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Introduction

In recent years, most African governments have re-
duced their funding of higher education. Makerere Uni-
versity is not an isolated case. For instance, funding
from the government has been declining since 1990 and
student numbers have escalated. Prior to the 1970s, the
university had a small population of about 2000 stu-
dents. But from 1990, the population rose from less than
10,000 to the current estimated 40,000 students (Plan-
ning Department, Makerere University 2003).

This increase in student numbers has created more
challenges and attracted public concern about the capac-
ity of Makerere University to provide quality education
(Mamdani 2007), given the inadequate facilities,
equipment and numbers of teaching staff. This fear
points to problems with the curriculum, delivery me-
thods, quality of the teaching staff, as well as the teach-
ing and learning materials.

In an attempt to restructure itself, its paradigm and
ways of teaching, Makerere University started offering
continuous professional development (CPD) in 2006.
This involves changing students’ paradigm of learning
as well as teachers’ paradigm of teaching. Specifically,
the training aimed at enabling the teaching staff to ac-
complish four tasks: (1) gain insights into how people
learn in order to structure instruction for optimal learn-
ing, (2) formulate course goals/objectives as a starting
point for a constructive alignment, (3) choose and struc-
ture course content as well as teaching and assessment
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methods in relation to course objectives, and (4) choose
and adopt interactive teaching methods that stimulate
active learning.

Methodology

The data for this paper was drawn from shared ex-
periences of participants and analysis of evaluation
forms gathered during CPD workshops. Six CPD work-
shops involving approximately 200 teaching staff have
been conducted for the period 2006-2009. Data from the
workshop participants were mainly collected on the first
and the last day of the training. In addition, interviews
were held with faculty members who missed the train-
ing.

Findings
Staff Perception of the Training

The timing of the training was always a problem for
the majority of staff due to their busy schedules
throughout the year. Four of the training sessions were
conducted during students’ vacation. However, this is
the same period that some staff take annual leave, con-
centrate on research, and focus on other personal roles.

Second, some teaching staff preferred workshops
that are interactive. As one staff member explained: “I
have taught for a long time at the university and I have
a lot to contribute to the discussion. I do not want a
workshop where you sit and listen.”

Thus, the training was mainly experiential and in-
teractive. The participants were required to draw on
their own experience and also make a systematic litera-
ture search so as to gain a deeper understanding on how
theory and praxis related to their experience.
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Third, having taught for a long time, some partici-
pants felt that training on teaching and student learning
was not important. This was evident from the responses
of professors. At the beginning of the training, they felt
that they already knew what to do. One of the profes-
sors commented: “On the first day I thought we were
knowledgeable but after the training I discovered I was
lacking important skills to deliver my subject matter to
the students effectively.”

Lynn (2002) suggests that professional develop-
ment should be provided according to ones’ career
cycle. This advice suggests that there are variations in
needs of experienced and new teaching staff. Neverthe-
less, with the exception of the last training, newly re-
cruited staff were combined with experienced ones.
And during the training, experienced teachers were
more willing to share experiences than newly recruited
participants.

Discussion of the Lessons Learned and Conclusions:

From workshop experiences, it was clear that teach-
ing staff at Makerere University had good knowledge of
the content of their subject areas but many reported
problems with the teaching techniques. It was evident
that they still have massive training needs. For instance,
areas such as e-learning, teachers’ ethics and code of
conduct in teaching, research supervision skills, and
student support were identified. A participant had this to
say: “One thing that I would have loved to learn is how
to control my emotions and how to handle disrespectful
students.”

It is also clear that the current training program fo-
cused on strengthening teaching is considered less im-
portant by the staff because it does not contribute to
individual and research development.

Furthermore, the training workshop focused only on
what lecturers could do in order to improve quality but
not how they can be supported by management to ac-
complish their work. One participant summarized these
concerns as follows: “We do not see lecturer support
from management. Where is the input from administra-
tors? Get administrators to attend these trainings.”

In the mixed group faculty and staff group, the
training ended up acting as a forum for airing out views
to the administration. This distracted the training, but it

was an indication that a forum for sharing ideas with the
main university administration was lacking.

