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Abstract. Universities in Central Uganda exhibit shortfallstire area of staff

diversity management. This is threatening the dgrakbnt of the universities.

However, hitherto, the reasons for the said shbmfare not clear. This paper
reports on the findings of a study that delved ititese reasons, with specific
reference to staff recruitment policies and theiplementation. It reports that the
fairness of the universities’ employee recruitmguidelines and the way these
are implemented are significantly and positivelyhwthe universities’ diversity

management. The failure to manage staff diversity fair manner is attributed to
unfairness of some of the universities’ recruitmgmticy guidelines albeit

partially; adherence to the guidelines was fountidanore significantly related

to effectiveness in diversity management. Subseatyyehe paper recommends
elimination of recruitment guidelines that discriraie against some would be
qualifying applicants and strict adherence to thécg guidelines that promote

staff diversity.

Keywords: Diversity management; Human Resource Managemengi@ance.

1 Introduction

Failure to manage diversity in a fair manner is afighe main challenges
facing universities in Uganda (Izama, 2013; Tet@310). This is particularly
depicted in the demographic characteristics of ghiestitutions’ academic
workforce (Ntayi, Beijuka, Mawanga & Muliira, 2009s specified in Section
6(3) of the Employment Act of Uganda, 2006, thasaracteristics include sex,
ethnic background and religion. The same Act indsahat all employing
organisations in Uganda should build their workéoitt a manner that is fair to
all qualifying people, irrespective of these denagdpic attributes. However,
realisation of such fairness has eluded most olttieersities as is evident in
the asymmetrical composition of their workforce ténms of sex, for instance,
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Hassan (2012) indicates that women are still afijcunderrepresented in the
academic workforce in Central Uganda. This is sufgobby the National
Council for Higher Education (2013), which indicait¢hat the academic
workforce of Central Ugandan universities is 87%anén terms of ethnicity,
the analysis of Makerere University, Kyambogo Umsity, and Mbarara
University of Science and Technology staff list®X@, 2011, 2012 and 2013)
reveals that most of these universities’ departmeate dominated by
employees belonging to the same tribe as thateoh#dads of the departments.
The analysis of the religious composition of theseversities’ academic
workforce reveals that on average, it is 94% Cianisand only 6% Muslim.
Religious imbalances are also evident in the academorkforce of most
private universities in the region. It is not uncoon to find Catholic,
Protestant or Muslim academic employees dominatingniversity whose
foundation body is Catholic, Protestant, or Musloriented, respectively,
especially at a management level (Namutebi, 20IR) does not mean that
there are no women or people of different ethmisitand faiths that are more
suitably qualified to be employees in these unitiess (cf. Mwesigwa, 2014;
Lule, 2013; Nabulya, 2013; Ntambaazi, 2013; Actia@hfternational Central
Uganda et al., 2012; World Bank, 2008).

Harvey (2011) suggests that such diversity mismamagt may make the
universities lose out on becoming more competiivel successful. It could
deny them access to the widest possible pool disshibilities, and ideas. It
may also limit their chances of building a publicaige by which they can win
full community acceptance and support (Guest & &loa&, 2011). When an
organisation is sensitive to attributes of diversihat are critical to the
community it is serving, it makes people feel faileated and this motivates
them to respond by supporting it as their own oiggtion (Kochan et al.,
2003). They associate with it as loyal clients,siderate suppliers, supportive
lenders, or willing providers of information the ganisation requires to
understand and respond to the needs of the markatsatisfactory manner
(Kochan et aJ 2003). This improves the success of the orgdoisdKarsten,
2006). In contrast, any organisation whose divermrsiainagement does not pay
attention to the diversity features that the peapkerves consider important
finds it difficult to succeed. It makes people fedienated to the extent that
they become indifferent to the organisation (Lay@@92; Wheeler, 2001).

