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1. Introduction
The academic staff constitutes the major component of the community of teachers and
scholars that make up a university institution (universitas magistrorum et scholarum).
The quality of a university institution is, largely, determined by the quality of its
academic staff. For them to perform their roles, staff morale and conditions of work must
be good. The morale of the academic staff is always depressed if they are underpaid,
overworked, do not have attractive work packages (which include access to loans for real
estate, computers, good pension or retirement schemes, protection against inflation, etc.),
operate under poor working conditions, lack academic freedom, and live in unfair or
unequal social systems. The rolling back of state financial support for public universities
that saw government subvention to public universities decline to low levels has led to a
deterioration of staff morale in public universities that is threatening the ability of these
institution to give quality education. To survive, the oldest university, Makerere,
gradually admitted more students than its academic staff can effectively teach. This has
had an impact on quality. Moreover, funds generated by the market could not finance
major university needs nor were they always put to the academic needs of the institution
(Carrol 2005, Mamdani 2007, Turyagenda Report 2000, Semivule Report 2005,
Visitation Committee Report 2007). If the working conditions of the professionals are not
improved, the public will not get the best out of them or be well served. However,
academic staff should operate within the constraints of their social systems and make the
best of their situation by remaining true to their goal of being workers of the mind. They
should not have commercialized their occupation by teaching more than they are able, by
working in multiple institutions, by putting up programmes in which they have no
expertise and by failing to give the nation intellectual leadership in debate, research and
publication.
2.
Who are the academic staff?
Academic staff are professional teachers, researchers, and administrators of knowledge
entities (such as libraries and laboratories). They include full-time academics, part-time
academic staff (or adjuncts) and roving scholars who may teach occasional classes by
invitation, librarians, laboratory technicians, etc. The term “professoriate” will be used in
this paper to refer to all branches of the academic profession and those who constitute it.
In 2006, there were 44273 academic staff representing 49% of required ideal personnel if
NCHE indicators were applied (Table 5.1).

3.
The roles of the professoriate
The major role of the professoriate is teaching, creating and disseminating knowledge
and public service (Altbach: 2000, 2002). However, besides teaching, doing research and
involvement in public service, the professoriate is often called upon “to advise students,
manage projects involving personnel and budgets, chair departments, serve on important
committees and task forces, raise funds, recruit students, represent universities in various
fora, engage in local, national and international debate, and act as role models for what is
considered good in society” (Arreola, et al., 2003). They should constitute a thinking
community for nations and social systems, be the mind of society and take intellectual
leadership on all social issues through debates, papers, books, poems, drama, science
shows, medical innovations, music and literature. Although each member of the
professoriate is called upon to do a multiplicity of tasks, all must have expertise and
excellence in at least one base discipline that forms the foundation of a claim to
membership in the professoriate. Upon this base in a given discipline, academics develop
other related intellectual and professional competencies, which they may be called upon
to apply. In situations like Uganda, where the gap between the required and filled
academic positions is over 40%, staff could (but they should resist being) called upon to
teach or do tasks that are not within areas of their basic expertise (Table 5.1). If this
practice is established, it is not good for Ugandan society and academia.
4. Problems facing the professoriate globally
(i) The professoriate in the globalized digital age
Worldwide, the professoriate has faced numerous problems due to changes in ideology,
globalization, internalization and technology which have impacted on how higher
education is delivered and managed. The collapse of state-controlled economies and the
triumph of the market as the regulator of state relations in the 1980 and 1990s has
resulted in reduced state funding for many social services including higher education. In
Sub-Saharan countries like Uganda where there is no developed or efficient market or
private sector, the withdrawal or decline of state funding has resulted in inferior higher
education. Across the globe, enrollment has risen in the face of declining funding to
higher education (World Bank, 2000), leaving universities unable to serve properly all the
incoming students. The ICT revolution has changed and improved the way higher
education is delivered, but only well funded institutions can afford to use it effectively.
The situation is bleak in developing countries where the state has partially or almost
abdicated its responsibility to adequately fund public universities and the market is not
developed sufficiently to fully supplement the loss. The professoriate is at the receiving
end of the problems of increased enrollment, failure to modernize teaching and research
methods and to efficiently perform required tasks. While society demands quality
education, the professioriate has not been given the means to produce it.
Since the 1990s, academic staff throughout the world have faced a number of
problems, changes and status transformations (Altbach, 2002; Askling 2001, Shattock
2001, Honan and Teferra 2001, Enders, 2001). They have suffered reductions in income,
deterioration of working conditions and prestige (Altbach, 2002). Collegiate relations
suffer from underfunding. Academic staff’s sharing in the management of institutions is
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hampered by their struggle to survive. Disbursing available resources within departments,
faculties and the central administration influences collegiate relations (Carrol 2005,
Mamdani 2007). As a result, most academics seek upward social mobility instead of
focusing on the disinterested search for the truth that would help create a just Ugandan
society. Non-institutional political intrigues penetrate and influence the Ugandan
academy more than before. Forces external to the university system often influence
election of academic and student leaders.
(ii) The professoriate in Africa
Due to reduced funding academics in sub-Saharan Africa work in bad working conditions
and for long hours. They have large classes, lack teaching aids, use lectures instead of
problem-solving learning methods, lack or use rundown laboratories with no, or
unusable, equipment, spend more time in teaching than research, have little or no control

