factors that are directly responsible for the low quality of education in institutions of higher learning in Uganda, which should be unearthed through research with the view to improve the quality of education.
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[bookmark: _Toc434946976]APPENDIX I
[bookmark: _Toc381961469][bookmark: _Toc434946977]WORK PLAN
	[bookmark: _Toc381961470][bookmark: _Toc434946978]Activity
	Duration (months)
	Period - 2015

	Development of proposal and approval
	1
	July - August

	Development of Instruments, piloting and quality control
	½
	August 

	Data Collection
	½
	September 

	Data Organization, Analysis and Interpretation
	½
	October  

	Report Writing and Submission
	½
	Oct - November



[bookmark: _Toc381961471][bookmark: _Toc434946979]
APPENDIX II
[bookmark: _Toc381961472][bookmark: _Toc434946980]RESEARCH BUDGET
	S/N
	Item
	Description
	Estimated Cost (UGX)

	1. 
	Stationery
	Photocopier paper, writing ink, printing ink
	200,000

	2. 
	Subsistence
	
	1,000,000

	3. 
	Library research
	
	500,000

	
	Support Services
	
	1,000,000

	
	Contingency
	
	300,000

	
	[bookmark: _Toc381961473][bookmark: _Toc434946981]Total 
	
	3,000,000



[bookmark: _Toc381961474][bookmark: _Toc434946982]
APPENDIX III
[bookmark: _Toc381961475][bookmark: _Toc434946983]QUESTIONNAIRE FOR ACADEMIC AND ADMINISTRATIVE STAFF OF MTAC
Dear Sir/Madam,
This information is required for a study being conducted by a student for the award of a degree of Masters of Higher Education Management and Administration of UMI. Its purpose is to examine and describe the relationship between human resource planning and the quality of education in Institutions of higher learning in Uganda. It is hoped that the study will result into the development of effective human resource planning policies for the improved quality of education not only in Institutions of higher learning, but in the whole education system in Uganda. Your views as a member of MTAC academic staff are thus considered crucial and part and parcel of this study. Please complete, to the best of your ability, the questionnaires enclosed herein following the instructions given after each item, and return your completed questionnaire to the researcher. Your cooperation will be highly appreciated and any information given shall be treated as strictly private and confidential.  

[bookmark: _Toc381961476][bookmark: _Toc434946984]Part A:	Background Information
1. Indicate the following information. (Please, tick () the appropriate choice or fill in the blanks accordingly).
a. Name (Optional):	…………………………………………………………………..
b. Department:…………………………………..…………………………………….
c. Position in the department: ……………………….…….…………………………….
d. Gender:……………………………………………………………………………...




2. Highest level of education
A. Doctoral (PhD) 
B. Masters 
C. Bachelors 
D. Others
 

3. Age group
A. 21 – 29 years 
B. 30 – 39 years 
C. 40 – 49 years 
D. 50 – 59 years 
E. 60+ years

4. Period of service with MTAC (in years)	
A. 1 – 3 years 
B. 4 – 6 years 
C. 7 - 10 years
D. 10+ years



PART B
1. React to the statements given below by selecting the alternative most applicable to you. Check () the alternative that best reflects your feelings on the main statement.
	Main Statement
	SA
	A
	NS
	DA
	SDA

	i. The purpose of my job is well stated and it is very clear to me.
	
	
	
	
	

	ii. My duties are well described and they are very clear to me.
	
	
	
	
	

	iii. The relationships between my job and other jobs in MTAC are well described and they are very clear to me.
	
	
	
	
	


Key: SA = Strongly Agree; A = Agree: NC = No Comment; DA = Disagree; SDA = Strongly Disagree
Comment briefly on your response to each statement:
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………



2. React to the statements given below selecting the alternative most applicable to you. Check () the alternative that best reflects your feelings to the main statement.
	Main Statement
	SA
	A
	NS
	DA
	SDA

	i. The qualifications required for this job are well stated and they are very clear to me.
	
	
	
	
	

	ii. The dispositions required for this job are well stated and they are very clear to me.
	
	
	
	
	

	iii. The special requirements for this job are well stated and they are very clear to me.
	
