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WELCOME INTRODUCTION

Dear INTED2015 participants,

Frrst of all, thank vou very much {or coming o this yth edinon of INTED. 1t is an
honour towelceme participants trom all over the world

We are living in a constantly changing sociely where education, technology and
research are the key to the world's development. For this reason, the main aim of
UNTED is Lo bring together edueationat cxperts under a commeon objective: o generane
innovative ideas o be applicd to education and to promote International cooweration
and parthership

INTED 1+ an annual meeting point {or educators, vesearchers, and  technology -

: ’ g poun : 2
supported learning professionats. This vear, we are delighted to weicome over ol
participants irom more than 70 couniries world-wide.

We hope that vour participation to this conference will provide vou with an
opportunite o explore different perspectives on education, learn what is currentiv
havpening in ather countries and share best practices in current educational and
research projects.

Madrid, venue oi this conference, wil wive yvou with the opportumty to daescoser
beautiful - aty sith an impressive architecture,  histore  moenuments  ond

neighbourhoods and a large cultural offer that will make vour stav untorgettable,

Thank vou svery much for coming o INTEDZU15 We hope vou emos sour oo with
y
us!

INTED2015 Orgnnising Committee
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MANAGING EMPLOYEES IN HIGHER EDUCATION
TRANSFORMATION: EXPLORING THE GOAL OF VISION 10: 2022
OF COVENANT UNIVERSITY, NIGERIA

Francis O. lyoha, Daniel E. Gberevhie, Matthew E. Egharevba, Charles T.
iruonagbe

Covenant Universify (NIGERIA)

Abstract

Education s a too! of high valug to the welfare of any sociely as it s crucial 10 he resolution of
comp.ex probiems and development chalenges in the world today. It is In this regard that, Covenant
University (CU) has set out to achieve the goal of trargforming nigher education by ozcoming one of
the pest ten aniversities in the world by the year, 2022 (otherwise known as Vision 10:2022). Thus,
the objective of this stuay is lo nvestigate the preparedness cf the employess o accept the CU vision
ang the factors ihat would significantly maotivate the cesired level of acceptance. This is importari
Decause organizations can hardyy grow beyond the quality and suppord of their work®sree. The swicy
uilizen data colected from a randomly selecied sample of both academic anu administratve
amployess of ibe university, Thersafler regression analysis was perorme? o wentify ine
ageterminanis ¢f acceptance ¢f the vision 10:2022. The resuds of this siudy show thal tne vision ras
the polential to be actuzlized withir the set period. However, the management of the university shoud
take proaciive steps o address the faciors which have been identiiied in the study that could constrain
tne effective Imprementation and actualization of the vision. This is critical, especially that the mean
score for the acceptance of the vision is moderate. Given the time frame within which the visor s
expecied o be actualized, the moderate score needs 10 pe improved upon by sirengthening the
variazles currently impacting the vision positively and acdressing those others that have the potentia’
o stall effeclive impiementation ang actualization. To this end, management should address more
specifically the issues bordering on job security. promaotion, trust and adopl & more participative
aporoach to management

Keyworas: Covenant Uriversity, Education. Employees. Transformation. Vision 10:2022.

1 INTRODUCTION

Education is a teol of high valle to tre welfare o any socety as it is crucial o tha resolutior of
complex problems and deve.oprmeant challenges in the world today. This is premised on the view that
egucation breeds perscns who are irteligent, behave rauonay, able and willing {o sove problems
regarding their own existence as well as thatl of the groups and crganizations to wnich they belong [1;
Uiz therefore imporlart that uriversities proect these goas through the production ana promaotior of
knoweage that engenaer crtica, thinking and charactsr ceveopment, not just in Nigeria but in the
whole of Africa. It is in this regard that Covenant University (CU) nas sel cut o achieve the goar of
transforming higher education by becoming ore of the best ten universities in tne world by the year,
2022 {otherwise known as Vision 10:2022). Te this end, CU has continued 1o pul in place structures
fo support pragmatic approach to teaching, researcn and community development. The vision s
censidered re evant when situated in the context of the current state of higher education. not just in
Nigeria but in Alrica as & continent where graduates have been ooserved lo be hall-baked’. For
instance, in a recent study undertaken by the Inter-University Council for East Africa with regard to tre
quzlity of graduates in Burundi. Kenya. Rwenda, Tanzanma and Uganaa. it was founa thai between
Slpercent and 63 percent of graduates from these countries were “ha:if-baked' [2].

