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ABSTRACT 

Historically, tertiary education has been the vehicle of development all over the world as 

almost all civilizations are tied to tertiary education though in different ways. The main 

objective of this study was to examined the role of continuing learning and self-development 

(CL/SD) of tertiary education lecturers in the Buea municipality using the case of the Pan 

African Institute for Development – West Africa (PAID-WA) Buea, Catholic University 

Institute of Buea (CUIB) and the University of Buea (UB). Specifically, the study sought to 

find out lecturer’s perceptions regarding CL/SD, to identify the enablers/incentives at their 

disposal to engage in CL/SD and to analyze the challenges they encounter while engaging in 

CL/SD. To achieve these objectives, the study adopted a case study design. The purposive 

sampling technique was used to identify the three institutions under study, the stratified 

sampling technique, and lastly, the simple random sampling which enabled each lecturer to 

have an equal opportunity to be selected for the sample. Questionnaire was used for data 

collection and data was analysed with the use of descriptive and inferential statistics with the 

aid of Microsoft Excel and findings were presented in frequency tables and charts. Findings 

revealed that, the perception of lecturers of PAID-WA, CUIB and UB regarding CL/SD was 

high. They understood what CL/SD entailed and how beneficial it is should they engage in it. 

This is represented in the following percentages as obtained from the different institutions as 

follows, 100%, 95% and 91% for PAID-WA, CUIB and UB respectively. Furthermore, the 

nature of incentives given to lecturers to engage in CL/SD from the three institutions ranged 

from financial assistance, approved study vacation with pay and approved study vacation 

without pay. The providers of these incentives were Management, funders and support from 

friends and family members for the three institutions respectively. Lastly, regarding the 

challenges faced by the lecturers, results showed that in PAID-WA and CUIB, the difficulties 

ranged from work pressure, poor time management and lack of funds. While in UB, it was 

poor implementation of educational policy and the lack of funds. Therefore, the study 

concluded that, most of the lecturers strongly agreed and agreed that, it is important for them 

to engage in continuing learning and self-development programmes in order to better their 

skills, knowledge and professionalism as well as to improve their pedagogic thinking and 

curriculum. The study recommended among other things that policy makers as well as 

owners of institutions should ensure that adequate mechanisms, other educational policies 

that favours CL/SD and motivation be made available at the disposal of lecturers who wish to 

engage in CL/SD in tertiary education as a whole. 

Key words: Continuing learning, self-development, tertiary education, perceptions, 

incentives and challenges. 
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CHAPTER ONE 

INTRODUCTION 

 

1.1 Background to the Study 

Historically, tertiary education has been the vehicle of development all over the world as almost 

all civilisations are tied to tertiary education though in different ways. The United Nations 

Educational and Scientific Organization (UNESCO), recognised that education should be 

universal and lifelong and proposed that the Member States should adopt continuous learning 

education as the master concept for educational policies (Faure et al., 1972). Since the 

publication of this report, continuous learning has become increasingly important on the global 

agenda as an organising principle of education. 

 

The Organization for Economic Cooperation and Development (OECD) (2018), holds that, 

tertiary education has become a significant driver of economic competitiveness in an 

increasingly knowledge-driven global economy and technology. The imperative for countries to 

improve employment skills is a call for quality teaching within educational institutions, rapid 

changes in our world and challenges as well as different perceptions about continuing learning. 

Continuing learning for tertiary education lecturers helps them perfect their skills in areas where 

they lack through the acquisition of new ideas and self-development which in turn builds the 

career of the lecturer to be able to deliver the necessary skills and competencies to the students. 

There is, therefore, need for lecturers to take each opportunity to stay on and enhance their self-

development learning methods by actively taking part in seminars, workshops, private study and 

reading, attending, preparing papers and presentations, engaging in committee and collaborative 

work with colleagues, distance learning and research with other lecturers outside the 

organization. 

 

Furthermore, socio-economic changes such as demographic shifts, the spread of information and 

communication technology, and the emergence of a knowledge-based economy require the 

recognition for all forms of education and learning by lecturers. However, while countries have 

placed a massive emphasis on continuous learning in the sustainable development goals, there is 
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no real agreement on what precisely continuous learning means an interpretation of that word 

vary widely around the world (UNESCO, 2016).   

