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ABSTRACT

This study investigated the level of work produityivof different gender of academic staff in sedetiprivate
universities in Central Uganda. The study sougliini the: (1) level of work productivity of the spondents understudy.
(2) Comparison between the male and female acadstaft in terms of: level of work productivity. Sgécally the
descriptive comparative designs and survey desigme utilized in this study. Utilizing the Slovesidbrmula the actual
number of respondents (665) was computed. The piwp@ampling technique was employed, data wagaelll from
four private universities which included: 215 aagadtestaff of Kampala International University,77ademic staff from
Nkumba University, 65 academic staff from Ugandari€¥ian University, and 37 academic staff from Qadish
University using 2 sets of non-standardized andaeh devised questionnaires. Data were analyzad ttee mean, and
Analysis of Variance (ANOVA). The overall mean seoon level of work productivity was interpreted ksv.
There was no significant difference between makk famale academic staff in terms of their levelnoirk productivity.
The findings concluded that, better outcomes anceased productivity is assumed to be the resubietter work place.
The study recommended that productivity measuresvatuable in monitoring targets for institutionadoductivity

improvement, and performance in order to retainamadd high labor turnover of the staff.
KEYWORDS: Work Productivity, Academic Staff, Private Univdiss, Central Uganda

INTRODUCTION

In many African countries, the provision of higheducation by private institutions is new but avgrg
phenomenon. When compared to other parts of thiwoowever, most African countries have been dlowxpand the
private higher education sector (Altbach, 1999ktétically, the growth of private universities irgahda has been fast
after liberalization of education in 1988. For exden Makerere University was the only leading itngibn of higher
learning in Uganda, accounting for 95 percent ef tibtal university enrolments till 1988. The reniainfive percent of
enrolment were shared between six other univessiticMbarara, Ndejje, Nkumba, Islamic Universitydganda, Uganda
Martyrs University and Bugema. The enrolments itediary institutions over the last 10 years incexh by over

90 percent while the number of tertiary institusdncreased by 1.8 percent in the same period §3aitajubi, 1999).

Several researchers have explored staff prodtictivi different contexts. In the view of Taylor @B),
money (or to take it more broadly, remunerationjaiprimary incentive to workers. Sangaire (2007)digtd salary
payment which had significant effect on the perfance of teachers in Central College, Kawempe. Kaigaelin 2006 also
studied recruitment and employee performance inapgi universities in Uganda. The staff of Maker&heiversity

complained of the unattractive general terms ofiserand other conditions of work. Its strategiarp001-2005 also
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pointed out that one of the weaknesses of the tsityewas its non-competitive terms of service. Theels of
remuneration and terms of service were not verypaditive in the job market leading to inadequateivadion and poor
retention of staff. The above scenario seemed tupéicated among private universities in Centrghbdda. However, all
these studies left gaps to be explored which thipgsed study will attempt to investigate furtherigolate factors
affecting employee productivity in selected privatgversities in Uganda such as employees’ benegtsognition and
acknowledgement, work conditions, promotions, wprkductivity in terms of teacher performance, cotmmeint and
resource utilization. Many universities have fewfpssors, senior lecturers, lecturers which implieg the university
may not achieve their goals and contribute to nafidevelopment the way they are expected to ddallaek of qualified
teaching staff. There are several factors resptnéds the current low level of academic produdtiviSome of these

factors are not yet well known and documented wthichstudy intends to investigate empirically.

The political climate of the 1970’s, coupled witiw salaries, drove many of the well qualified ssaits out of
the University for Greener Pastures abroad. Theas mo academic freedom, making objective teachimgossible.
Imprisonment of lecturers, molestation and Kkillinms state security agencies were a common occugrbetore 1988
liberalization of education by the government ofadda. This indicates that there is need for mogstutions at tertiary
level to absorb the high numbers of students. @Qvperiod of 8 years 10 new private universitiesehbagen licensed to

operate, through National Council for Higher Ediscra{ NCHE).