Tre position in other African countries cannot e said 1o be any much celter. For instarce, further
evidences in the same reporl indicate that in 2010, Nigerie had many acadenic deparliments in over
20 universilies de-accredites by the National Universities Commission (NUC) due to dearih o
infrastructure and required canber of academic staff, while in 2011 the engireering degree from three
igading public universities in Kenya were refused registration by the Engineers Registration Board of
Kenya due to poor curricula, lack of gualified leclurars and shorlage of needed faciities. Also, as
noted in the repor, graduates of several public and privete universities in Kenya were refused
applications 1o praclice law by the Council of Legal Education of Kenya. The situation was rot much
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different in Scutn Airica in which the reportindicated that many aw irms found that LLB graduates are
unzble o araw up affidavits’ on account of pocr training [2)

Arising from the apove, it would appear that many Africar couniries are not ready o face the
cralienges confrenting higher education even though as noted by {3]. education is crucial to the
‘resclution of the complex problems and the development chalienges trat face the world in general
and Africa In particular.”  Ageinst this background, we belizve thal exploring the CU wvision is
imperative,

In pursuing a vision of the magnitude engaged in by CU, no maiter how laudable it could be, the role
of employees (at all levels) cannot oe over-emphasized. This is important because crganizations car.
hardly grow ard achieve their objectives beyond the guality and support of the workiorce 11 s
important to tearn as much as possible about the workforce witn 2 view 1o wining their support due Lo
the need to have them ‘buy-in' into the vision for actualization. Thus, the objective of this study is ic
irvestigale the preparedness of the employees to accept the CU vision and the factors that woulc
significantly motivate the desired evel of acceptance.

The paper is struciurea as follows- the nexi section presents CU n context. The secton folowing
presents the review of related lerature, while the next two seclions present tho research metnocs,
resilts and inferpretations respectively. The final section corcludes the paper

2 COVENANT UNIVERSITY {CU) IN CONTEXT

Covenant Unwersity was founded ir 2002 &5 a Chnstan Mission Urieersity with the cojective 1o
revolutionize education 1 Nigeria as well as on the continent of Africa Irilerestingly  the
establishment of CU coincided with the vear the Uniteo hations declarec 2005-14 as the Decade o
cducation Tor Sustainable Deveiopment.  According 1o [4], the vision of the University i1s 10 be &
“leading world class Christian Mission University committed to raising 2 new generalion of 'eacers in
all fielas of human endeavour.”

In order to drive the vision, a sel of core values was arliculated and include: Spirituality, Possibiity
Mentality, Integrity, Responsibility. Capacity Building, Diligence and Sacrifice. The core valuess are
laught in a cusiom built course known as ‘Total Man Congept’ (TMC) The TMC aims at accessing ine
tola: make-up of man from the “spirit, soul and body” dimensions. The TMC, which may be regardea as
2 new paradigm is a unigue and holistic concept that 1s novel in tre curncutum of African uriversities
and defires the Mission statement of CU which is to;

Creale knewledge and resiore the dignity of the black man via a human development oo
Tatal Man Concept’ driven curticulum, employing innovalive, leading cuge teaching and
learning methcds, rossarch and professional serwccs thal promote Integratcd ine
applicable and iife transtcrming educafion relevant (o the context of science, fechnoicgy
and human capacity bulding [4].

Accoraing to [4], the core values are “universal, not culluraily, socialy or reigion specific ard can oe
appiied o any cortext ano have the potential to address the demand 1o depart from degmatism 1w
dynamism in the educational systerm pariculany 1 Africa

The choice of the core values is underpinnecs oy wo faciors iy the redgious mchnaton o e
Jniversity and (i) a strorg convistion that higher education curriculum should have founaazlbiora,

e'ements that are capable of reirforcing. shaping and guicing human conduct in a vielong leamiry
perspective.