 

While some countries develop lifelong learning policies that are closely aligned with the 

definitions of international institutions such as UNESCO, the OECD, the World Bank or the 

European Union, others integrate only some features of these definitions and develop their own 

conceptual understandings. Since the early 1970s, international organisations such as UNESCO 

and the OECD and institutions of the European Union have been the leading proponents of the 

view that “learning is a lifelong process and that all education should be organized around that 

principle (Schuetze, 2006). These organisations have played a crucial role in promoting this 

approach to learning across States, although it is worth noting that they have not always used the 

term “continuous learning”. Other terms used in the past to describe this approach include 

“recurrent education”, “lifelong education” and “permanent education”. 

 

Asia and the Pacific are having a high range of educational policies oriented towards continuous 

learning, but there is a tendency of sectoral approaches emphasizing adult education and skills 

development. In Tonga’s education policy framework (2004), continuous learning is framed by 

an economic perspective and “skills development and continuous learning” is defined as one of 

seventeen priority areas. Tonga launched a national qualifications framework in 2009 to allow 

for multiple pathways, re-entry into learning and lifelong learning. The Tongan strategic 

development framework 2011–2014 mentions continuous learning concerning creating a healthy, 

well-educated and skilled workforce that will enable the private sector to flourish. Supporting 

vocational training and appropriate skills training as well as providing opportunities for 

continuous learning are regarded as crucial to reaching this goal.  

 

India’s national skill development initiative (2009), also relates continuous learning to skills 

development. Meanwhile, other policies from Asia place their focus on adult and continuing 

education. In China, wide-ranging activities have been carried out in many provinces to establish 

learning associations, cities, enterprises, communities and families. The Chinese government has 

issued a series of laws, regulations and policies on continuous learning in recent years. 
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For example, the education invigoration action plan for the 21st century (1998) noted that a 

continuous learning system would be established throughout the country by 2010. China’s 

national program for medium and long-term education reform and development 2010-2020 is 

aimed at “building a flexible, open system for lifelong education” with a strong focus on the 

formal education system. References to continuous learning can be found not only in education 

policies, but also in national plans and strategies covering general development issues. For 

example, Bhutan’s Tenth Five Year Plan (2009) follows a continuous learning perspective in the 

section on education. As a result, the development of human capital is conceptualized as a 

lifelong learning process. The plan emphasizes the necessity for lifelong learning due to 

economic changes and the labour market’s increasing demand for high-level skills and 

knowledge. 

 

The majority of educational policy documents from European countries reflect the European 

meta-discourse, in which continuous learning is conceptualized as learning at any stage in 

people’s lives (lifelong) within formal, non-formal and informal learning contexts. This 

discourse conveys the idea that learning has become a constant necessity with the emergence of a 

knowledge-based society. A significant number of policy documents from European countries 

(such as Bulgaria’s national strategy for continuous learning for the period 2008–2013; Estonia’s 

continuous learning strategy 2005–2008; and Hungary’s plan for continuous education in 

Hungary (2006) show a strong orientation towards the Memorandum on Lifelong Learning 

(MoLLL), which was published by the Commission of the European society in 2000. Although 

this memorandum explicitly integrates the social dimension of continuous learning (that is, its 

potential to promote active citizenship and strengthen social cohesion), the focus is on economic 

development and adapting to the needs of the knowledge-based economy through skills 

development (Preece, 2013).  

 

Similarly, in North America, the Canadian Council of ministers of education published a joint 

declaration (Learn Canada, 2020) in 2008 which describes continuous learning as a four-pillar 

system consisting of early childhood learning and development; elementary to high-school 

systems; postsecondary education; and adult learning and skills development. While the 

government of Québec’s Action Plan for Adult Education and Continuing Education and 
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Training (2002), primarily framed continuous learning in terms of employment opportunities, its 

government policy on adult education and continuing education and training (2002), uses a 

broader definition of “lifelong learning” that covers both academic learning and employment-

related training for personal growth, social cohesion and labour force development. 