Accordingly, the diversitynismanagemenh universities in Central Uganda
reported above presents as a significant problenttineatens the universities’
development and sustainability. There is need werstand why it exists—to
determine what needs to be done to overcome it.edewy a gap in knowledge
on the subject relates to the fact that most ofwhiéing on the subject is
descriptive, presenting information about its pftemae albeit without
accounting for the same and what may need to be tlwovercome it. This
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study was conducted to fill this gap. Specific atittn was paid to staff
recruitment policies as an instrument of diversityanagement in the
universities because recruitment policies and thg thiey are implemented are
one of the main means through which organisatiorenage diversity
(Mayhew, 2014; Jeffrey, 2011; Katusiime-Muhwezi,1@0 Four specific
research questions were addressed: How do stafiniversities in Central
Uganda perceive their universities’ managementeoidgr, ethnic and religious
diversity? How do staff of universities in Centtégjanda perceive the fairness
of the guidelines prescribed by the universitieruitment policies? To what
extent do universities in Central Uganda implentiet guidelines prescribed
by their recruitment policies? What is the relasibip between the content and
implementation of recruitment policies and diversitnanagement in
universities in Central Uganda?

2 Related Literature and Knowledge Gap

Literature indicates that diversity management ifeckntly defined and
approached. However, the definition adopted in gaper is one given by
Thomas (2005). Describing diversity as a concegit $hbsumes all “individual
differences that are socially and historically figant and which have resulted
in differences in power and privilege inside as Ilwaek outside of
organizations,” Thomas (2005) defined diversity agement as “a
comprehensive managerial process for developingraironment that works
for all people” (p.9). This definition is adopte@&dause of its emphasis on
managing diversity according to differences tha swocially and historically
significant. This emphasis underpins Central Uganddgtuation, since the
differences stressed in the employment sectorisfdbuntry are those that are
historically and socially significant.

According to the diversity theory of inclusion, amganization needs to
balance its workforce in terms of these demograpmliiferences not only
because they are historically and socially sigaificin the labour market; but
also because they help to create a workforce thalbles the organisation to
acquire diverse competences, a better understarafirigy market, a public
image or reputation that improves its acceptabiitthe community it serves,
and subsequently, improved success in businese/gifad2011; Melanie, 2007,
Siddall, King, Coleman & Cotton, 2004). Literatuiredicates that diversity
management can be accomplished through affirmagiggon, involving
application of international and national legisiatithat promote diversity
through non-discrimination (Marlene, 2006). It adso be encouraged through
administrative actions intended to promote socigtige by focusing on
equitable balancing of the workforce according titioal diversity attributes
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(Harvey, 2011; Scott, 2007). Diversity managemean @also be promoted
through the market-driven diversity management eggh (Guest &
Shacklock, 2011; Tatli & Ozbilgin, 2009). This idasiness-oriented approach
that involves being responsive to the market anerefiore focusing on
workforce inclusion and acceptance based on seihgitiot to merit alone but
also to non-merit demographics that make the wockfa true reflection of the
market, especially in terms of socially and higtally critical attributes such as
sex, ethnicity, sexuality, marital status, racelogn religion, disability,
nationality, and a host of other attributes of esypks and potential employees
(Flood et al., 2008; Vaughn, 2006). Research hawsithat one of the ways by
which organisations can promote diversity managémi@enolves using
recruitment policies (Mayhew, 2014; Jeffrey, 2011).

A recruitment policy refers to the action plan tigaides an organisation as
to what should be done whenever there is need dorutment (Tatli &
Ozbilgin, 2009). This policy is made up of guideln (rules, standards,
procedures and practices) stipulated to be followbdnever an organisation
such as a university is soliciting, contacting, aaiding the interest of suitable
candidates to apply for vacant posts (Noeleen, iBigawiney, 2003). It is
these guidelines that determine how an organizathmuld identify and attract
suitable candidates internally or externally. Thesrefore have to relate to how
diversity is managed in an organisation like a arsity. Research has shown
that the guidelines do not relate directly to déitgr management; they do so
through their observance by those implementing tligatusiime-Muhwezi,
2010; Knouse et al., 2008; Tatli & Ozbilgin, 200Baylor, 2009; Thomas,
2005; Eitelberg & Mehay, 2004; Heather & Limberg2004; Hays-Thomas,
2004, Siddall et al., 2004; Jackson, Joshi & Erh&@03; Von Bergen, Soper
& Foster, 2002). These studies have, nonethelessn lronducted outside
Central Uganda and about organizations that arécalyp different from
universities in general and those in Central Ugangzarticular. Consequently,
the relationship between recruitment policy guitedi, their observance and
diversity management remains to be establishedamagd Central Ugandan
universities are concerned. This study was neemladdress the relationship.