3 REVIEW OF RELATED LITERATURE

Higher institttions of learning {conventional universities and spetialized urniversities, polytecnmguos.
coleges of education, professional institutions and grandes e'coles’) are sacddlegd with the
respensibilily of promoting sociar progress through effective and guality teaching anc relevant
research In all of these universities play the largest ard the maost central roie in higher education (5]
Though the goas of higher education are 1audahie, there is evioence that higher education across
Alrica is facing varied challenges and threats. Somie of the major cnalenges incluce Jdrited access
for qualified candidales, diminishirg financial resources, shornage of quality faculty, pear governance,
tack of academic freedom, high student Lo teacher rativ, academic dishoriesty amaong others {{B], (2]
7.
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Tre Nigerian higher education sector 15 not immune 1o these challenges ana threats. With specific
reference (o Migeria, there are a number of problems o be soived in order to achieve the gua'ity of
ecucation desired 0 the universities. According to [8]. the challenges ircluce "funding shortages. ine
negative irfluence of & coruptive and vaisersss political system, weakening of university
administration. poor teaching and learnmg cutcomes, diminishing research and consultancy tracitions
and guestionabe service 1o the community.” Others, according to [2] inc'ude "oiscuptive uriomsm
poor commitrent level by operators {leachers ard policy makerst Inferna’ carruption ana inabi'ity to
refain talents (orain drain).”

Consequertly, the Federal Government of Nigeria has always taken some siep to address the
situation. Some of these include the resuscitztion of National Open University of Nigeria, application
of infermatior and Communication Technology (ICT) for teaching, learning and research; Post Unified
Tertiary Mztriculation Examination (UTME), screening among others J101. In addition, the Naiiona!
Universities Commissian (NUC) has heen conducting beth programme accreditaten and institutional
accreditaiion. However. the performance of the key function of programme acorecitation has oeen
compounced by the existence of aboul 3,398 NUC-approved degree programimes being run in the
system as at 2011 spread over the 13 disciplines [11]. Consequenty, the reforms have not succeecec
since there has not peen “holistic approach 1o most of the reforms”™ {121 Most imes, reforms are

articulated without proper examination of their conseouences on other aspacts anc seciors of the
nalional econonty.

The chalenges enumerated above not-wilnstanding. [12], cbserves that there are gimmers of light
and hope considering the mpact in the higher aducaton sector of the Living Faith Church of which CU
15 a subsel. It is beuaeved that the CU ideal is already being realized. For instarce. {13], chserves that
the appearance of CU s "one of the most remarkable events in tne Gd-year history o the Migerian
university svstem” He further noten that CU is one of the mest-decoratee Lniversities” in Nigena
through numeser and guality of national ard giobar aurels as weil as seltirg academic and physical
aevelooment refererce points for many of the universdies in Nigeria This 15 a confirmatior o the
need to depart from the norm.

Following from these developrients, [14]. further observes that:

OF all the 125 universities in Nigeria, CU has the highest per capite rale of investmen! in
education and training. In 12 years. an estimated N70 bilion (5438} has been spent on
facilties and training of about 13,000 graduates An index of ihis performance 1s the
number of CU graduates relaiive {o graduates of other universities thal are employed by
blue-chip companies in ol and gas. services and lop-rale clobal consulting firms 1p 41,
This feat is happening in 2 country where pubiic spendirg on education is very poor ard has ozen
be'ow & percernt of nationa! budget as zgainst an averege of 18 percent in South Alnica [15] Twe
issues are crfical when we examine the impact of funding and lis implications for higher education
First of al,, the availability, scarcity and absence of financial rescurces for higher egucation dstermine
the capacily of institutions 1o function ana fulfi! their educational and societar missions, The second
impenant aspect is the sheer power that is vestad in the alocation of financial resources for education,
and in any other sccial institution that transates into full decision-making power and authority over all
the aspects of higher education bodies and their pnomias [16]. This realism is manifested by the lank
of adequate political will by the political e'ite in lzadership position to implement the 26°% of nationa
budgetary allocatlion recommended by UNESCO. [13] Forther obseves that one of the key fallous o
the poor funding is the degraded capactty for research and aceess W poniications. Desides, hmied
resources have negatively impactea on curriculum development, the governance of the university and
umversity life, the principles and practice of academic freecom, the capacity (o hire. retein and reénew
the leaching staff [16). This is in agreement with [13] who furtber noles that a 21" century university
rust invest in systematic development of research and useable knowiledge and innovation. At CU.
the impact of encouraging academic stafl toward innovative practices is considered notewortny. There
Is an incentive system Tor rewarding good performance in research. Stafl are encouraged to conduct
cutting-edge research and financial incentives exist for research findings presented at local anc
globally recognized conferences and published in high impact journais [12] Notes that only very fow
universities in Nigeria are able to provide such supportive environment for innovaticn and research. To
further urderscore the seriousness of its vision, the university organized the First Internaticnal
Conterence on Alrican Development issugs (1CADY in May 2014, The event hosied two Nobe!
Laureates in Economics. This feat is nove! and unparaleled in the history of university education n
Nigeria. One of the Nobel Laureates is now on the faculty of CU as a visiting professer. 11is on recors
that in the first and second editions of the Presidential Specia! Scholarship for Innovation ard




Development (PRESSID;. CU topped ine hst of successiul candicdates by oroducing the highes:
number of first cass graduates in Nigeria universities for sponsorship 1o 25 top universities in the
world {14].