 

In the African Region, the Southern African Development Community (SADC) has framed 

continuous learning “in a more collective, interconnected and holistic way” than the 

contemporary European discourse. The author goes further to say that, while national lifelong 

learning policies in Africa have inevitably been influenced by international aid agencies, 

alternative discourses are arising as well (Preece, 2013).  

 

Yang (2015), analysis of Botswana reveals a different reason for a change in attitude towards 

recognizing non-traditional modes of learning: an acute shortage of tertiary institutions was 

counteracted by the establishment of open and distance learning opportunities for employed 

people to develop personal, academic and professional skills. This vacuum of formal tertiary 

learning, Yang (2015), posits forced a change in attitudes towards full recognition of non-

traditional modes of learning.  

 

Besides, Niace (2012) argues that, some professions require a certain amount of professional 

development within a short period. Whether this is a requirement or not, it is necessary to be 

updated with what is happening in your field of studies. Otherwise, you can lose credibility and 

potentially expose your organization/institution to risks. Upgrading your area could be in the 

form of reading journals, attending conferences, workshops, coaching, mentoring, and linking 

with trade unions that can help in giving out voluntary training and presentation or embarking on 

research. 

 

According to Latchem et al. (2006), he asserts that, with the high spread of development of 

higher education, lecturers are probably required to teach larger classes and students from 

different backgrounds with an extensive range of motivational abilities. In the course of 

performing out their duties, they are exposed to advanced and new forms of educational delivery 

systems such as blended work-based learning, presented, distance, and therefore the need to 

master the latest tools and approaches of information and communication technology cannot be 
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overemphasized.  Although Latchem et al. (2006), go further to argue that, there is little or no 

systematic professional development to prepare lecturers for modern tutorial challenges in most 

universities. There is, therefore, need to avail the lecturers of higher and tertiary education with 

the much-needed resources, facilities and necessary educational materials to aid them in 

developing a teaching plan that will be apt with the objectives, approaches and educational 

evaluation and lastly bringing together teaching in attendance to technology. 

 

Actually, university education occupies a key position in every economy, and they do not only 

receive products on a previous educational level but the final destination for proper teaching and 

learning before the launching of the broader employment or entrepreneurship (Ajibade et al., 

2010). 

 

It is for this reason that, the Institutional Management in Higher Education (IMHE, 2009) 

pointed out that higher education is the leading driver of economic competitiveness in an 

increasingly knowledge-driven global economy. However, while higher education, in general, 

has experienced significant development over the years, university education, in particular, is 

currently undergoing some challenges. Postareff et al. (2007), however, highlighted the trend that 

is becoming widespread around the world of training university lecturers to improve their 

pedagogical thinking and skills as evidenced in some advanced countries like United Kingdom 

(UK) and Norway, just to name a few. 

 

The relationship between employers, employees and students are continually being evaluated on 

their capabilities. This might have been prompted by new technology, customer demand, 

legislation or a new vision of the organization. All these changes invariably have implications for 

the employee (lecturers). Some employees enroll in continuous learning to enhance their 

capacity and to secure their jobs. At times it may not really be what they want or need for their 

career. However, they do so to protect employability, as such they take charge of their personal 

development which in most case is financially challenging (Niace, 2012). 

 

Equally, continuing learning and self-development in tertiary education which is the most 

significant characteristic of today’s society has been changing and improving very speedily. 

Each discipline has a broad knowledge base, and within the context of university teaching, this 
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includes knowledge of pedagogy and their appropriate application in lecturing (Shulman, 1987; 

Guskey, 2000). An adequate sense of pedagogy will have consequences on the ability of 

lecturers to provide students with optimal and motivating learning knowledge, tools and 

environments.  

 

Effective teaching can stimulate and enhance learning while ineffective teaching can be 

detrimental to student’s education (Brown & Atkins, 2002). The above view is supported by 

Biggs (1999), who opines that, effective teaching and designing activities that foster higher-level 

cognitive processes and critical thinking can prompt active participation, stimulate and engage 

students who are considered inert learners. These require specialized knowledge that may not be 

readily available to lecturers in tertiary education unless they acquire it through participating in 

teaching development activities or further training.  