not consider higher education crucial to African development in that period further
compounded the predicament of African universities and their professoriate. As
recipients of funds from these institutions, Africa governments were not advised to
prioritize higher education because the lenders were not eager to fund based on the belief
that the rates of return for higher education were low and it benefited the private and not
the public good (Psacharopoulos, 1980 & 1980; Hinchliffe, 1985, Banya and Elu, 2001).
African states had no option but to to financially starve higher education. In many
African countries, full time academic employment cannot support a decent middle class
life style. Academics either work on more than one job, go abroad or get out of the
professoriate.
1. The difficult working conditions of the professoriate in Uganda’s public
universities
Since the passing of the 1970 Makerere University Act, the Ugandan professoriate in the
country’s public universities has been working in a difficult social context. They seem to
be employed by more than one master, they are too few in relation to student numbers,
the qualifications of some of their colleagues have fallen, their salaries and terms of
employment have been less than satisfactory, and, as a result, they have downed tools on
a number of occasions.
(i) An unfriendly legal environment: 1970 – 2001
The social context of academic employment in Uganda since 1970 has not been
attractive. The 1970 Makerere Act made the professoriate almost part of the civil service
and one got a top academic job at the university not on academic merit (work,
publications, qualifications, research), but by being loyal to the state (Mugerwa, 2002,
Makerere Act 1970, Visitation Committee Report, 1970). Professors, heads of
departments and all major appointments in the University (there was only one public
university until 1989 when MUST was founded) were filled or approved by state
officials. This linkage also meant that the university was not only subjected to the state’s
administrative and budgetary pressures, but also, after the abolition of the University
Grants Committee, directly to the treasury. The Act gave the government more
opportunities to micromanage the finances of the university. The abolition of the
University Grants Committee meant that there was no buffer body between the state and
the University in their financial relations. As a result, the university lost the ability to set
salary structures resembling those of universities in other parts of the world over. Yet the
university operates and competes in an international community of similar institutions.
Further, public universities were subjected to the treasury’s constant cash-flow problems.
The current problems of public universities are greatly influenced by this historical
setting.
The Universities and Other Tertiary Institutions Act, 2001 tried to detach the public
university system from the government, but the government believes that university
employees should be treated like state employees. Although section 52(1-2) of the Act
makes University Councils the employer of the academic staff, the government feels that
the university, as a national institution, should use the same single spine salary structures
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as the civil service (Minister of Public Service to the Prime Minister, 1 April 2005,
ADM/199/01).
Insofar as academic staff receive salaries from the Public Consolidated Fund, they are,
according to Article 175 of the Constitution, public officers. But since they are not
directly employed and paid by the Ministry of Public Service, they are not civil servants.
They are employed by self-accounting bodies called universities which can set
independent terms and conditions of service. Apparently, even University Councils do
not seem to appreciate this subtlety. For example, under the Pension Act Section, 12(i),
civil servants must retire at age 60. Since the academics are, strictly speaking, not civil
servants, universities could set their own retirement age limits. However, Makerere
University Council has kept the limit, forcing many seasoned staff to move on to other
universities or other jobs on becoming sixty years of age. These vestiges of the 1970 Act
that directly linked the university to the government need a re-examination if the public
university system is to continue serving the public good.
This is not to say that public universities should be completely de-linked from
government. The relationship should be of mutual respect within agreed rules, regulations
and procedures. For example, public university councils should have strong government
representation. It must be realized that universities are both national and international
institutions. University academic staff can work all round the globe. A local university
must compete with many other internal and external institutions for brilliant academic
staff. University institutions must, therefore, be left free to set their own working
conditions to compete locally and internationally. Once the best staff are obtained, the
leadership of the university must set the environment for the professoriate to emphasize a
national agenda that can improve the conditions of life in the state where the university is
located. The professoriate level of national commitment is often conditioned by its
working environment, which is in turn determined by the funding and freedom nations
grant universities. Besides factors specific to universities, Uganda was rocked by political
upheavals that nearly destroyed it as a political community (Ibingira 1973 and 1980;
Mutibwa, 1992, Karugire 1980 & 1988, Kasozi, 1994, Jorgensen 1980, Kyemba 1977,
Museveni 1997). Between 1966 and 1986 there were six violent and destabilizing
changes of leadership. Since independence, the country has seen constitutions abrogated,
changed and amended without the full approval of the population through referanda.
Uganda has not had the luxury of an organized political community, including rules and a
culture of peaceful changes changes of governments. Political violence consumed almost
one million people in the period 1971-1986. Political chaos led to the collapse of the
economy and the near extinction of the Ugandan state. Academics worked in abject
conditions. Without funds to fully finance higher education, many academics sought