	
	
	
	


Key: SA = Strongly Agree; A = Agree: NC = No Comment; DA = Disagree; SDA = Strongly Disagree
Comment briefly on your response to each statement:
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………
NB: Dispositions – The natural qualities of a person’s character, such as acceptability, influence over others, steadiness, dependency, self reliance, honesty and commitment, among others. 



3. React to the statements given below by selecting the alternative most applicable to you. Check () the alternative that best reflects your feelings on the main statement.
	Main Statement
	SA
	A
	NS
	DA
	SDA

	i. The rank of my job in MTAC is well stated and it fits well within the institutional structure.
	
	
	
	
	

	ii. The class of my job in MTAC is well stated and it fits well within the institutional structure.
	
	
	
	
	

	iii. The rating of my job in MTAC is well stated and it fits well within the institutional structure.
	
	
	
	
	


Key: SA = Strongly Agree; A = Agree: NC = No Comment; DA = Disagree; SDA = Strongly Disagree
Comment briefly on your response to each statement:
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………


4. React to the statements given below by selecting the alternative most applicable to you. Check () the alternative that best reflects your feelings on the main statement.
	Main Statement
	SA
	A
	NS
	DA
	SDA

	i. The requirements of my job in MTAC are well stated and they are very clear to me.
	
	
	
	
	

	ii. The working conditions of my job in MTAC are well stated and they are very clear to me.
	
	
	
	
	

	iii. The difficult aspects of my job in MTAC are well stated and they are very clear to me.
	
	
	
	
	


Key: SA = Strongly Agree; A = Agree: NC = N Comment; DA = Disagree; SDA = Strongly Disagree

Comment briefly on your response to each statement:
…………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………


PART C
1. React to the statements given below by selecting the alternative most applicable to you. Check () the alternative that best reflects your feelings on the main statement. Rate the performance of MTAC on the factors indicated by selecting a suitable score on the scale provided. The score that you indicate will reflect your view of the quality of each factor.
	Statement
	0-20%
	21-40%
	41-60%
	61-80%
	81-100%

	i. Consultancies.
	
	
	
	
	

	ii. Community service
	
	
	
	
	

	iii. Course outlines
	
	
	
	
	

	iv. Teaching notes
	
	
	
	
	

	v. Course works
	
	
	
	
	

	vi. Research & Publications
	
	
	
	
	

	vii. Journals
	
	
	
	
	

	viii. Seminars & Seminar papers
	
	
	
	
	

	ix. Students Projects supervision
	
	
	
	
	

	x. Students Final Grades
	
	
	
	
	



Comment briefly on your response to each statement; 
……………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………………… 


[bookmark: _Toc434946985]APPENDIX IV
[bookmark: _Toc434946986]INTERVIEW SCHEDULE
1. How did you get this job?
2. Are you and other members of staff officially appointed or issued with appointment letters?
3. How does the institution conduct appointments for new staff?
4. For how long have you served in your current position?
5. What is the rank of your job based on the institutional organizational structure?
6.  Are there opportunities for promotion? And what is the procedure?
7. Do you conduct staff performance appraisals in your institution?   
8. How often are the staff members appraised?      
9. How does the institution motivate staff to perform better?
10. What are the qualifications of the different members of the academic staff?
11. Do you and other members of the academic staff participate in research and publications?       
12. If yes,    (i) about how many research projects have you conducted or earned for the institution?    
a. How many publications do you have on record?
b. Does the institution encourage or facilitate staff and students to publish?
13. Do your students do academic research?
14. How are students supervised and assessed for academic research?
15. Does the institution facilitate or encourage students’ innovations in research? If yes, how many projects are there at hand by the students?
16. Does the institution promote staff and students’ participation in community work? If yes, how has it been done and in which places or areas has it been done?
17. Do staff members provide course outlines to students before the teaching starts?
18. How do you assess students?
19. How do you rate the general students’ performance?
20. About how many first class scores do you get every academic year? And which departments are they common?
21. Do you think the qualifications of the academic staff members greatly influence the performance of the students? If yes, explain how
22. Are there chances that one course paper for a particular class can be taught by many members of staff? If yes, how advantageous has it been to the institution?
23. Do have a quality assurance unit or office? If yes, what role does it play in the running of the institutional academic programs?
24. How do you maintain quality in teaching and learning?
25. [bookmark: _Toc398987247][bookmark: _Toc401064171][bookmark: _Toc401084140][bookmark: _Toc401857577][bookmark: _Toc381961477]What is the rating of MTAC at the international standards rating as an Institution of higher learning?	                                      					