 

Recent statistics have shown that higher education in Cameroon does not contribute to 

employability as most higher education students who complete their schooling are usually unable 

to compete for international jobs. It is no doubt that the government is spending more on higher 

education. Meanwhile, the micro and macro level to be gained by both students and the society 

are shallow. Thus leading to “certificate inflation”. And this is true in most developing countries 

as this phenomenon is associated with the quality of lecturers. Therefore if Cameroon has to 

perform better in its higher/tertiary education, the implementations of other countries like South 

Africa, Botswana, Namibia, Swaziland, and Zimbabwe with their high literacy rate due to high 

education system will serve as a point of reference. 

 

It is against such background that this study seeks to investigate why there still exist lapses in 

continuous learning and self-development in tertiary education lecturers in Cameroon with focus 

on the three selected higher institutions in Buea. Notably, this work seeks to find out the views of 

lectures, employers and students on continuous learning in Tertiary education and self-

development and some of the incentives and challenges encountered while engaging in 

continuous learning in tertiary education in Cameroon.  
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1.2 Statement of the Problem 

Based on preliminary research and participant observation, the problem plaguing continuous 

learning and self-development of tertiary education lecturers in PAID-WA Buea, CUIB and UB 

can be seen from three dimensions: the economic, social, and organizational domains. 

Economically, in most Less Developing Countries (LDCs) including Cameroon, the motivation 

for continuous learning and self-development for most lecturers is very poor. This is because, 

there is usually very little or no systematic professional development to prepare these lecturers 

for modern lecture challenges in these institutions. To add, the economic situation of the country 

does not support the lecturers financially to continue learning through the provision of 

scholarship opportunities, and this is made worst as most of them do not have enough income to 

support such ventures. Equally, regarding their social status, most of them are either married and 

have a lot of responsibility that consumes a considerable part of their earnings. Meanwhile, 

others because of their social lifestyle, they may not even be willing to engage into continuous 

learning and any other form of self-development activity because they do not even know that 

they have to learn and do not know that knowing more is necessary for their success regardless 

of whether they are being paid or not.  

On the part of the organization, the management style is thrifty and does not reward employees 

who have attained additional qualifications. This alone is very discouraging to others who intend 

to further their education. More so, the personnel policy could be such that supports continuous 

learning and self-development of their lecturers, yet management in most cases is unwilling to 

implement the strategy as it is. Thus, discouraging lecturers from pursuing continuous learning 

and self-development. More so, the fact that most of these institutions do not provide sabbatical 

leave to their employees, makes it difficult for lecturers to devote ample time for studies as they 

are left with no option than to concentrate on their job. Even when they do, there is usually a 

conflict between the lecturer’s devotion to their employer and their studies geared towards self-

development. Consequently, resulting in a low output on the part of the lecturers and the 

institution and this definitely has long-term implications on the student’s performance.  

Lastly, knowledge is changing, and the type of students are also changing yet the motivation for 

lecturers to pursue continuous learning and self-development remains insufficient. Consequently, 

most higher education students who complete their schooling are usually unable to compete for 
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international jobs. As a result of all these, most lecturers in Pan African Institute for 

Development Buea, Catholic University and the University of Buea, do not have the zeal to teach 

and engage in continuous learning as well as on any form of self-development. Therefore, this 

research sought to investigate the perceptions, incentives and challenges that tertiary education 

lecturers face while performing their functions. 

 

1.3 Objectives of the Study 

1.3.1 Main objective 

The primary objective is to examine the role of continuing learning and self-development of 

tertiary education lecturers in Buea Municipality - Cameroon using the case of Pan African 

Institute for Development Buea, Catholic University and the University of Buea. 

1.3.2 Specific objectives 

1.  To find out lecturers perceptions on continuing learning and self-development in the three 

selected institutions. 

2.   To identify the various enablers/incentives provided to the lecturers in these institutions. 

3.    To analyze the challenges faced by the lecturers in these institutions. 

1.4 Research Questions 

1.4.1 Main Research Question 

What is the role of continuing learning and self-development of tertiary education lecturers in 

Pan African Institute for Development Buea, Catholic University and the University of Buea, 

Cameroon? 