In particular, Eitelberg and Mehay (2004) obsertleat good recruitment
policy guidelines should not encourage discrimiratagainst job applicants.
They should not encourage advertisement of perguecifecations that
discriminate against men or women applicants, blackvhite applicants, or
against applicants of different religious affil@is. Recruitment policy
guidelines should generally not be used to pronastg form of non-merit
discrimination against potential applicants. Thedservations suggest that
good recruitment policy guidelines are tools foromoting diversity
management through minimization of discriminatianan organization. They
therefore translate into attracting all job appliisawho possess the necessary
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job requirements, irrespective of their genderbati religious and other
differences.

Knouse et al. (2008) stressed that recruitmentypguidelines that should
be observed for effective diversity management #Hrese that enable
organisations to strategically harness the variadsantages of diversity,
including increased innovativeness, productivitiffe@iveness, acceptability
and therefore marketability to a wider base ofntbée. Tatli and Ozbilgin
(2009) concurred with Knouse et al. (2008) wherytbbserved that today,
recruitment policy guidelines that promote diversihanagement are the
guidelines that strategic organizations use to ttam benefits of inclusion
through recruiting employees irrespective of thgdnder, being in minority
groups, or their geographical location. Heather &mdberger (2004) had
earlier on observed that such recruitment has besie possible by the advent
of Internet technology. Employees can now be réeduirom any part of the
globe by just advertising vacant posts via an dagdion’s website.

Zairi (2008) noted that recruitment policy guidelinthat promote diversity
enable organizations to build a quality workforbeotigh attracting a pool of
employees who are innovatively, skilfully, and dgraphically diverse, and
who, therefore are more productive and acceptabtbe market. Zairi (2008)
observed further that through the use of diverstruitment policy guidelines,
the level of disgruntlement hitherto felt by mirtgrgroups as a result of being
left out when recruiting employees has considerdbblined.

According to Kochan et al. (2003), recruiting aedise workforce carries
with it a tendency establishing good relationskapd partnerships as well as a
good reputation with communities from which the lforce is drawn. Such
advantages help to build a favourable public amiajlimage, which puts an
organization in a better position to keep on atingcand retaining more and
more of the best talent all over the world, irretpe of the sex, ethnic and
religious differences (Kochan et al., 2003). Rededras however, shown that
using recruitment policy guidelines as tools of edsity management has
tended to be challenged by a number of issueshdrfitst place, it has been
observed that for recruitment policy guidelines gocceed in promoting
diversity management, they have to be clearly aete about it (Shackleton,
2007; Scott, 2007). The policy guidelines shodkhdy state that they are
intended to create a diverse workforce based onatienale of the diversity
theory of inclusion (Saunders et al., 2008). Theyudd also encourage market
research for purposes of scanning and followinghepdemographic changes in
the market so that the changes can be reflectetia@nrecruited workforce
(Sajjad-ur-Rehman & Marouf, 2008). It has been adgthat human resource
professionals should make use of the latest markstarch to diagnose
diversity and to reflect it in their organizationgcruitment policy guidelines
(Jackson et al., 2003; Von Bergen et al., 2002).
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Unfortunately, not many recruitment policy guideknare as flexible and
responsive to diversity changes in the market ag should (Joshi & Erhardt,
2003). As a result, the guidelines compromise awt®f promoting the
changing nature of diversity attributes of the nerkwhich minimizes the
chances of an organization to realize a diverse&famre and its associated
benefits. Specifically, the method the guidelinesspribe to advertise available
vacancies can affect diversity management in aifgigntly adverse manner
(Knouse et al., 2008). Vacancy advertising methdetermine whether the
information reaches or does not reach all eligjbkeapplicants. These include
referrals; contacting and establishing relationshith companies that look for
suitable candidates through offering incentivespgaition, and rewards; and
connecting with external diverse professional oigtions and communities
(Siddall et al., 2004). In some organizations, hmvethe methods prescribed
to recruit employees tend to eliminate some pakmandidates by leaving
them uninformed about the job (see, for exampleygWia, 2006; Nannono,
2009).