In recent years, a series of studies have beere dehich empirically examine the determinants of
(as well as the relationship between) worker prtiditg and earnings (Holzer, 1988). Productivity defined by
Sutermeister (1976) as, “output per employee haurlity considered”. Dorgan (1994) defines produdtti as,
“the increased functional and organizational pen@nce, including quality”. Productivity is a ratio measure how well
an organization (or individual, industry, countognverts input resources (labour, materials, mashéic.) into goods and
services. Productivity (the ratio between outputl anput) is often regarded as an essential parbrghnizational
performance (Hannula, 1999; Tangen, 2005) and aweeequisite for the wealth and competitivenessnafions
(Singh et al., 2000; Sink, 1983). It is therefonecessary to gather productivity information at l&eels of nations,
organizations, departments and units. The rolenofak how and professional competence is growingestigations have
shown that the attempts of enterprises to impraweelyxctivity with short-term actions, such as persrturnover and
large-scale lay-offs, are not very profitable ie tbng run (Kari 2007). Improving productivity veamployee turnover can

even be a handicap as regards work motivation atodef competitiveness (Kari 2007).

Despite the importance of productivity, issuesited to the measurement of productivity have stll received
adequate attention (Singh el al., 2000). SingH.g2800) reviewed studies on productivity measweeitnthe majority of
which were carried out in the manufacturing contekh the approach of statistical analysis focusomymacro-level.
In recent years, a series of studies have been dahich empirically examine the determinants of

(as well as the relationship between) worker préiditg and earnings (Holzer, 1988).

From managerial perspective, productivity measwunes valuable in monitoring the progress of prowitgt

improvement and identifying targets for productiiinprovement (Jaaskelainen and Uusi-Rauva, 2010).

Most universities require their academic staffettjage in teaching, carrying out research, pulaish render

community service. They have defined level of perfance on which every staff is judged for employmand
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promotion. However, the level of productivity ofetticademic staff in many private universities iskfelow. Employee
productivity does not seem to have improved ovest{iwangoli, 2010). Armstrong observes that when leyges are

unhappy, frustrated, uninspired and not motivatteeiy level of production is low (2007).

Many universities have few professors, senioniees, lecturers which imply that the universityynmot achieve
their goals and contribute to national developnteatway they are expected to do due to lack ofifigghlteaching staff.
There are several factors responsible for the nutosv level of academic productivity. Some of thdactors are not yet

well known and documented which this study intetadisivestigate empirically.

Employee/work productivity is how well an employdees his or her job to achieve organizational g@ad
objectives (Jack, 2003) and could be perceived fam@ion of the interaction of ability. Productiyiis the standard to
which someone does something such as a job. Anogeplcould be performing to the level they are bbpaf only if
there are adequate tools, equipment, materials saipgblies and favorable working conditions, helpéa-workers,
supportive work rules and procedures, sufficiefdrimation to make job-related decisions and adegtiate to do a good
job. The contrary scenario may yield negative tasilhe staff/ employee are conceptualized asdo@lp who work for a

particular institution.

Work productivity is measured in this study innter of teacher performance, commitment and resource
utilization. Teacher performance and commitmentlymgffective learning outcomes that necessitatestéacher to be
prepared in the following areas: command of théombtknowledge about learning and human behavidisplay of
attitudes that foster learning and genuine humkatioaships; competence in the subject matter ttabght and control of
technical skills of teaching that facilitate stutieriearning (Smith 2009). For the teacher to penfeeffectively then,
he should promote student’s learning through angadi positive learning climate, selecting apprdpriastructional goals
and assessments, using the curriculum effectiaslgl,employing varied instructional behaviors trelplall students learn
at higher levels (Ama and Ama, 2004). Accordind@3tdey (1953), a school to be an instrument of eiilutat has to be
staffed with teachers who have adequate knowleddbeosubject matter in their teaching subjects. tlim same note,
it is believed that in order to achieve pre-detewdi educational aims, the teacher should make tw efficient use of

the available resources (resource utilization}tierstudents to find meaning in their learning.