[bookmark: _Toc434946987]APPENDIX V
[bookmark: _Toc434946988]DOCUMENT REVIEW GUIDE
The Researcher will seek to review the following Documents: 
1. MTAC Strategic Plan, 2012 - 2016
2. MTAC Quality assurance policy, 2013
3. MTAC Human Resource Manual, 2011 & 2013
4. MTAC Annual Report, 2014
5. MTAC Students Examinations Results, 2011 – 2015
6. MTAC Human Resource and Administration Manager’s Report, 2014
7. MTAC Academic Registrar’s Report, 2014
8. MTAC Prospectus, 2014
9. Any other MTAC policy document 
10. NCHE Policy documents available and in use
11. National Quality Assurance policy framework 
12. The Universities and Other Tertiary Institutions Act. The researcher will review these documents in relation to the Institution’s operations concerning:
a. Teaching with regard to; course outlines, teaching notes and assessments at MTAC
b. Community service especially community projects and consultancies executed.
c. Research and Publications with emphasis on; Journals, seminars and seminar papers and students’ projects supervision.
d. Students’ final grades
e. Human Resource Practices especially with regard to; job description, person specification, job evaluation and job analysis.
[bookmark: _Toc434946989]APPENDIX VI
[bookmark: _Toc381961478][bookmark: _Toc434946990]TABLES FOR DETERMINING SAMPLE SIZE
	
	Sample Size at  Confidence = 95%
	Sample Size at  Confidence = 99%

	
	Margin of Error - Percent
	Margin of Error – Percent

	Population
	5.0
	3.5
	2.5
	1.0
	5.0
	3.5
	2.5
	1.0

	10
	10
	10
	10
	10
	10
	10
	10
	10

	20
	19
	20
	20
	20
	19
	20
	20
	20

	30
	28
	29
	29
	30
	29
	29
	30
	30

	50
	44
	47
	48
	50
	47
	48
	49
	50

	75
	63
	69
	72
	74
	67
	71
	73
	75

	100
	80
	89
	94
	99
	87
	93
	96
	99

	150
	108
	126
	137
	148
	122
	135
	142
	149

	200
	132
	160
	177
	196
	154
	174
	186
	198

	250
	152
	190
	215
	244
	182
	211
	229
	246

	300
	169
	217
	251
	291
	207
	246
	270
	295

	400
	196
	265
	318
	384
	250
	309
	348
	391

	500
	217
	306
	377
	475
	285
	365
	421
	485

	600
	234
	340
	432
	565
	315
	416
	490
	579

	700
	248
	370
	481
	653
	341
	462
	554
	672

	800
	260
	396
	526
	739
	363
	503
	615
	763

	1,000
	278
	440
	606
	906
	399
	575
	727
	943

	1,200
	291
	474
	674
	1067
	427
	636
	827
	1119

	1,500
	306
	515
	759
	1297
	460
	712
	959
	1376

	2,000
	322
	563
	869
	1655
	498
	808
	1141
	1785

	2,500
	333
	597
	952
	1984
	524
	879
	1288
	2173

	3,500
	346
	641
	1068
	2565
	558
	977
	1510
	2890

	5,000
	357
	678
	1176
	3288
	586
	1066
	1734
	3842

	7,500
	365
	710
	1275
	4211
	610
	1147
	1960
	5165

	10,000
	370
	727
	1332
	4899
	622
	1193
	2098
	6239

	25,000
	378
	760
	1448
	6939
	646
	1285
	2399
	9972

	50,000
	381
	772
	1491
	8056
	655
	1318
	2520
	12455

	75,000
	382
	776
	1506
	8514
	658
	1330
	2563
	13583

	100,000
	383
	778
	1513
	8762
	659
	1336
	2585
	14227

	250,000
	384
	782
	1527
	9248
	662
	1347
	2626
	15555

	500,000
	384
	783
	1532
	9423
	663
	1350
	2640
	16055

	1,000,000
	384
	783
	1534
	9512
	663
	1352
	2647
	16317

	2,500,000
	384
	784
	1536
	9567
	663
	1353
	2651
	16478

	10,000,000
	384
	784
	1536
	9594
	663
	1354
	2653
	16560

	100,000,000
	384
	784
	1537
	9603
	663
	1354
	2654
	16584

	300,000,000
	384
	784
	1537
	9603
	663
	1354
	2654
	16586



[bookmark: _Toc434946991]APPENDIX VII
[bookmark: _Toc434946992]SUMMARY STATEMENT OF QUESTIONNAIRES RESPONSES
Job Description 
	Main Statement
	SA
	A
	NC
	DA
	SDA