other trades or emigrated. The academic decay has not been entirely reversed. Despite the
restoration of democracy in 1986, the government has not been able to sufficiently fund
universities due to the Structural Adjustment conditionalities and the policies of World
Band / IMF(World Bank, 2000, 2002; Liang, 2004). Higher education is still
underfunded, as the Education Strategic Plan, 2005—2015, indicates.
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Secondly, the NRM government's mode of operation seems to have shifted from full
democratic participation to presidentialism (Rubongoya, 2007), resulting in university
issues such as fee levels, unit costs, student welface and staff salaries, being debated and
decided upon by officials in the highest levels of government. Officials at these levels do
not have the time to focus on issues of higher education. Academic staff and institutional
governors find themselves unable to make final decisions on major and minor issues for
fear of upsetting government officers, making the work of the professoriate extremely
difficult. interference are less since 1988.
(ii) Insufficient numbers of academic staff
Due to insufficient funding, public universities have been working with less than the
required staff. The number of staff needed has been, and remains, far below the required
NCHE staff--student ratios (Appendix 1). This perpetual shortage has put pressure on
individual academics and has affected the attractiveness of the professoriate. Table 5.1
illustrates academic staff numbers and qualifications in Uganda universities
disaggregated into (a) public, (b) private and by (c) individual universities for both public
and private institutions in 2005/6. In that year, public universities had an enrolment of
56,005 students who needed at least 4,273 academic staff. However, there were only
2,092 or 49% of required staff according to NCHE indicators of quality (Appendix 1). In
public universities, there was a gap of 2,181 staff (or 51%) meaning that individual
academic staff had to perform the tasks of two people if public universities were to fully
teach the registered numbers of students. Kyambogo University, Makerere University
Business School, and Makerere University were the least staffed with gaps of 64%, 61%
and 53% respectively. Put another way, Kyambogo University was operating with 36%
of required staff, Makerere University Business School with 39%, and Makrerere
University with 47%. Because staff are overworked, spending most of their time
teaching, examining, and marking students, they have no time to search for the truth.
Although the four major accredited/statute private universities (Islamic University in
Uganda, Uganda Martyrs University, Nkumba University, and Uganda Christian
University) had problems of their own, their staffing levels were better than those of
public universities. Only Nkumba had a staffing level similar to that of public
universities (a gap of 53%). In all private universities, including those with provisional
licenses, vacancies were only 27% on average. However, a more careful census is
needed as some classes are taught by retired and part-time (or adjunct) staff who may
also be working in other public or private universities.
Tables 5.2 to 5.7 reveal different approaches to analysing staff shortages, by
grade, professors, senior lecturers, lecturers, and teaching assistants (as done by the
public universities themselves and the ministries of Finance and Education), and by
faculty (preferred by the National Council for Higher Education).
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Table 5.1 Academic staff in Uganda’s universities in 2005/6 academic year
Institution Name
Tota Ideal Curre Gap Gap Ideal Curre Ga Ideal Ideal Curre Gap Ideal
Universities
Enr StaffN StaffN
% PhD
PhD Ph Gap Master Maste Maste Gap%
NCHE % Requirements
60%
70%
Makerere University
Public 3108 2288 1066 122 53% 1373
363
101 74% 1602
585
1017 63%
Mbarara University of Science & Public 1790 134
184
-50 -37% 80
26
54 68% 94
98
-4
-4%
Kyambogo University
Public 1056 998
362
636 64% 599
31
568 95% 699
251
448
64%
Gulu University
Public 1837 138
203
-65 -47% 83
19
64 77% 97
89
8
8%
Makerere
University
Business Public 1073 715
277
438 61% 429
23
406 95% 501
159
342
68%
Sub Total for Public
5600 4273 2092 218 51% 2564
439
212 83% 2991
1182 1809 60%
Uganda Matyrs University Nkozi
Privat 2557 189
196
-7 -4% 113
24
89 79% 132
73
59
45%
Uganda Christian University
Privat 3012 222
118
104 47% 133
10
123 92% 155
81
74
48%
Islamic University in Uganda
Privat 2468 182
142
40 22% 109
18
91 84% 127
94
33
26%
Kampala International University
Privat 1393 929
467
462 50% 558
88
470 84% 650
266
384
59%
Aga Khan University Uganda
Privat 143 14
12
2
16% 9
1
8 88% 10
6
4
40%
Bugema University
Privat 1245 83
75
8
10% 50
4
46 92% 58
48
10
17%
Nkumba University
Privat 4453 297
139
158 53% 178
35
143 80% 208
88
120
58%
Ndejje University
Privat 2164 144
99
45 31% 87
1
86 99% 101
30
71
70%
Busoga University
Privat 1119 75
102
-27 -37% 45
6
39 87% 52
28
24
46%
Kabale University
Privat 291 19
33
-14 -70% 12
3
9 74% 14
15
-1
-10%
Kampala University
Privat 600 40
66
-26 -65% 24
18
6 25% 28
42
-14
-50%
Kumi University
Privat 751 50
44
6
12% 30
3
27 90% 35
3
32
91%
Mountains of the Moon University Privat 294 20
55
-35 12
5
7 57% 14
33
-19
-141%
Bishop Staurt University
Privat 1406 94
51
43 46% 56
1
55 98% 66
27
39
59%
Uganda Pentecostal University
Privat 199 13
76
-63 8
2
6 75% 9
42
-33
-352%
Central Buganda University
Privat 187 12
27
-15 7
5
2 33% 9
13
-4
-49%
Fairland University
Privat 821 55
32
23 42% 33
2
31 94% 38
14
24
63%
Nile University
Privat 218 15
32
-17 9
8
1 8% 10
26
-16
-156%
Bishop Barham University College Privat 687 46
50
-4 -9% 27
1
26 96% 32
27
5
16%
Sub Total for Private
3655 2499 1816 683 27% 1499
235
126 84% 1749
956
793
45%
Grand Total
9255 6772 3908 286 42% 4064
697
336 83% 4741
2138 2603 55%
NB: The -ve % indicates that the number of staff in the university is in ideal position, for example ideal number of maters in Mbarara is 94 but they have
98 in place, which is (-4% as a percentage with the ideal as a base)
Source: National Council for Higher Education, Uganda.
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Table 5.2: Academic staff establishment by category as of June 2006
Institution/Category Makerere
Mbarara
Kyambogo
Gulu
of staff
University
University
University
University