4 DATA AND METHODS

The authors colectec data for this siuwoy from & sample of 345 employees acacgemic and
administrative} utilizing the simple rardom i=chnigue. The cata were collected using a 4-poirt Liken
type scaled questicnnaire aaminisiered personally by the authors. In formulating the questionnaire
reievant literatures were consultad to ogtermine the appropriate variables 1o be ircluced withoul \osirg
sight of the overall context of the study. To solicit participation in the study ana to ensure high
response rate, the respondents were promised confidentiality of information provided. The survey
produced 274 usable responses, representing a 78.7 percent response rate, In order o identify factors
that could represent significant determinants of the realization of the 10:2022, regression analysis was
wsed. The authors also controlled for & numper of factors that may infiuence an emp'oyee's
acceptance of the vision. Specifically, the contror variables were Age, education. gender. siaff
{ecademic or admimstrative) and ienura.

4.1 Descriptive overview of demographic data

in order to appreciale the analysis of the asterminams of the acceptance or otherwise of the wvision,
the table below presents the demoaraphic details of fhe emp'oyees

Table 1: Demographic Deiails

————— o S
| Variable ; No Percent ' Mean Range
, Staff: Academic o ' 142_]_ ____5_2_J .
lx— Aam\mstrahve ‘ 48
______—___1__
Gender-hgie 1 56 [3

Female 1"0 43.4 1 ‘

| Quatification: Masters ard above ' 187 ( 58.7 ' '
L Others v 113 41i

' Tenure; Ful time ‘ 239 | g7 |
— ;-%‘iﬁ“”#,_ﬂ#& I S T -
gewesrsy 1 T
| Work experience in_CU iyears) | 4.84 -1z !
‘ | Work experience C—J_;@—r—:—m—(—ynars—\—' —‘ I—_ET L’—L.MJ:"

Tabe 1 above incicates a broad mix of rezpondenis- academic and administrative whose ages range
from 21 1o 63 with & mean of 38 The tanle aiso snows that the longest sarving s1aff have spent
maximum of 12 years while the overal mean work experience is 97 years with a rarge of 1 10 4[*
years. Inlerms af qualifications, 2 larger percentage. 58.7 have Masiers degree ana zoove, Simiiart
ihe gender position indicales that males represent 56.5percent of the total respondents wnie the
fermales represent 43 4percent.

The faclors that could infruence the realization of the vision 132022 which are inclucec in the siuoy
are grouped into the following headings adapted from [3] work place features, managerial features,
employee personality traits and employee affective response. Most of the factors have previousy
been shown 1o influence acceptance of change [3]. Under work place features ‘he following variables
ware consigered. Joly security, skill and raining. promotion prospects, beiief in core vawes, orfertatior
programme. role conflict, supportive co-worker. At the Jevel of management. the variables ‘realed
were Managerial anliity. trust, freegom o make decision, respect for employees. and cemmunicalior
of core values. work environment, calm and stamia. Similarly. for employee personality {raits, the
variapies considered included: willingness to work, toferance of dissenting views, endurance zna



enthusiasm. The variables cansidered under employee affective response were Job satisfaction,
organizational commitment and desire to leave (change job). & number of contral variables were also
used in the study and include age, gender, qualification. nature of employment and tenure.

4.2 Results
Tables 2 and 3 present the mean scores and the regression results of the determinants of acceptance

of vision 10:2022. As had earlier been noted, the variables were measured on a four item Likeri-type
scale.