In view of George and Jones’ (2002) contentiors there are three key elements by which a workefiopm or
become productive, these are then considered frussion in this study to impress more on work petity.
The key elements are: (1) direction of behavioe (thany potential behaviors a worker could perfonat the worker
could actually perform); (2) level of effort (howatd does a worker perform); and (3) level of péesise
(how hard does a person keep on trying to perfokanagers expect workers to actually perform (diogcof behavior)
by being motivated to come to work on time, perfdhmir assigned tasks dependably, come up with gpeass, help other
workers and avoid paying lip service to qualityrtRar, the gravity of the workers’ performance @kewf effort) is also
essential to emphasize the need for change fobdter even in the midst of obstacles, roadbloakd stonewalls
(level of persistence). The above scenario seemeblet the same among private universities in Ceritigdnda.
However, all these studies left gaps to be explavkith this study has attempted to investigatetHeur to isolate factors
affecting employee productivity in selected privat@versities in Uganda and to investigate the waditbn tools is the

main cause of the matter in the study.
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STATEMENT OF THE PROBLEM

Most of the successful people that are around baem proved to be very efficient time managers se¢heir
productivity (Shadare & Hammed, 2000). Since proigtitg involves human resources, staff personnehaggment must
be geared to attract, retain and motivate the lingstan assets available in private institutions. [Elel of productivity of
the academic staff in many private universitieflganda is far below (Kasozi, 2008; Nambassa 2008} failure to fully
improve on work productivity in the private Univdys may lead to several undesirable outcomes; ptmmonot
straightforward, brain drain due to lack of comnety unclear policies in remuneration, lack of died staff,
high labour turnover, unattractive general termses¥/ice and working conditions. Many universitiesre few professors,
senior lecturers, lecturers which imply that theivarsity may not achieve their goals and contribtdenational

development the way they are expected to do diseckoof qualified teaching staff and inefficient nagement.

Therefore, employee productivity does not seenhawe improved overtime. Armstrong (2007) obsenrex t
when employees are unhappy, frustrated, uninsp&ed not motivated, their level of production becemew.
This situation was also revealed by Aacha, (208anhgaire, (2007), Kagubaire, (2006), Nyuakiiza,080Mugeere,
(2001); Farrant, (1997), Carron, (1996), Kasaij®9(1), that where teachers pay is very low, thereormally de facto
recognition that the labour process' in schools tease organized in such a way that enables tesctier autonomy to
generate additional income. It is persistencethgeat to the survival of the universities, sinogroductive staff members
cannot enable the universities to pursue their atbbjes effectively. It is however, not clear whethibe cause of the
problem is related to academic staff productivityth a view of suggesting ways of remedying theatbn. Thus, the
assumed decline in employee productivity and in mmitment to high-quality work performance may haveeanendous
effect on work productivity as well as overall eféncy. Such scenario has created a major impgmivate universities in
central Uganda and conceived as leading to poolitguservice delivery in terms of low productivitygf teachers.
Hence the needs for this study investigating thpoirance of the work productivity as a factor taahances academic
staff performance in private Universities. The digstherefore, what is the level of work produitivof the academic
staff? Is there a difference caused by genderandtel of work productivity of academic staff in@ate universities in

central Uganda?
PURPOSE OF THE STUDY

The purpose of this study was to determine thel lefs@/ork productivity of the academic staff, anstablish the

gender difference in level of work productivity the academic staff in private universities in centfganda.
RESEARCH OBJECTIVES
The specific objectives of the study were
* To determine the level of work productivity of taeademic staff in the private universities in caintfganda.