According to Ursell (2009), it is very common tovadise a vacant post and
only people of the same tribe, religion or gendmlypand emerge as the most
suitable for the post. It is also common to finditaiation in which the policy
guidelines in place to guide recruitment throughennal transfers and
promotions favour people from the same tribe, r@tigor gender (Kerslake &
Goulding, 2006). This has been witnessed in thdtanjl arm of Central
Uganda government as a result of the institutiohistory. Although
administrative diversity management is recommendeich a situation, it has
not yielded expected outcomes. Could this also yagpl the country’s
universities as well? The answer requires an eogbimvestigation; hence the
need for this study. After all, the fact that retnent policy guidelines may fail
to guarantee fair diversity management has beepostgu by Zairi's (2008)
research, which shows that more emphasis could Uieop recruiting a
particular person rather than on the purpose, remgnts and demands of the
job itself. This tends to occur in organizationsenéh competence and merit
recommended by policy are compromised by orgawisaliculture, patronage,
nepotism, bribery, corruption, favouritism, or medntial treatment (Saunders
et al.,, 2008). These practices tend to ignore timgpgse of the recruitment
policy and instead promote the interests of inftlinpersons in the
organisation (Palmberg & Garvare, 2006). In sudhasions, even when a
vacant post is advertised as required by polidyjobl applications received in
response are simply disposed of in dustbins witlewain paying attention to
whether the applicants are more suitable than ¢éingop preferred by influence
wielders or not (Ursell, 2009). These observatiomgly that when a particular
candidate is preferred to take up a job, managiivgrsity based on the
prescribed recruitment policy guidelines becomd8cdit. It is however not
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clear whether this also happens in universitie€émtral Uganda; hence the
need for this study. Another barrier to the sucasfsa recruitment policy in
promoting diversity management is that the edunatitevels of some groups
may be historically so low that the groups canratotirably compete with
other groups (Palmberg & Garvare, 2006). In fagsearch has shown that a
policy intent to promote diversity in an organipatimay be challenged by the
fact that not enough qualified people may be olethiitom some demographic
groups to fill certain positions (Palmer, 2003). offmer challenge has been
identified as personal preferences and interestsneSpeople may not be
interested in certain jobs even when they quabfythem (Palmer, 2003). This
limits recruiting diverse candidates.

In general, literature indicates that through th&lelines they prescribe and
how the guidelines are observed, recruitment pdigilay a role in ensuring
that organisations like universities manage ditensi a fair manner as far as
sex, ethnic and religious differences of job applis are concerned. Literature
also indicates that the ability of the policies dasm compromised when the
prescribed guidelines are not observed as a resuibterferences such as
organisational culture, personal influences of ¢hosntrolling the recruitment
process, and other influences. Notwithstandingruinent policy guidelines
may be limited in their ability to promote a diversvorkforce. A key
conclusion from the foregoing literature that retato the problem of diversity
mismanagement in universities in Central Ugandtnas part of the problem
may be with the policies themselves while partha problem may be due to
the way these policies are implemented. Reviewefliterature also indicates
that, unfortunately, in the case of these univiesiinformation on attributes of
both these variables is generally non-existent—agyly because hitherto,
research had not been conducted on recruitmentigmliand diversity
management. It is against this background that shisly scrutinised these
attributes, including the perceptions staff of tn@versities hold about the
same.

3 Methodology

The study was conducted following a descriptivessrsectional survey design
through which primary data were collected from austirators and academic
staff of the selected universities (Table 1).

Table 1: Population and Sample

Respondents Population Sample* Respondents
University administrators 96 76 50

Academic staff members 136,002 384 210

Total 136, 098 460 260

*Cited from Krejcie and Morgan (1970)
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Multistage sampling was used to select the samjies probability sampling
technique was used to facilitate selection of tistigally representative sample
in a highly cost effective and time-saving manmegrésti & Finlay, 2008). The
universities in Central Uganda were first clusteired two categories: public
and private. The private universities were furtteiegorised into those that are
denominational and those that are sponsored bigtrfdabsequently, the lottery
method of the simple random sampling technique waed to select
universities from each category. Eleven (11) ursitieys, representing 39
percent of the universities in the region were et This proportion was
greater than the minimum of 30 percent recommengedSaunders et al.
(2003) as the sample size required to attain Statisrepresentativeness. In
each of the selected universities, convenience kagnwas used to select the
respondents because it facilitates selection aowprtb the accessibility of
respondents (Amin, 2005).