Professor
Assoc. Prof
Senior Lecturer
Lecturer
Asst Lecturer
Teaching Asst
Total

Makerere
University
Business Sch
Curr Estab Curr. Estab. Curr. Estab. Curr. Estab. Curr. Estab.
35
155
2
74
0
44
7
42
4
20
68
168
4
84
4
73
2
48
2
20
186
310
10
100
58
144
4
71
10
40
360
529
77
155
186 245
59
159
69
80
255
408
46
78
95
72
20
72
35
40
148
220
11
16
74
72
41
66
55
50
1,052 1,790 150 507
417 650
133 424
175 250

Source: National Council for Higher Education using data from public universities

Whatever the differences in methods used, all the data from the National Council for
Higher Education (Table 5.1), from the Universities (Table 5.2) and from the relevant
Ministries (Table 5.3) show gaps in the number of academic staff in public
universities. The criteria for determining “establishments” has neither been explained
nor is it uniform among the public universities listed, nor are the criteria for
promoting academic staff. Professors from different institutions may be of different
caliber, qualifications and experience.
Using formats as provided by the universities (as indicated in Table 5.2), in
2006, Makerere University had a shortage of 738, Mbarara, 357, Kyambogo, 233,
Gulu, 391, and Makerere Business School, 75. Table 5.3 reveals the government's
estimates of shortages: Makerere, 738; Mbarara, 389; Kyambogo, 22; MUBS, 5; and
Gulu, 308.
Table 5.3: Staffing levels and establishments in public universities as of June
2006
University

Academic Staff

University

Approved
Estab.
1,790

Filled Posts

Vacant posts

1052

521

151

Makerere
(MU)
Mbarara
(MUST)

Admin
and
Support Staff

Current ratio of
academic
to
admin staff

738

512

2.1

389

268

2.1

lead to resignations or strike action. Underfunding is at the core of the inefficient
academic production cited by a number of writers (Visitation Committee Report
2007, Orbella Report, 2004, Mamdani 2007, Carrol 2005). If not addressed, public
universities will become glorified high schools and be unable to fulfill their mandate.
(iii) The use of part-time academic staff
Although it is very difficult to get accurate data on part-time staff as some stay at
institutions for very short periods, the shortage of funds has compelled public
universities to use more part-time staff than is good for the delivery of quality higher
education. Table 5.4 indicates the number of part-time staff. In 2005/6, about 31% of
staff in public universities were part time, higher than the 20% ideal set by the
National Council for Higher Education. Private universities with a percentage of 40%
of the staff working part time were in a worse situation than public institutions.
Among public institutions, Gulu, with 51% of its staff operating on a part-time basis,
was the worst public performer, while Bishop Stuart, Mbarara, with 88% of staff
working part-time, was the worst of all universities, public and private. Universities
need a solid backing of committed full time academics to set good working behavior
and discipline. Moreover, there is no good reason why part-time staff should have a
strong emotional commitment to part-time employers: money is the only reason they
are associated with an institution.
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Table 5.4 Part Time academic staff in Ugandan universities, 2005/6:
Public Universities
InstitutionName