» To establish the gender difference in level of wprkductivity of the academic staff of private umisities in

central Uganda.
Hypothesis

The study tested the following null hypothesif® &5 level of significance:
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Hoy: There is no significant difference caused by gemntéevel of work productivity of academic staff private

universities in central Uganda.
METHODOLOGY

The study design was a descriptive comparativeeyudesign involving ex- post facto design. Dedargsurvey
was used to discover differences (descriptive coatpe) and to provide precise quantitative desicipand to observe
behavior (Treece and Treece, 1973). Utilizing tlevén’s formula the actual number of respondent$)&vas computed.
The purposive sampling technique was employed, dais collected from four private universities whicttluded:
215 academic staff of Kampala International Uniitgfg7 academic staff from Nkumba University, 65ademic staff
from Uganda Christian University, and 37 acaderaéf from Canvendish University using 2 sets of tstandardized and
research devised questionnaires. Data were analygid) the percentages, mean, t-test and One-Walyg#ia of

Variance (ANOVA) at 0.05 level of significance.

Table 1: Summary Table on Showing Mean on Level aVork Productivity on Respondents

Category Mean | Std Dev | Interpretation
Syllabus Completion 3.11 0.531 Low
Teaching Preparation 3.04 0.486 Low
Time Management 3.03 0.474 Low
Evaluation 3.00 0.498 Low
Resource Utilization 2.89 0.633 Low
Research and Publication 2.78 0.514 Low
Community Service 2.67 0.534 Low
Commitment 2.59 0.433 Low

The findings in Table 1 indicate that all the msgents merely agreed (all the mean values wer@nb8dl5
but above 2.5). This implies that as far as sykatampletion, teaching, time management, evaluatésource utilization,
research and publication, community service andnoibment to the university was concerned, resporsddatel of
productivity was low.

Table 2: Independent Sample t-Test Results on Diffence in Work
Productivity of Male and Female Academic Staff, Leel of Sig. =0.05

Measures of Work . . Decision on
Productivity Gender | Mean | t-Value Sig Interpretation Ho
Teaching Preparation Male 3.05 680 497 No significant difference Accepted

9 P Female 3.02 ) ' 9 P
. Male 3.11 N .
Syllabus Completion Female 312 -.074 941 No significant difference Accepted
Evaluation Male 3.04 2.044 .042 Significant difference Rejected
Female 2.94
... | Male 2.80 L .
Research and Publication 1.292 197 No significant difference Accepted
Female 2.73
. Male 3.05 - .
Time Management Female 301 743 .458 No significant difference Accepted
Commitment to the Male 2.63 L .
University Female 556 1.546 123 No significant difference Accepted
A Male 2.93 . .
Resource Utilization 1.879 .061 No significant difference Accepted
Female 2.81
. . Male 2.69 A .
Community service Femnale > 65 .668 .505 No significant difference Accepted

* Correlation is significant at the 0.05 é&y2-tailed)
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The results on Table 2, show that since the @6;.8ig. = .497) is greater than= 0.05, then at the 5 % level of
significance, accept the null hypothesis and rejeetresearch or alternative hypothesis. Infer tiedin scores in teaching
preparation for the two sexes did not differ sigmaintly; and the sample means in Table 2, sugdest males

(mean = 3.05) were better than females (mean 5 &i02aching preparations.

The results on Table 2, show that since the (1074, sig. = .941) is greater tharr 0.05, then at the 5 % level of
significance, accept the null hypothesis and refeetresearch or alternative hypothesis. Infer tivesin scores in syllabus
completion for male and female, did not differ sfigantly; and the sample means in Table 2, suggest females

(mean = 3.12) were better than males (mean = atlgyllabus completion.

The results on Table 2, show that since the (t.642, sig. = .042) is less thar 0.05, then at the 5 % level of
significance, reject the null hypothesis and acdbgt research or alternative hypothesis. Infer thaan scores in
Evaluation for the two gender differed significanthnd the sample means, suggest that males (m&8av¥F were better

than females (mean = 2.94) at Evaluation.