Data was collected using a self-administered oomstire. The
questionnaire elicited responses using a Likertesoh responses stretching
from “Strongly Disagree” (1), through “Disagree”)(2Not Sure” (3), “Agree”
(4), to “Strongly Agree” (5). The content validitpdex and Cronbach Alpha
coefficient of the questionnaire were establishe®2 and .9 respectively. The
data collected was analysed using descriptivestitzdji ANOVA, correlation
and linear regression analysis.

4 Findings

The findings are presented according to the objestdf the paper. The first
objective was to establish the perceived level ahaging sex, ethnic and
religious diversity in universities in Central Ughkm Chi Square and ANOVA
findings are shown in Table 2.

Table 2: Perception of Diversity Management (Mean Scores, N = 260)
Attributes of Diversity Management D P T F Sig.
The university has rules for ensuring that its 1.05 2.01 1.61 8.11 .000
academic workforce is balanced
Staffing of the university follows relevant laws 1.06 3.51 1.55 9.91 .000
on affirmative action

The university endeavours to balance 1.19 3.55 1.63 19.01 .000
attributes of diversity in its workforce

University respects international diversity 1.13 2.19 1.56 11.88 .000
management conventions

The university’s academic workforce is as 1.13 2.43 1.60 15.913 .000

diverse as its the society
KEY: D = Denominational; P = Public; T = Trust
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The levels of significance (Sig.) in Table 2 revéadt all the F-values were
significant at the.01 level of significance. Thimplies that the perception of
gender, religious and ethnic diversity manageméferdd significantly across
the universities. In particular, the mean distiidmitreveals that the respondents
from private universities “strongly disagreed” dhthe indicators of diversity
management. This suggests that these universiges mot managing diversity
appropriately. This distribution indicates furthbat diversity management was
not given attention even in public universitiesgept in terms of applying laws
on affirmative action (mean = 3.51) and making gff@o balance the academic
workforce in terms of such diversity attributes sioiered critical in the region
(mean = 3.55). However, these mean values were ¢w$4’, implying that
even in these cases, the level of managing thiersity was low. A careful
scrutiny of the mean values corresponding to thendation bodies of the
universities points to a similar pattern of intetation.

Table 3: Fairness of Recruitment Policy Guidelines (N = 260)
Recruitment Policy Guidelines Mean Std.
The policy requires that no vacant post should be filled 4.75 .102
before it is advertised in public media

The university’s recruitment policy allows recalling a 4.75 .102
retired employee to fill a vacant position

In case the university is recruiting internally, the policy 4.56 132
requires putting up an internal advert informing all
employees about vacancies

The mean distribution in Table 3 indicates how aypés described the
fairness of the guidelines stipulated by their engsities’ recruitment policies to
potential job applicants. Based on the responsde,seaspondents who
“strongly agreed” (mean close to ‘5") implied thiae guidelines were very fair
to potential job applicants. Based on this inteidren, the mean values in
Table 3 indicate that respondents “strongly agrewtti all the guidelines. This
implies that the universities’ recruitment policyidelines were fair to potential
job applicants. However, review of the universitiescruitment policies

revealed that their guidelines specified only acade qualifications or

competency requirements that an individual neededdcupy a post. The
situation was different in one of the denominatlanaversities. In addition to
the stipulated merit requirements, the recruitmpalicy stated that, “All

applicants for the post of vice chancellor and dgpice chancellor should be
born again and preferably Anglican.” Another poliejso belonging to a
denominationally founded university required allpkgants for the posts of
university chancellor and vice chancellor “to betl@dic by faith.” These
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findings suggest that some of the universitiesruiément policy guidelines,
which administrators and lecturers described ag far, prescribed guidelines
based on non-merit diversity characteristics.