1.4.2 Specific Research Questions 

1. What are the perceptions of lecturers on continuing learning and self-development in 

these three institutions?  

2. What are the various enablers/incentives provided to lecturers to foster continuing 

learning and self-development in these three institutions? 

3. What challenges are faced by lecturers regarding continuing learning and self-

development in these institutions? 
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1.5 Significance of the Study 

This study will be very significant to different stakeholders. 

a) To the lecturers 

It will help lecturers to improve on their skills through engaging themselves in continuing 

learning, through participating in workshop, training, among others, to discover new methods of 

teaching which as a result will make them to be more efficient and effective in their job.  

It is also essential to the lecturers in that through this study; solutions will be made on the 

challenges they face which will help them improve their performance. At the same time, it will 

also help lecturers expand their knowledge on other areas not necessarily their field of 

work/expertise but which is also essential to their job and thus make lectures to be versatile. 

b) To the students (researchers) 

This study is vital to the students (researchers) in that through continuing learning; lecturers will 

gain competent skills; as a result impact on the students the right knowledge and skills which 

will upgrade the students significantly and make them to be more competent and efficient in 

competing both nationally and internationally. This will also help the students to be up to date 

with the recent lecture developments theoretically or practically thus creating an opportunity for 

a better job market in future.  

 

c) To the institutions under study 

The comparison is going to indicate among CUIB, UB and PAID-WA, Buea-Cameroon which of 

them encourages continuous learning and self-development to lecturers than the others. From 

here, recommendations will go a long way to improve on the level of re-enforcement of this 

practice by employers and partners of these institutions. This is very important because a 

majority of the lecturers (employees) in CUIB, UB and PAID-WA, Buea-Cameroon may not be 

aware that their knowledge may become obsolete thus the need for continuous learning and self-

development which enhances their work and improves on their relationship with their employers.  

 

d) To the owners of the institutions 

Moreover, this study will benefit the owners of the different institutions to see to it that the 

quality of education of their lecturers is improved through continuous learning and self-
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development which will intend increase the quality and quantity of students produced from the 

institutions.  
 

e) To the government 

investigation of this study will also be useful to the government of Cameroon particularly the 

Ministries of Higher Education and Secondary Education and their Regional Delegations, to 

strategize on better school curriculum, organize workshops for lecturers and give incentives to 

institutions carrying out continuing learning of lecturers. Also, the results of this study can be 

used by the Government to institute policies that can encourage the award of scholarship to 

higher institution lecturers that can motivate them into continuous learning and self- 

development. It can also be used as a recommendation to amend and enact new laws for the 

better protection of lecturers in Cameroon. 

 

f) To the community 

The findings of this study will create more awareness among community members and the 

society at large on the need for the promotion of continuing learning and self-development of 

lecturers which will result in faster growth and development of the community. Thus, education 

leads to progress and reverse is true.  
 

g) To other institution of higher education 

Furthermore, other institutions of tertiary education will also benefit from the findings and 

results obtained from this study, and this will help them to improve on their own educational 

systems.  
 

h) To the researchers 

This study is of particular significance to the researchers in that; it will strengthen their 

knowledge-base and appreciation on the importance of continuing learning and self-development 

of tertiary education lecturers in Cameroon and most importantly, help the researchers to fulfil a 

measure of the requirements for the award of a Bachelor of Science (BSc) degree. 
 

i) Contribution to knowledge 

More so, the published work will serve as the basis for other researchers to explore the 

jurisdiction of continuous learning and self-development. Finally, this study will bring to light 
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some of the reasons why lecturers fail to embark on continuous learning and self-development 

thus will recommend solutions to redress the situation. 
 

1.6 Scope of the Study 

The scope of this work can be seen from three dimensions (theme, geographical location and 

timeframe).  

 

a) Thematical delimitation 

The study is delimited thematically to continuing learning and self-development of tertiary 

education lecturers in Buea Municipality: An evaluation of perceptions, incentives and 

challenges. The variables under investigation will be the lecturer’s perceptions, motivations and 

challenges. 