Table 2: Mean Scores for Determinants of Acceptance of Vision 10:2022

Sl (RS T e (R
. Work Place Features | Mean | Std Deviation Range‘]
i |
| Job security 2.83:—;, 0.87 1-4 J
| Communication | 2.83 | 087 1-4 |
= ] i ‘
, Job- skill Congruence | 2.83 | 0.87 i=d |
— s
Co-workers supportive | 3.18 —l 0.61 -4 |
i T —————i
Promotion Prospect | 2.71 0.88 1-4
% omotion Prosp ‘ ; j| |
o Role conflict | 2.52 | 0.86 P14
{ Clear duties and responsibiities 1 3.25 | 0.70 fo1-4 !
’ i Waork overload ' 088 l gl
I Materials/ Resources adequacy 0.76 l -4 1

g - Effective orientation prograrmnme

—

\ | believe in the core values of the university

Managerial Features { ' l |

e S | |

Satisfaction with Management | 2.85 | 0.78 1-4 |
Trustin management | 3.15 i 2.67 | 1-4 |

| Discretion in Decisions ‘ 243 | 0.85 1-4

i Participative Management | 2.52 | 0.84 1-4 |
| o Respect for differing opinion ( 2.64 J _bsz 1-4
- #_Egi_tmul in communicates the Core valuesJ 2.97 }— 0.81 1-4
!:_ Congenial work environmentJ 262 | 0.87 ( 1-4 |
( Timely communication i 2,74 | 0.87 l 1-4
g Calm and stamina under stressful conditions | 2.74 | 0.79 BIEE
‘

!

| Employee Personality Traits ' __j

i = | T i

Willingness to take risk | 2.99 | 0.74 | 14
I

. o B Tolerant of other's views | 2.89 | 0.67 1 1-4

f‘* | | e

S

Endurance | 328 | 057 | 14

E_ﬁ_ﬂ _Enthusiasm | 341 . 058 1-4 |
' Employee Affective Responses hr__ _ﬂ—_;_* |
‘1 Joo satistaction | 317 | 072 | 14
! o Desire to remain and retire | 2.64 | 2.04 \ 14
Desire to lsave | 3.61 062 | 14 |

Endogenous Variable | _]

. i
| e ;
| Acceptance of vision 10:2022 | 1.74 | 0.84 I

Note: Scaies of 1.00- 4.00 were used to measure all items. Following [3], the scores are rated as
follows: 1.00- 1.59 = low, 1.60 — 2.79 = moderate, 2.80 - 4.00 = high

2604



Table 3: Regression Results for Determinants of Acceptance of Vision 10:2022

|

I.Work Place Features

i Beta Coefficients

|

L_ Job security L - 182"
L_ﬁ Communication | -047 B
e Job- skill Congruencej Ao l‘
| Co-workers supporive 054 J
L Promotion Prospect -088 T
| Role conflict A42- |
[ Clear duties and responsibilities | 086 —!
| Work overload }k 104
‘—- Materials/ Resources adequacy 002 '
L- Effective orientation programme ‘ .066 ‘

‘ | believe in the core vaiues of the university l =216
‘| ll. Managerial Features |
; Satisfaction with Management | _056 |
| Trust in managememT -.113% _J
\r:_____ Discretion in Decisions l 0w _4'
Participative Management | -.052 |
| Respect for differing opinion ' -038 ]
Faithful in communicates the Core values - 178 l

Congenial work environment

Timely communication ]

087
026

Calm and stamina under stressful conditions -.001 1
lil. Employee Personality Traits | |
| Willingness to take risk | 118 B
| Tolrnofotersviews 032 |
L Endurance -162 !
'| Enthusiasm | -.098 |
l IV. Employee Affective Responses I ]
e Job satisfaction -.083+ l
%_. Desire to remain and retire 23 E
‘ Desire to leave ‘ 027
‘& Vision 10:2022 will be realized , 3.61
i V. Control Variables | —_"‘,
k Age | R
Gender {ma!e)—.r -.007 ‘-1
L_ Education -.087 |
' Academic staff .00z \
1 Tenure | -.048 l
| R? | 267 _

Note: Standardized coefficients are reporled. "p > .05 *'p <

01; 7" p < .00 {ane-tailed tests)



As evident from Table 3 above. oui of the 28 subsiantive variapes anaiyzed, orly seven have
statisticaily significart net efects on tha acceptance of vision10:2022 The results irdicate that
employees whose skills and traming are adeguate for heir job schecule znd who although
gxperiences hign level o role conilicl are more receptive to the vision 10 2022 On tne other narc
employees who perceive thal they iack job sscurity are also not satisied with their job. These
categores of employees also do not have trust in the management of the universily as well as beleve
that the core values of the university arg - communicaled In words and actions. These employees
are less inciined to support any changes relaling 1o the actualization of 1tbe visior

The resuliz aiso indicale that out of the five conlrol variables usec in the model, only one (age) haa
statistically significant net effect on the acceptance of the wvision 10:2022. Nor-the-less. the

substartive and tre control variables explain about 26.7 percent of the variance in acceptance of the
wision.