The results on Table 2, show that since the (292, sig. = .197) is greater tharr 0.05, then at the 5 % level of
significance, accept the null hypothesis and rdjeetresearch or alternative hypothesis. Infer iedn scores in Research
and Publication for the two sexes did not diffegndiicantly; and the sample means in Table 2, ssggjeat males

(mean = 2.80) were better than females (mean 3 2t/Besearch and Publication.

The results on Table 2, show that since the {43,.sig. = .458) is greater thar= 0.05, then at the 5 % level of
significance, accept the null hypothesis and refleetresearch or alternative hypothesis. Infer thaan scores in time
management for gender did not differ significantiyid the sample means in Table 2, suggest thasniaean = 3.05)

were very slightly better than females (mean = Badlime management.

The results on Table 2, show that since the (544, sig. = .123) is greater tharr 0.05, then at the 5 % level of
significance, accept the null hypothesis and rejbet research or alternative hypothesis. Infer taan scores in
commitment to the university for the two sexesatifbut not significantly; and even though sampleansein Table 2,

suggest that males (mean = 2.63) were better #raalés (mean = 2.56) at commitment to the universit

The results on Table 2, show that since the (879, sig. = .061) is greater thar= 0.05, then at the 5 % level of
significance, accept the null hypothesis and rejsetresearch or alternative hypothesis. Infer tiven scores in resource
utilization for the two sexes did not differ sign#ntly; and the sample means in Table 2, sugbastnales (mean = 2.93)

were better than females (mean = 2.81) at resauilcaation.

The results on Table 2, show that since the @68,.sig. = .505) is greater tharr 0.05, then at the 5 % level of
significance, accept the null hypothesis and rejbet research or alternative hypothesis. Infer thaan scores in
community services for the two sexes did not diffignificantly; and the sample means in Table Zgsst that males
(mean = 2.69) were better than females (mean 3 at6&ommunity services.  The results on Tablerkkale that there
was no significant difference between work prodigti and gender a part from Evaluation which hagngicant
difference between the male and female academit $tze findings conclude that, there was no sigaift difference
between male and female academic staff in termsook productivity in the four private universitieShis implies that
work productivity of both male and female acadeuwtiaff does not affect the way motivation tools applied in the

four private universities.

| Index Copernicus Value: 3.0 - Articles can be sernb editor@impactjournals.us |




Examining Gender Difference in Work Productivity of Academic 153
Staff in Selected Private Universities in Central ldanda

Hoy: There is no significant difference caused by sethanlevel of academic staff work productivity inyate
universities in central Uganda.

Table 3: Independent t-Sample Test Results for Sigficance Difference between
Work Productivity of Male and Female Academic Staff Level of Sig. =0.05

t- : : Decision
Measures Sex Mean Value Sig | Interpretation on Ho
Work Male 291 206 | No significant
Productivity | Female 2.87 1.267 . difference Accepted

The results on Table 3 show that (t = 1.267, sig206) is greater tham = 0.05, then at the 5 % level of
significance, accept the null hypothesis and rejeetresearch or alternative hypothesis. Infer thaan scores in work
productivity for the two sexes did not differ sificantly; and the sample means in Table 3 aboveyestgthat males

(mean = 2.91) were slightly better than femalesafmre 2.87) at work productivity when at face value.

Results on Table 3 conclude that, the t-valuesark productivity (t = 1.267, sig. = .206) is greathano = 0.05,
then at the 5 % level of significance, accept thdl hypothesis. Infer that mean scores in work piaity for the
two sexes did not differ significantly; and the gdemeans of work productivity in Table 3, suggest males were better

(mean = 2.91) than females (mean = 2.87) at waskyostivity respectively.

DISCUSSIONS

The Level of Work Productivity of the Academic Staf in Private Universities

The study found out that, the level of work praility was interpreted as agreed which alludes dw |
productivity (Table 1: Mean = 2.89) indicated timadst academic staff's level of work productivity sveow suggesting
that, there was no commitment in teaching prepamatsyllabus completion, evaluation, research anfligation,
time management, commitment to the university, wes® utilization and community service. Generaligble 1reveals
an overall picture of professionalism in termseddahing preparation. The findings are most probabdjgestive that most
academic staff in universities do not prepare thedssons before teaching students as the sub-m&ah=terpreted as

agreed which alludes to low productivity.