 

b) Geographical delimitation 

Geographically, the scope of this work covers the territorial area of Buea Municipality which is 

one of the significant towns made up of some higher institutions like PAID-WA, CUIB, UB, St. 

Monica, Higher Institute of Management Studies, HIPMAT, just to name a few, whose main 

campuses are situated in Federal Quarters and Molyko-Buea respectively. Fako Division is one 

of the six divisions found in the South West Region of Cameroon where the focused three 

institutions are situated.  

 

c) Duration  

The time frame or period in which the study was carried out is from February to January 2019. 

The justification is because, the topic under research was approved in February 2018 and 

completed in January 2019. 

 

1.7  Organization of the study 

The research is divided into five chapters. Chapter One is the introduction to the study; it 

indicates the background to the study, the problem to be investigated, the objectives and research 

questions, significance, and definition of terms. Chapter Two reviews related literature on the 

subject matter being examined. It goes further to present the theoretical framework and gaps 
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identified within the discussion of related research and how the study shall attempt to fill them. 

Chapter Three discusses the methods and procedures used in conducting the survey. The section 

describes the model specification, the research approach adopted in the study: the research 

design,  population and sample size for the study, the instruments and tools used in data 

collection, sources of data, a summary of the procedure followed to conduct the research and an 

explanation of the process for analysis used in the study. Chapter Four of the work reports on the 

presentation, interpretation, and analysis of data from the questionnaires and conducted for the 

research using descriptive analysis and presenting responses using percentages, frequency tables, 

and charts; with the aim of answering the research questions posed in Chapter one. And lastly, 

Chapter Five of this research provides the summary of findings, conclusion, and 

recommendations as well as the suggested areas for further investigation. 

 

1.8 Description of the Study Area 

Molyko which is a busy and populated area made up of many business activities, primary, 

secondary and higher Institutions among which the University of Buea (UB), the Catholic 

University Institute of Buea (CUIB) among others are situated and the Pan African Institute for 

Development - West Africa (PAID-WA), Buea which is located in Federal quarters (still one of 

the towns found in Buea) which are the core areas of our project, it is positioned in Fako 

Division among the six divisions in the South West Region of Cameroon which is as well a 

country situated in Central Africa comprising of ten regions among which is the South West 

Region.  
 

Pan African Institute for Development (PAID) is an International Association and non-

governmental organisation created on February 28, 1964, with headquarters in Geneva-

Switzerland and composed of two offices; one in Geneva and another in Yaounde-Cameroon. 

PAID comprised of four working languages of the African Union which include English, French, 

Portuguese and Arab and five Regional Institutions, to empower Africans with a signed 

headquarter agreements with African government that are host of existing institutes for training 

and research, is recognized by African Union (AU), European Union (EU), and CEMAC among 

others.  
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The vision of PAID is to be the reference centre for concerted, descent and sustainable 

development which will be the pillars to transform the African continent and improve the 

wellbeing of its citizens and bringing together every country and all persons without distinction 

of race, nationality, religious origin or belief. Meanwhile, its mission is to foster the economic, 

social, cultural and political development of the African countries through: Training of Africans 

for self-development and improved wellbeing, research and publication to meet the needs of 

Africans, support the rural-based agrarian African population, a consultancy in development 

issues in Africa and development projects in Africa.  

The Pan African Institute for Development-West Africa (PAID-WA) being one of the regional 

institutions of PAID, headed by the Regional Director, was created in 1969 as part of expanding 

the network. PAID-WA comprises of three support centres in Yaoundé, Bamenda and Douala 

controlled by their respective Coordinators under the general supervision of the Regional 

Director. PAID-WA comprises of one hundred (100) staff, sixty-five (65) regular, thirty (30) 

hired and fifteen (15) volunteers. With an enrollment of two hundred (200) students this 

2017/2018 academic year (PAID-WA human resource/administrative officer) 

The Catholic University Institute of Buea (CUIB) the entrepreneurship university which is an 

autonomous juridical personality under the Bishop of Buea belongs to the Catholic Diocese of 

Buea and was found on the 17th of April 2009 by His Lordship Bishop Immanuel Balanjo Bushu 

as Chancellor and Proprietor with authorization from the Cameroon Government as a non-profit 

making university in two separate letter with legal status as an international institution with funds 

initially donated by the Diocese.  