4.3 Interpretation of Results

As indicated tn table 2. the study found that employees at CU rave positive alliluce owards tne
actualization of the vision. The acceptance is, however. moderate with @ mean score o 1.74. This s
an indication that given ihe right almaosphere, the employees would support the vision ang work
toward its acieasization. Under work place feature, eleven variables were analyzec and three were
found o be significant. Two of the variables considered uncer manageral features were found o o=
signiticant. However, under employee personality traits, none of the variables was found to ne
significant, while “or empioyee affeclive responses. ore variel'e was “ound significant. Tne contg!
variables also hiad one variable sigrificant Cveral, the variasie that were nositively significant incude
job skill congruence and role confhct

Though not significant. but positive. the following variab es could, if we -nanaied become signilivant
and  affzct the vision posilively-  co-worker support. clear lines of responsioility work over load
material resource adeguacy, orientation programme for new stafi, discretion in decision making, work
environment, timely communication, wi'l ngress to take risk, talerarce of others’ views ard decisior o
remain at CU.

Ofmore imperance in the shori run, arg the variables included in the model which could have adverse
effects on the smooth take off and eventual actualization of the visicr. The varighles need 1o be
proactively acklec as they currentiy showed negative sigs though rot significant. The variables
incluae - communiceton flow between managemeri and staff. promoiion prospects, belief anc
cemmunication of the CU core values, lack of satisfaction with the overall managemert of the
university, ieck of participation in key decisicn making and lack of respect for aiffering opinions. Others
nclsde - mabllity of management to demonstrate ca.m and stamine wnder stressiul conditions. inaonuliy
er unwillingness of empioyees to go through iough siluations as we. 23 lack oF enthusiasm n
percrming on the job.

Thesg findings are in consonance with exlant literature which suggest that resisiance 16 chialge Ly
ndividuals may be as a resull of uncertainty, tack of trust, personality confict and differing opinions
and perceptiors ([14. [3] ). The main goal of this study was to investigate the preparedress of tre
cmployees 1o accept the CU vision and the faclors that woudd signifcant v miciivale the cesired ‘evel of
acceptance. This was with a view to ensuring that the vision sits well with the employees. Thus, the
mzin implication o the study is that the acceptance level of the vision i carrently mogerate, A this
ievel the actualization may be impaited considedra that the vision is aiready imo tre tnitd vear of s
imp.ementation

5 CONCLUSION

With a vision 1o be a foremost institution that moves manpower devewspmenl in the direction of self -
apprenticesnip and to be a first class private university in research, knowlecgs. characier and service
to humanity, Covenant University. today, compeles favourably with the first generation uriversities in
terms of guality of education. This kas been demonstraled in a number of feats in ierms of faciities
resodrces and quality graduates. The transformation. ceing engaged 0 by CU 13 mperaive given e
state of hugher education in Nigeria in parlicuizr and Alrica in general. It may be conc'uded. on the
basis of the results of this stuay that the vision 1002022 of Covenant Lniversily has he potential 1o be
actuaiized within the set period. That suggest that the hope of transformation ecucation Nigeria anc
Afrca is notl lost, However, tha constrainis in the way of the transformation are encrmaovs. Therefore

TR



e management of the university showd take proaclive sieps to address those factors that couid
constrain the effective impiementation and actualization of the vision. This is critical, especially fhat the
mean score for the acceptance of the vision is moderate. Given the time framie withir which ihe vision
Is expacted {o be actualized the mooerate score needs 0 be improved upon By strengthening the
vanables currently impacting the visior positively and adoressing tnose oiners that have lne potanbal
lo stall effective implementation ang actualization. To this enc, maragement showd address more
specifically the issues hordering on job security, promotion, trust and adopt & more parlicipative
approach to management as basis for the actualizalion of CU's vision 10:2022. This is importart 1o
zssure the emplayeses thal they are parl of the University and important i the reaiization of the vision
Uniess such cynicisms and fear are mitigated, there 1s no level of investment in infrastructure alone
that could translaie to effective ransformaltion as peing clrrentiy engaged in by CU.
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