The study found out that on (Table hean =3.11; interpreted as agreed which alluddevioproductivity of
academic staff. The findings were in agreement Widimusoke, (2007) who found out that if appraistdrviews are well
carried, they enhance productivity in the publicvege in Uganda. It was also in agreement with Sbetya, (2007) who
reported from a study of primary schools in Kamgaistrict that teachers involved in self-evaluatieep on course and
hence improve their performance. Kikooma, (2002unfb out that unfair evaluation practices breed mnssf
lack of commitment and many other performance iogions among district officers in Eastern and Beut regions of
Uganda. Theoretically, the findings concurred theitst academic staff were motivated with their duti€he finding
concluded that, academic staff were motivated @iuate objectively their tasks assigned to thencédamplying that

academic staff was intrinsic motivation towards jote assigned to them.

As to commitment to the university, the item rak@dest is that the respondents do not find it¢ostly to leave
the university. The results were in agreement vetrlier researchers (e.g. Duska, (2008); Cheng-FaiFang,
Liang-Chih, Ing-Chung, (2007); Mosadeghrad, Ewalmar@y, (1999); Mullins, (1999).
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The results revealed that the two criterion in jehtisfaction "the relationship with colleagues" and
"the relationship with the family”" significantly flnenced employees' learning commitment. Howeves tas clearly

different from managers' subjective expectation.

The findings were also in agreement with MosadaghEwan, Duska, (2008); Ubom, (2002); which rewtkat
results of the paper indicate that hospital empsyare moderately satisfied with their jobs and rodited to their
organization. Employees' job satisfaction and omgional commitment were closely inter-related awdrelated with
turnover intention (P < 0.001). The positive caatiein between the two was expected, but there \gas tmexpected

correlation with turnover intention.

According to Keun. (1994) in particular, organiaatl commitment was found to have the highesu#ice on
effort and propensity to leave, presenting empirggport for the eminence of loyalty as a motivatil tool in a
collectivistic work culture. Occupational mentalalte has been linked to productivity and other @kiorganizational
outcomes, such as commitment and satisfaction. @2¢imnal mental health has been linked to proditgtiand other
desired organizational outcomes, such as commitraadt satisfaction. Spence Laschinger, Heather, ktavBonna,
(1997).

This findings are in disagreement with an earlyie® article of studies on turnover by Mobley et, #1979)
which revealed that age, tenure, overall satigfactiob content, intention to remain on the jobd @aammitment were all
negatively related to turnover (i.e. the higher ¥heable, the lower the turnover). The study cored with the findings,
that commitment to the university depended on natiim of the staff. The findings conclude that metff was

committed to teaching.

Though not that impressivepnsequently reveals that the respondents in aralbpécture rated the level of work
productivity in terms of resource utilization asgti with a mean The findings were in agreement with
(e.g. lbukun, Akinfolarin, Alimi, 2011). The studrther reveals that most of the physical resousere well utilized.
Time for various activities in vocational and teiah education was well utilized except in extraguar activities and

students forum. The findings conclude that mostlanac staff utilized the university resources wysahd accordingly.

In the same vein, Community service is rated afwith a mean score as shown in Table 2. The fgglsuggest
that sub-mean =2.67; interpreted as low produgtiwidicated that most academic staff had time taigpate in

community service besides teaching.