Full-Time Staff Part-Time Staff Total Teaching Staff

Part time

Universities

Male Fem Tot Male Fem Tot. Male

%

Makerere University

228 688 916

Mbarara University of Science and Technology

126 46 172 6

Kyambogo University

Fem

Tot.
1066

6

12 132

52

184

7%

36Univ
0 10.02 3165.42 22.08 15.78 re6 38 0.78 re 0.0

60% of an institution’s professoriate should have PhDs and 70% masters. However,
data in Table 5.1 show that public universities had only 439 academic staff with
PhDs, meaning that public institutions had only 17% of their staff with terminal
degrees. Although staff in professional disciplines like medicine, engineering, and
law may not need a PhD to lecture, to have only 17% of the professoriate with PhD
degrees is a miserable performance.
However, Makerere’s policy of staff
development has been good and has paid off. Makerere had 363 of the 439 PhD
holders in all public universities, and just more than half of the total 1,182 holders of
masters' degrees in the whole of the Ugandan professoriate.
.
Private universities do not perform very well either. Only 235 (or 15%) of their staff
were PhD holders in 2006. In public universities, 40% of academic staff had a
master's degree, versus 45% in private universities. Neither public nor private
universities reached the ideal NCHE requirement of 70% of staff having those
qualifications (Appendix 1).
(v) Remunerations of the professoriate: Ugandan academic staffs in public
universities are not well paid.
African academic staff in sub-Saharan Africa (southern Africa excepted) often earns
less than ten percent of what their counterparts do in other parts of the world
(Altbach, 2002). Yet these African professionals have the capacity to earn $50200,000 a year or more depending on expertise and ability. Many African
governments have not realized that academic staff, whether African or foreigner,
have the whole globe as their work place. Good universities seek good academics
from all over the world irrespective of race or nationality. Ugandan academics have
been, and some still are, teaching outside Uganda (the Pearl of Africa) in Southern
Africa, North America and Europe. The major reason why many African academics
leave the professoriate or go abroad is low levels of remuneration, bad working
conditions and, sometimes, political interference as well as, of course, the
unpredictable political environment.
Academic staff of public universities in Uganda have, for a long time, not been the
most well-paid. A comparison of the salaries of academic staff in public universities
with private universities in Uganda and the East African region illustrates this
unfortunate state (Tables 5.5, - 5.7). According to available data, in 2005/6 a
professor earned an average of about $1300 a month in public universities (Makerere,
$1,427; Kyambogo, $1,247; Gulu, $1,356; MUST, $1,397; and MUBS, $1,288 (Table
5.5 and 5.7). Although the pay varied among institutions, the average salary of a
professor in private universities was about $1400 (except for Uganda Christian
University, which was paying $2,417 a month). This average was slightly, but not
extremely, higher than what is paid in public universities for professionals of the same
level. Uganda Martyrs University, Nkozi, which appears to pay lowest, at $866,
bestowed a package that included a number of perks like meals, housing allowances,
transport, etc. Uganda Martyrs was actually remunerating its staff very well.
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Table 5.6: Gross salaries for academic staff of public universities: FY 2005/06
Position
Professor
(M3)
Assoc
Professor
(M4)
Senior
Lecturer
(M5)
Lecturer
(M6)r
Asst
Lecturer
(M7-1_
Teaching
Asst
(M7-2)

Makerere
Ushs
$
2,568,732 1,427

Kyambogo
Ushs
$
2,244,478
1,247

Gulu
Ushs
2,440,224

$
1,356

Mbarara
Ushs
2,513,760

$
1,397

MUBS
Ushs
2,319,280

$
1,288

2,289,595

1,272

1,909,362

1,061

2,068,624

1,149

2,241,866

1,245

2,093,771

1,163

1,886,318

1,048

1,535,294

853

1,630,788

906

2,083,164

1,157

1,669,895

928

1,525,521

848

1,137,571

632

1,319,639

733

1,643,935

913

1,363,192

757

1,322,214

735

915,598

509

1,129,186

627

1,360,403

756

1,135,742

631

1,200,125

667

832,571

463

1,106,003

614

1,131,734

629

825,244

458

Source: Public Universities and the National Council for Higher Education

Table 5.7: Gross salaries for academic staff of private universities in Uganda, 2005/6
Position