	i. The purpose of my job is well stated and it is very clear to me.
	10
	37
	06
	28
	08

	ii. My duties are well described and they are very clear to me.
	42
	23
	01
	16
	07

	iii. The relationships between my job and other jobs in MTAC are well described and they are very clear to me.
	02
	13
	02
	47
	25


Key: SA = Strongly Agree; A = Agree: NC = N Comment; DA = Disagree; SDA = Strongly Disagree

Person Specification
	Main Statement
	SA
	A
	NC
	DA
	SDA

	i. The qualifications required for this job are well stated and they are very clear to me.
	05
	36
	03
	34
	11

	ii. The dispositions required for this job are well stated and they are very clear to me.
	03
	17
	04
	47
	18

	iii. The special requirements for this job are well stated and they are very clear to me.
	07
	21
	01
	45
	15


Key: SA = Strongly Agree; A = Agree: NC = N Comment; DA = Disagree; SDA = Strongly Disagree



Job Analysis
	Main Statement
	SA
	A
	NC
	DA
	SDA

	i. The rank of my job in MTAC is well stated and it fits well within the institutional structure.
	03
	05
	03
	57
	21

	ii. The class of my job in MTAC is well stated and it fits well within the institutional structure.
	04
	03
	02
	63
	17

	iii. The rating of my job in MTAC is well stated and it fits well within the institutional structure.
	03
	09
	03
	53
	21


Key: SA = Strongly Agree; A = Agree: NC = N Comment; DA = Disagree; SDA = Strongly Disagree

Job Evaluation
	Main Statement
	SA
	A
	NC
	DA
	SDA

	i. The requirements of my job in MTAC are well stated and they are very clear to me.
	11
	16
	04
	48
	14

	ii. The working conditions of my job in MTAC are well stated and they are very clear to me.
	21
	43
	00
	17
	08

	iii. The difficult aspects of my job in MTAC are well stated and they are very clear to me.
	02
	07
	06
	33
	41


Key: SA = Strongly Agree; A = Agree: NC = N Comment; DA = Disagree; SDA = Strongly Disagree



QUALITY OF EDUCATION
	
	V. Poor
	Poor
	Good 
	V. Good 
	Excellent 

	Factor 
	0-20% 
	21-40%
	41-60%
	61- 80%
	81-100%

	i. Consultancies 
	07
	39
	31
	12
	00

	ii. Community service
	47
	23
	19
	00
	00

	iii. Course outlines 
	00
	19
	48
	22
	00

	iv. Teaching notes 
	00
	07
	57
	25
	00

	v. Course works
	00
	00
	63
	26
	00

	vi. Research & publications
	22
	47
	20
	00
	00

	vii. Journals 
	73
	08
	08
	00
	00

	viii. Seminars & seminar papers
	75
	10
	04
	00
	00

	ix. Students research projects supervision 
	20
	29
	33
	07
	00

	x. Students final grades
	00
	17
	41
	31
	00







Male	Female	0.76000000000002665	0.24000000000000021	
count	
Bachelors	Masters	Doctoral (PhD)	Others	42	34	3	10	percent	
Bachelors	Masters	Doctoral (PhD)	Others	47.190000000000012	38.200000000000003	3.3699999999999997	11.239999999999998	Column1	Bachelors	Masters	Doctoral (PhD)	Others	Column2	Bachelors	Masters	Doctoral (PhD)	Others	Qualification

Count/percent

Count	
1--3	4--6	7--10	10+	39	43	4	3	Percent	
1--3	4--6	7--10	10+	43.82	48.309999999999995	4.49	3.3699999999999997	Column1	1--3	4--6	7--10	10+	Period in employment (years)
Count/percent
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