CUIB opened its doors to students in September 2010, meanwhile in June 2011; another arm of 

the University, the Business and Research Park was created as a legal entity of its own by 

Cameroon Law. CUIB, has an enrollment of about 100 lecturers (CUIB 2017- 2018 magazine), 

with its unique vision to train a new breed of young men and women, entrepreneurs, job creators, 

innovators, saints and scholars, workers, directors, consumers, students irrespective of 

nationality, religion, sex, race and language. Its dream is to be a world-class university producing 

transformative leaders for church and society meanwhile its mission is to promote excellence in 

research, teaching and community service by preparing morally upright leaders based on the 

intellectual tradition of the Catholic Church.  
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The goal of CUIB is to attain holistic and ethical scientific research, quality teaching and 

community service, produce authentic leaders and upright members of the church and society 

capable of contributing to sustainable development according to God’s plan, enhance a 

conducive environment for sharing the joy of learning, discovering and communicating 

knowledge, achieve enculturation of Christian in African for more profound evangelization and 

integral development and serve local and international community’s by critically addressing root 

causes of conflicts for the implementation of lasting peace, justice and reconciliation. It's aimed 

at preparing Cameroonians and International students to be “job creators” and not “job seekers”.  

Secondly, to train young people to be good Christian’s business leaders- servants leaders-who 

will come out with skills and innovation to begin their own businesses and so gradually address 

the problems of unemployment, poverty and misery in the South West Region in particular and 

Cameroon as a whole. CUIB comprises of four (4) schools namely: school of agriculture and 

natural resources, school of business, school of engineering, school of information and 

technology and two (2) colleges namely: college of technology, college of Catholic studies. 

Admission in CUIB is made online in three necessary steps: on a regular personal computer, a 

mobile phone or any computer device that support the internet. 

The University of Buea (UB) was found as a university centre in 1985 and became a full-fledged 

university in 1992, following a government decree that re-organized state universities in 

Cameroon. UB “the place to be” was established in 1993 following wide-ranging university 

reforms in Cameroon. It is one of the state-owned universities in Cameroon conceived in 

English-speaking tradition alongside the University of Bamenda, which follows the British 

system of education. UB seeks to foster the essence of that system, while situating itself within 

the larger bilingual and multicultural context of Cameroon. It is found in the historic town of 

Buea. Although the University draws its students mainly from the English-speaking part of 

Cameroon, it also serves the other Regions of the country. The mission of UB is to provide 

opportunities for quality education through lecturing and research in an environment that is 

conducive to such pursuits and in ways that respond to market forces. UB is dedicated to the 

continuous quest for excellence, provision of programmes of study and research of the highest 

standard, the promotion of moral and human values, and service to the community. It’s lecturing, 
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and research programmes emphasize relevance, encourage tolerance and promote creative, 

critical and independent training.  

Furthermore, UB produces high-quality graduates with the skills to satisfy the ever-increasing 

demand of the Cameroonian, African and international job markets. The academic staff hold 

advanced qualifications and several possess international reputations.  UB’s vision is to aspire to 

become a leading University in the quality and relevance of its teaching, research and services 

while its mission is to provide opportunities for quality teaching and research in a conducive 

environment, and in a manner that makes its graduate relevant to the needs of the job market.  

UB comprises of six faculties namely: Faculty of Arts, Education, Health Sciences, Science, 

Social and Management Sciences and Agriculture and Veterinary Medicine as well as three 

schools or colleges namely: Advanced School of Translators and Interpreters, College of 

Technology and Higher Technical Lecturers  College (in Kumba). Concerning infrastructure, 

training at UB is supported by lecture halls, library, IT Center and teaching and research 

laboratories. UB is connected to a fibre optic link to Camtel, a telecommunications company. In 

keeping with the New University Governance Policy of Cameroon, the outreach activities of the 

university increasingly involve the private sector in funding and training to ensure that the 

graduates are relevant to the labour market.  