IUIU
Ushs
1,997,380
1,724,250

UMU Nkozi
Ushs
$
1,572,000
866
1,166,200
643

$
Professor
1,100
Ass
950
Professor
Senior
1,452,000
800
958,300
Lecturer
Lecturer
1,270,500
700
632,500
Asst
907,500
500
450,000
Lecturer
Teaching
726,000
400
Asst
Source: National Council for Higher Education

UCU Mukono
Ushs
$
4,387,500
2,41
3,145,000
1,733

528

2,362,500

1,302

349
248

1,810,000
1,483,750

997
818

1,296,260

714

On the other hand, universities in east and southern Africa, long attractive to Ugandan
academics, pay far higher (Table 5.8). A professor at the University of Dar es Salaam
received $2,020, at State University of Zanzibar, $1,592, and at all the institutions in
Southern Africa professors received an average of over $3,000 a month. Although the
economies of Southern Africa are prospering, those in Tanzania and Zanzibar are not
different from Uganda's.
As pointed out, universities know no borders when recruiting academic staff.
Foreign universities have in the past enticed Ugandan, and still do so. Recently,
Rwanda has attracted some of our best academics. Unless salaries of academic staff

(vi). Linking the university to civil service administrative behaviour works
against the university system.
The structural linking of public universities to government administrative behaviour
has demoralized and depressed the Ugandan professoriate. First, the Public Service
pay policy and Government Agencies (2006) Act has influenced how the
professoriate is paid. The single-spine salary structure that might be working well for
the civil service is also used at public universities because they are government
institutions. This structure is not fitted to universities, which need flexibility in
organizing salary scales to attract and pay the best brains from anywhere in the world.
The single spine is relevant for internal recruitment. Secondly, fixing retirement at
age 60 as required by the Pensions Act is another administrative imposition that
undermines the building of a seasoned professoriate in public universities. Professors
usually become wise in the 55 --75 age bracket, and removal at age 60 eliminates the
most seasoned academics from the system. Young staff, are left with no academic and
intellectual role models for guidance and emulation. Thirdly, the apparent direct
linkage of the treasury and universities creates suspicions on each of the two parties.
The government is viewed as the direct pay master of academic staff and therefore
target its organs whenever there is disagreement on pay instead of the University
Council. Grants for universities are better paid through a buffer body like a
University Grants Committee – or a Council for education – which, together with the
institutions, allocate available funds to universities according to agreed formulas.
This method protects the government from the pressure and irritations of staff strikes,
which are directed at government instead of university Councils that employ the
academic staff. The buffer body should also shield university institutions from
government budgetary and cash-flow problems.
Fourthly, the intended harmonization of staff salaries in all public universities might
reduce pay inequalities but, in principle, kills the individuality of each public
university. This individuality is best reflected in how each institution awards its own
degrees and diplomas instead of a harmonized certification like UNEB gives to A and
O level graduates. Ideally, each public university council should set its own salary
structure according to its vision, mission, program areas and income. Each institution
could then adopt expensive or low-cost programs according to its ability and
constituency. Setting uniform structures makes all public universities resemble high
schools or government departments that deliver uniform services.
And lastly, subjecting the procurement laws of the PPDA to universities is a
failure to perceive the nature of the academic inputs they purchase. Many of these
inputs, like books, have sole suppliers, for example, one publisher per book title. The
purchasing office cannot get three or more

Table 5.8: Salaries of academic staff in East and Southern African Universities,
2005/6
Country

Dar
es
Salaam
State
University
Zanzibar
Hubert
Kriuki
Cape Town
Free State
North-West
Western
Cape
Stellenbosch

Professor
Converted
to Ushs
3,636,848

2,020

Associate Professor
Converted $
Ushs
3,514,240
1,952

Senior Lecturer
Converted $
to Ushs
2,778,096
1,543

Lecturer
Converted
to Ushs
2,075,840

1,153

2,866,272

1,592

2,352,848

1,307

1,747,472

971

1,230,400

684

2,400,000

1,333

2,080,000

1,33

1,840,000

1,200

1,552,000

862

14,609,086
7,085,760
6,497,700
6,446,880

8,049
3,904
3,580
3,552

11,986,260
6,328,905
5,758,995
5,964,90

6,604
3,487
3,173
3,286

10,113,180
5,101,965
4,372,335
4,813,380

5,572
2,811
2,409
2,652

8,241,008
4,169,055
3,323,265
4,056,525

4,541
2,297
1,831
2,235

8,833,756

4,867

7,568,550

4,170

6,958,710

3,834

5,735,551

3,160

$

$

Source: National Council for Higher Education

6.
The proposed salary increases for academic staff
The salaries of the academic staff in public universities are likely to increase after
their strike action in 2005/6. After intensive meetings with the Mbaguta Sezi
Committee, staff agreed to go back to work on the basis of the proposed salary
structures contained in Table 5.9, in late December 2006.