There were varied reactions on the training’s dura-
tion. The younger staff preferred a continuous longer
period of training while the senior ones wanted shorter
periods. While longer trainings would provide time to
try out what was learned, it would also require frequent
trainings for which resources may not be adequate. Al-
ternatively, trainings could be organized at the faculty
level (rather than the university level) where members
could share experiences.

There are fewer, if any, professional development
courses for university staff compared to teachers at oth-
er levels of education. It is probably this tradition that
has created a feeling among university staff that profes-
sional development courses designed by their university
are not important to them. Yet, universities need to or-
ganize continuous professional development courses for
their staff in order to prepare them for the constant
changes. The university should put in place professional
development programs and provide them for all newly
recruited staff and then periodically to all staff.

References

Beekes, Wendy. 2006. “The ‘Millionaire’ method for
encouraging participation.” Active Learning in
Higher Education 7 (1): 25-36.

Blackmore, Jill. 2002. “Globalisation and the Restruc-
turing of Higher Education for New Knowledge
Economies: New Dangers or Old Habits Troubling
Gender Equity Work in Universities?” Higher Edu-
cation Quarterly 56 (4): 419-441.

Ruben, Brent D. 2004. Pursuing excellence in higher
education: Eight fundamental challenges. San
Francisco: Jossey-Bass.

Briggs, Senga. 2005. “Changing Roles and Competen-
cies of Academics.” Active Learning in Higher
Education. 6 (3): 256 -268.

Brown, Lori DiPrete, Lynne Miller Franco, Nadwa Ra-
feh, and Theresa Hatzell. 1998. “Quality Assurance
of Health Care in Developing Countries” of Quality
Assurance Methodology Refinement Series. Bethes-
da: Quality Assurance Project.



8 Comparative & International Higher Education 2 (2010)

Cahn, Steven M. 1978. Scholars Who Teach. The Art of
College Teaching. Chicago: Nelson-Hall

Cowan, John. 1998. On Becoming an Innovative Teach-
er: Reflection in Action. Buckingham: Open Uni-
versity Press.

Davis, Margaret. 2003. “Barriers to Reflective Practice:
The Changing Nature of Higher Education.” Active
Learning in Higher Education 4 (3): 243-255.

David, Barbara G. 1993. Tools for Teaching. San Fran-
cisco: Jossey-Bass.

Desimone, Randy, L., Jon M. Werner, and David M.
Harris. 2002. Human Resource Development. 3rd
ed. Forth Worth: Harcourt.

Ingrid, Moses. (1988). Academic Staff Evaluation and
Development: A University Case Study. Queen-
sland: University of Queensland Press.

Jenny, Tizard, lan Minty, and Derek Newton. 2001.
“Meeting the Staff Development Challenges Pre-
sented by Creating a University.” Active Learning
in Higher Education 2(2): 164-179.

Kasozi, A. B. K., Nakanyike Musisi, Delius Asiimwe,
and Samwiri Katunguka. 2002. Decentralization
and Tertiary Institutions of Learning in Uganda.
Makerere: Makerere Institute of Social Research.

Kelemen, Mihaela L. 2006. Managing Quality: Mana-
gerial and Critical Perspectives. London: Sage.
Lynn, Susan K. 2002. “The Winding Path: Understand-
ing the Career Cycle of Teachers.” Clearing House

75(4): 179-182.

Makerere University Planning and Development. 2003.
Unit Cost Per Faculty at Makerere University: A
Study to Analyze the Consequences of Expansion in
Terms of Cost of Developing and Maintaining Aca-
demic Standards. Kampala: Makerere University.

Mamdani, Mahmood. 2007. Scholars in the Market-
place: Dilemmas of Neo-liberal Reform at Make-
rere University (1989-2005). Kampala: Fountain
Publishers.

Romer, Roy. 1996. Making Quality Count in Under-
graduate Education. Denver: Education Commis-
sion of the States.

Vision Reporter. 2008. “Do the Best Students Always
Make Good Lecturers?” The Education Vision Feb-
ruary 23.

Weidman, John C., and Elizabeth L. Stein. 2003. Socia-
lization of Doctoral Students to Academic Norms.
Research in Higher Education 44 (6): 641 -656.