Table 4: Adherence to Recruitment Policy Guidelines (N = 260)

Recruitment policy guidelines Mean Std.
Vacant posts are advertised as prescribed in the policy 1.16 .048
guidelines

Applicants for posts are considered on the merit of their 1.16 .048
qualifications

Not only relatives of influential university officials are 1.51 .058
recruited in the university

The university’s recruiting officers work with integrity 1.99 .002
Candidates for positions don’t have to be favoured to be 1.09 .064
recruited

Transfers are done in a legitimate and fair manner 1.09 .064
Promotions follow prescribed guidelines 1.16 .048

Majority of the positions are filled in accordance with relevant 1.99 .002
guidelines

A careful analysis of the distribution of the meaegeals that the respondents
generally disagreed (the means were close to ‘16 &2’) with all the items in
Table 4. For instance, respondents strongly disalgteat a vacant post was
advertised as prescribed by policy not after agrets fill it had already been
identified through the personal influence of the tdficials in the unit (mean =
1.35, Std. =.057). This implies that vacanciesenaatvertised after being filled.
In the same way, the findings in Table 4 indicdtat tthe recruitment policy
guidelines prescribed by the selected universitresre perceivably not
observed whenever recruitment took place. Thisfudker substantiated when
respondents were asked to comment on whetheruhgiersities’ recruitment
policies served their intended purpose as expeQad.of the respondents said
that:
To some employees the policy is followed and ieiedl serves its purpose.
To others, it is completely violated and the pug@scompromised. You
see, some of my colleagues here smuggled theiiirwdlyis not clear how
they came in. So, serving its purpose or not dependwvho is assessing it
and how he or she was recruited. It also dependsoan an employee
views what goes on in their departments as faeasiiting employees is
concerned. In general, it can serve its purposhase recruiting do not
have anyone in mind to fill the vacancy.
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One administrator responded thus:
I highly doubt whether the intention of our recnoéint policy is realized as
expected. In fact, it is abused by the top admaiisin to the extent that |
cannot believe what is going on. It appears theurgoent policy was
abandoned a long time ago. Employees here areitegtraccording to
desires of one big boss. It is all a one man’s @ger We just see new
employees being recruited.

Another administrator made the following comment:
Don’t even talk about serving the intended purpd®gben you read what
the policy states and compare it with what goeshere, you conclude
straight away that the policy is not followed. Eoy#es are recruited
according to bosses’ wishes...

Yet another one said:
No comment. | am just sick of what is going on hétew can you talk
about a (recruitment) policy serving its purposewkve have people from
one tribe here? Which policy stipulates such a gse@ | need to be
educated on this.

The findings above suggest that the observanceiidetnes stipulated by the
recruitment policies of the selected universitefs & lot to be desired.

Table 5 shows that the correlation coefficienttf@ relationship between the
fairness of recruitment policy guidelines and dsitgr management was
positive (r = .198) and significant.

Table 5: Relationship between Recruitment Policy and Diversity Management

Variables Statistics  Fairness of Implementation Diversity
recruitment of recruitment management
policy guidelines policy guidelines

Fairness of Pearson (r) 1

recruitment Sig. .

policy guidelines N 260

Implementation Pearson (r) .481** 1

of recruitment  Sig. .000 .

policy guidelines N 260 260

Diversity Pearson (r) .198* .439* 1

management Sig. .001 .000 .

N 260 260 260

** Significant at the 0.01 level, *Significant at the 0.05 level

The correlation (r = .439) between observance @& tacruitment policy
guidelines and the level of managing this diversitgs also positive and
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significant. After establishing that positive rétaiships existed between these
variables, linear regression analysis was condutiedetermine whether the
relationship was predictive (Table 6).

Table 6: Diversity management by fairness and implementation of
recruitment policy guidelines

Diversity Management

Std.
error of
Std. Adjusted the
Predictors Error Bt Sig. Rz R? F Sig. estimate
Constant .105 8.817 .000 .609 .607 59.755 .000 .006
Fairness of .045 .077 0.705 .570
recruitment
policy
guidelines

Implementation .089 .708 21.115 .000
of recruitment

policy

guidelines

The level of significance in Table 6 indicates tileeresponding F-value (F =
59.755) was significant at the .01 level of sigrdfice (Sig. = .000 < .01).
Therefore, the corresponding Adjusted R-Squareevalu.607 indicates that
both the fairness and observance of the guideshpslated by the recruitment
policies of the universities that participated e tstudy predicted the level of
sex, ethnic and religious diversity by a signific&0.7%. This implies that the
fairness and observance of these guidelines detedrthe level of diversity
management in Central Uganda’s universities irgaitant manner. In terms
of individual predictors however, the fairness bk tguidelines was not a
significant predictor (Beta = .077, t = 0.705, Sig..570 > .05). Only the
observance of these guidelines predicted the leyal significant 70.8% (Beta
=.708, t = 21.115, Sig. = .000 < .01). These fgdiindicate that the level of
diversity management realised in Central Ugandawveusities depended much
more on the observance than on the fairness ajutdelines stipulated by the
universities’ recruitment policies.