Table 5.9 Proposed salary increases for academic staff, 2006
Job Title

Salary Scale

Vice Chancellor
Dep Chancellor
Professor
Ass Professor
Senior Lecturer
Lecturer
Asst Lecturer
Teaching Asst

M1
M2
M3
M4
M5
M6
M7
M8

Monthly Salary
(Lowest)
3,283,967
2,919,062
2,809,590
2,485,072
2,076,037
1,533,580
1,203,141
970,868

$

Monthly salary
(Highest)
Fixed
Fixed
2,820,371
2,506,605
2,113,910
1,560,644
1,213,921
M81,002,368

$

Source: Harmonization Committee and MUASA
It is too early to tell the impact of the new salary structure for public universities.
These salaries appear uncompetitive in the eastern and southern African regional
context in which our public universities have to compete. More work is needed in this
area if our minds are to have peace. However, the direct participation of the
government in setting salary structures does not bode well for institutional autonomy
and academic freedom. University council should be the final authority in salary
matters of academic staff.
7.
Staff strikes
The frustrations of academic staff have led to a number of strikes and commotions in
public universities since the establishment of a more tolerant political atmosphere in
Uganda in 1986. In the Amin and Obote II periods, only students dared to take the
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risk (Byaruhanga, 2006). The academic staff were too afraid to do so and it was risky.
During the NRM regime, academic staff have taken advantage of the tolerant political
environment to voice their grievances. Makerere has had staff strikes or industrial
actions in 1988, 1989, 1996, 2004 and 2006 (Niwagaba, Augustus, Daily Monitor
November 22, 2006, page 21, Akorimo, May 28, 2008 ). In 1988, Makerere
University academic staff demanded an increase of their salaries from 400,000/= then
about $400 per month to a “living wage”. The government listened and promised to
rectify their situations when the economy improved. In May 1989, under the Chair of
Makerere Academic Staff Association (MUASA) chairperson Frederick Juuko,
Makerere academic staff went on strike demanding that government fulfill its promise
to pay a living wage to staff. The government responded by an ultimatum for lecturers
to go back to teach or lose their jobs, and the institution was temporarily closed.
However, government promised to meet some of their basic needs such as soap, salt
and sugar. In May 1996, there were short-duration actions by both students and staff
over increasing enrollment and stagnating facilities.
In 2004, under MUASA chairman Ezra Twesigeomwe, academic staff went on strike
demanding a minimum wage of 2.8 million shillings then about $2,000 a month. After
four days, President Museveni met the staff at the government owned Nile Hotel
Conference Centre (now Serena) on April 13, 2004. The academic staff returned to
work after government committed itself to give them their demands in a letter signed
by the Prime Minister and Professor Apolo Nsibambi. However, by 2006 the pledge
had not been honored.
That October, under their chair, Augustus Niwagaba, academic staff went on strike
demanding the government fulfill its pledge to increase their salaries to shillings.2.8
million a month for a professor. They also insisted that the figure represented basic
and not gross salary. The University Council closed the institution for lack of teaching
staff. Staff from other public universities supported the strike action and it was feared
that all public universities could be closed, too. The government set up a committee
under Hon. Prisca Mbaguta Seezi, State Minister for Public Service, on
“Harmonization and Enhancement of Salaries of Academic Staff salaries in Public
Universities,” mandated to negotiate with striking staff and recommend appropriate
salary structures. After marathon negotiations the committee recommended the salary
structures shown in Table 5.9. The staff lifted their tools and the University reopened
in December 2006. A final report was handed to the relevant authority in February
2007.
But the report, and all other agreements, did not recommend, let alone discuss, the
total de-linking of public universities the government, as was the case before the 1970
Makerere Act. Yet, and this is the central issue, as long as the government is directly
seen as the paymaster of the academic staff, and as long as government continues to
micromanage fees and welfare issues, it will continue to be a target of staff and
student anger. The government needs a buffer body such as a Grants Committee or
Council for Higher Education to manage funding public universities under a new
model that increases funds, access, and equity, if it is to escape constant staff and
student irritation. Government's role should be policy and providing annual
subventions calculated by the buffer body. It should not be seen as the direct “bad
guy' in government—university relationships.
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8.