As to Research and publication is rated agreeatwhlludes to unproductive with a mean score asvsha
Table 2 majority of academic staff carry out reshao update their syllabus in class, supervisodest work/research
project, publish chapters in edited books, do ne$etowards publishing conference articles, joumdicles and books.
The study finding further suggest that most legtutgad utilized and conducted research in termsook publishing,
journal articles and student’s research. The figdliwere in agreement with earlier researcher foglsuch as of Rosanna;
& Lindsay(1999). Theory-wise, the findings concladbat, academic staff were productive in condgctiesearch and
publish their articles, books, present journals aetp students supervisor. The findings concluds, tlevel of work

productivity of academic staff was agreed whichiddis to unproductive.
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Significant Difference Caused in Level of Work Prodictivity of Academic Staff

The study found out that there was no signifiadifference in terms (teaching preparations, sykabompletion
and Research and Publication) for the two sexe$l€Ta; t =.680, sig. = .497). Infer that mean ssome teaching
preparation for the two sexes did not differ sigaiftly; and the sample means in Table 2; malesafme 3.05) were
better than females (mean = 3.02) at teaching pa€pas. Syllabus completion for the two sexes
(Table 2; t = -.074, sig. = .941). Infer that meaores in syllabus completion for the two sexdsnit differ significantly;
and the sample means in Table 2, suggest that dsnfalean = 3.12) were better than males (mean B atlsyllabus
completion. Research and Publication for the twaesdTable 2; t = 1.292, sig. = .197). Infer thatam scores in Research
and Publication for the two sexes did not diffegndiicantly; and the sample means in Table 2, ssggieat males

(mean = 2.80) were better than females (mean 3 2t/Besearch and Publication.

The study found out that there was significant fedénce in Evaluation for the two sexes
(Table 2; t = 2 .044, sig. = .042). Infer that mesgores in Evaluation for the two sexes differegnigicantly;

and the sample means in Table 2, suggest that ifmaéemn = 3.04) were better than females (mean4) a9 valuation.

The study found out that there was no significdifterence in terms of (time management, Commitment
Resource utilization and teaching preparation)tiiertwo sexes (Table 2; t = .743, sig. = .458)ednhat mean scores in
time management for the two sexes did not diffgniicantly; and the sample means in Table 2, ssigtfgat males
(mean = 3.05) were better than females (mean =)30ime management. Commitment to the univerfity the
two sexes (Table 2; t = 1.546, sig. = .123). Itfiat mean scores in commitment to the universitytte two sexes did not
differ significantly; and the sample means in TaBlesuggest that males (mean = 2.63) were bettn famales
(mean = 2.56) at commitment to the university. Rese utilization for the two sexes (Table 2; t 879, sig. = .061).
Infer that mean scores in resource utilization tfee two sexes did not differ significantly; and te@mple means in
Table 2, suggest that males (mean = 2.93) wereerbéltan females (mean = 2.81) at resource utitimati
Teaching preparations for the two sexes (Table=2;668, sig. = .505). Infer that mean scores immwnity services for
the two sexes did not differ significantly; and gemple means in Table 2, suggest that males (m&a69) were better

than females (mean = 2.65) at community services.

The study on Table 2 conclude that there was guifgiant difference between work productivity asek a part
from Evaluation which had significant differenceween the male and female academic staff. Therfggiconclude that,
there was no significant difference between mald #amale academic staff in terms of work produtyivin the

four private universities.
Hypothesis (Hq)

The study found out that there was no signifigdifierence between the male and female acadenficisteerms
of extent to which the tools motivate (Table 3: 0488; sig = 0.851). In respect to mean male (meah48) and

female (mean = 2.47) had no significant difference.
CONCLUSIONS
Based on the findings presented, the followingcbesions were drawn:

» The level of academic staff work productivity iriyate universities in central Uganda was low.
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There was no significant gender difference in thesl of academic staff work productivity in privataiversities

in central Uganda.

RECOMMENDATIONS

The study recommended that productivity measures aluable in monitoring targets for institutional

productivity improvement, and performance in ortteretain and avoid high labour turnover of thdfsta

Universities can integrate learning opportunitie®tigh setting goals that allow employees to engageoblem

solving and knowledge acquisition.
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