5 Discussion, Conclusion and Recommendations

Findings indicate that the fairness and observarfidbe guidelines stipulated
by recruitment policies of universities in Centtdganda related with the
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universities’ level of managing sex, ethnic andigiels diversity in a
significant, positive and predictive manner (Tabland Table 6). The findings,
therefore, concur with the observations made byusecet al. (2009), Tatli and
Ozbilgin (2009) and Taylor (2009). Each of thedeotairs came to a conclusion
that the extent to which a diverse workforce isnpoted or minimized in an
organization is significantly determined by the umat of the guidelines
stipulated by recruitment policies and how thesielgines are observed. The
established relationship indicates that this wagelss the case in the
universities that participated in the study. Theifpee nature of the relationship
reveals that the level at which sex, ethnic anidimis diversity was managed
varied in the same direction with the level of i@iss and observance of the
guidelines stipulated by the universities’ recrutinpolicies. In other words, if
the guidelines were highly fair to potential jobpigants and if they were
observed as stipulated, they translated into hegkls of managing sex, ethnic
and religious diversity, and vice versa. Therefte,low to negligible levels of
managing this diversity (Table 2) imply that tharas something not right with
the fairness and observance of the guidelines.

The findings in Table 3 indicate that the guidedingere generally very fair
to potential job applicants. This would suggestt tilee fairness of the
recruitment guidelines did not explain the low lleeksex, ethnic and religious
diversity in the universities. However, documenalgsis revealed that some of
the universities’ recruitment policies entaileddrlines that were unfair to all
potential job applicants. The unfairness was irmgerof fixing religious
affiliations of applicants to particular jobs, esjadly those at the senior or top
management level. Obviously, this unfairness wasrihhinatory as it could
make some of the would-be competently right persmtdo be considered for
the jobs. It is therefore the kind that led therfass of the guidelines to relate
positively and significantly with the low levels ofianaging sex, ethnic and
religious diversity in the universities (Table R)is worth noting that the fact
that the relationship was weak and not signifigargtedictive (Table 6)
suggests that the unfairness of the guidelinesneha strong contributor to the
negligible management of sex, ethnic and religdiusrsity in the universities.

Accordingly, the strong predictive and positive atelnship that the
observance of the guidelines had with the leveinahaging sex, ethnic and
religious diversity (Table 5 and Table 6) effeclivémplies that it is this
observance that accounted for the low to negligibieels of this managing
management. This is substantiated by the findinggable 2 and Table 4. The
findings in Table 2 indicate that the managementttoé diversity varied
between low and negligible levels. The findings Tiable 4 indicate that
whenever recruitment took place, the universitiegsruitment guidelines were
not observed as stipulated. Clearly, not obsenthg guidelines that were
perceivably very fair to potential job applicantfable 3) translated into
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negligible diversity management (Table 2). Furtlsetbstantiation of this

argument is derived from the qualitative findingisese findings also revealed
that instead of following the guidelines, recruitihef employees was largely
according to the wishes, desires and personal ctsnté the top administrators
or those in charge of the recruitment exercise. ioth attention was paid to
following the guidelines.

The findings indicate that the failure to managg, sghnic and religious
diversity in Central Ugandan universities is padkplained by the unfairness
of some of the recruitment policy guidelines th&cdminate against job
applicants based on religious affiliation. Thisldee is also significantly
explained by the fact that instead of following tm®n-discriminatory
guidelines as stipulated in the universities’ rganant policies, recruitment of
employees follows wishes, desires, influences ampdsgmal contacts and
relationships that senior university administratarsl those in charge of the
recruitment process have with job applicants.

Therefore, it is recommended that the managemerthefuniversities in
Central Uganda improves the management of diveisyty 1) eliminating
recruitment guidelines that discriminate againsteptial job applicants on
account of their religious affiliations; and 2) ariag that the universities’ non-
discriminatory recruitment policy guidelines areplemented.
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