Brain Drain

Difficult work conditions often force academic and other highly qualified African
personnel to seek better alternatives abroad (Tetty, 2006; Teferra, 1997). To
understand this exodus, one must comprehend the global terms of trade, relationships
with developed countries, and conditions within poor countries. Africa has suffered
considerably in these areas. African academics receive less money in their countries
than those with similar qualifications working outside universities. The retirement
packages are often not good, and aligning university administrations to civil service
rules and administrative behaviour does not help. It is estimated that some 23,000
qualified academics leave the African continent each year (Reddy, 1999). About
40,000 Africans with PhDs live outside the continent. At least 300,000 African
professionals work in North America and Europe. The areas most affected are
academia, research, health, science and technology, and ICT. Some 600 Ghanaian
doctors are believed to be working in New York City boroughs, about 20% of the
country's total requirements. About twenty doctors are believed to leave Kenya each
month to take up positions elsewhere. The situation is not very different for Uganda
(Charles Wendo, 2008). Uneven development and differing political systems also lead
to brain drain and brain circulation within Africa. A number of Ugandan academics
have gone to Rwanda to benefit from neater social organization and better pay. Until
African governments understand that scholars are the authors of development ideas
for sustainable knowledge-economies and management, the problem of brain drain
will be with us. Currently, Africa pays some four billion dollars to expatriates to make
up for the loss of nationals each year. The policy models these expatriates design are
often culturally loaded with the background of their designers. Nations need culturally
sensitive development models to modernize their nations. Only local experts can
design these models.
9. The failures of the academic staff
Academics are known to be participants in a number of activities that undermine the
very basis of their profession. Let us discuss a few:
(i)
Undermining of the institutional autonomies of their universities
Although academics face many threats from outside universities including the state or
its functionaries, biased civil society that may wish to influence academic opinion
according to its ideology, such as alumni, community leaders, the media, business,
foreign interests, university management/administration who often seek to enforce
disciplinary orthodoxy by compelling academics and students to conform to
established lines of thought, academics themselves are often the source of their
problems. They are often to blame for the erosion of institutional autonomy and
academic freedom. As one writer has put it, “African academics can be as corrupt,
nepotistic, competitive, sexist, and authoritarian as their counterparts in government
or administration” (Mwiria, 2003). A few examples will illustrate this point.
In Rwanda, it was a group of academics, including a history professor of the National
University of Rwanda, who is reported to have conceptually planned genocide
(Mwiria, 2003). The frames of the 1970 Act were assisted by disgruntled academics
who saw in government intervention into the affairs of Makerere as a chance to
increase their advantages in the institution. It was one of Makerere’s professors who
steered the way for the crowning of Idi Amin with an honorary doctorate of Makerere
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University. Currently, a number of ambitious academics seek external solutions to
matters internal to their universities by referring issues that could be internally
resolved to external forces, particularly those in the political system. As a regulator of
higher education, I have been confronted by many of these shallow academics to
solve problems that really needed internal efforts to address. I have been told that
such academics go as far as Parliament, the Ministry of Education and even State
House for such solutions. By so doing, academics increase possibilities of institutional
external micromanagement to the detriment of delivering quality higher education.
(ii)
Betraying the academic trust in assessment
Academics are knows to betray the confidence placed in them as judges of who and
who is capable of contributing to society through upward academic mobility
In a number of African universities, academics are known to award grades for reasons
other than the quality of answers. With the proliferation of universities, academics are
reported to be teaching at more than one institution, thus spreading their energies so
thin that they are rendered ineffective. Such a behavior reduces their accountability to
their employers, the students, and ultimately to society. In this way, they expose their
weaknesses, which outsiders exploit to undermine academic freedom.
(iii)

Neglect of responsibilities
Although academic freedom given to staff to freely teach, research and debate as
freely as one is able-without inconveniencing others, many academic staff have not
realized that such freedom comes with social responsibility. Amongst these
responsibilities are:
Academics must resist corrupting influences on their research and teaching
They should transcend partisanship and prejudices. In their academic duties, they
should seek to further the learning of students and should avoid statements and
actions that may inhibit student’s freedom of inquiry and expression.
Academics should design curricula that are relevant to the needs of society
Programmes and courses in university institutios must be clearly specified by the
academics in terms of semesters and calender months or years at the start of each
academic year and semester. Their students must know the course content, the
evaluation schemes and appeal mechanisms.
(iv) Slow pace of modernization of teaching and learning.
Some of our staff have been very slow in embracing modern methods of knowledge
creation and dissemination. These include digital methods of teaching, of changing
the relationship between lecturer and student from a master to a collegiate one and
instructing by letting learners participates in problem solution and knowledge
creation. For example there was resistance in the Faculty of Medicine at Makerere to
the implementation of problem based learning by some senior members of staff for a
number of reasons including student/ lecturer relationship change. some staff are still
dependent on note giving, are afraid of electronic methods of teaching where the
computer, class and personal webs are part of the learning process. Indeed some of
the staff are not computer literate.
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