UB assists and plays a leadership role in several other educational institutions all over 

Cameroon. The governance system as in most English speaking institutions, UB is based on 

structures such as Councils, Senate, Congregation and Committees on which staff and students 

are represented. The main campus and environment are conducive for learning with a campus-

wide optical-fibre network linking most of the buildings. UB has linkages with external 

universities and cooperation with international organizations. The ties usually aim at the 

exchange of staff and students while external organizations generally assist the university with 

capacity building of staff and funding for research. UB offers a portfolio of degree programmes 

at Bachelor’s Masters and PhD levels. Certificates in UB are awarded to participants’ base on 

validation of all courses with confirmation from the authorities concern. The student population 

of UB is about thirteen thousand (13,000,000), including fifty (50) who are physically disabled. 

There are three hundred (300) permanent and two hundred (200) part-time lecturing/teaching 

staff and four hundred and seventy-three (473) support staff. In addition to lecturing/teaching, 
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the staff researches in fields that are relevant to national development. The chancellor and vice-

chancellor head the University of Buea (www.ubuea.com). 

The three higher institutions serve as a learning citadel to citizens from both Anglophone and 

Francophone Regions of the country and even to neighboring countries like Nigeria, Equatorial 

Guinea among others who flock the universities in search of high quality and continuous 

education. The objective of all the Universities is to enhance the capacity of students to face the 

job market and to be job creators through entrepreneurship skills to eliminate the problem of 

unemployment 
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Figure 1: Location of study area 

Source: Author’s computation, 2018 
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1.9 Definition of Terms 

Continuous Learning:   Continuous learning may be broadly defined as learning that is pursued 

throughout life; learning that is flexible, diverse and available at different times and in different 

places. Continuous learning crosses sectors, promoting learning beyond traditional schooling and 

throughout adult life. This definition is based on Delors (1996), four “pillars” of education for 

the future. 

According to Watson (2003), continuous learning is a continuous supportive process which 

stimulates and empowers individuals to acquire all the knowledge, values, skills and 

understanding they will require throughout their lifetimes and to apply them with confidence, 

creativity and enjoyment, in all roles circumstances, and environment.  

In this work, continuing learning will imply the process of acquiring new knowledge, skills and a 

new method of teaching either in your field or in other interesting areas of study in other to 

improve existing skills, learned new skills or increased the productivity of lecturers. 

Self - Development:   Pedler et al. (2007), described self-development as a personal 

development, with the individual taking primary responsibility for their own learning and 

choosing the appropriate means to achieve this. 

Burgoyne (1993), holds that self-development is a developmental aspect of one’s career which is 

all about how you change, learn and develop the knowledge, abilities and values that you acquire 

through both formal and informal learning. 

Within this study, self-development is the improvement of one’s (lecturers) knowledge, status, 

economy, emotion, psychology or character by their own individual effort. 

Tertiary Education:   According to The World Bank (2017), tertiary education is a powerful 

engine for building a stronger society, ending extreme poverty and boosting shared prosperity. It 

can serve the community by contributing knowledge and advanced skills as well as essential 

competencies and research through its so-called “third mission”. 

Within this study, tertiary education will mean training people in different fields such as 

technical, managerial and professional domains for all sectors of national life. 
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Incentives:   It refers to the process of formulating and implementation of strategies and policies 

that aim to reward people fairly, equitably and continuously by their values to the organization.  

It also deals with the design, implementation and maintenance of reward processes and practices 

that are geared towards the improvement of the organizational, team and individual performance 

(Armstrong and Murlis, 2004). 

According to Byars and Rue (2005), rewards are of two types, the extrinsic reward (financial) 

and the intrinsic reward (non-financial). Extrinsic rewards are the tangible rewards in the form of 

pay and benefits while intrinsic rewards are intangible rewards internalized by individual 

employees as a result of their participation in specified activities. Extrinsic rewards include 

formal-recognition; base wage or salary, incentive payments, fringe benefits, promotion, social 

relationship and work environment. While intrinsic reward includes; achievement, feeling of 

accomplishment, recognition, job satisfaction, personal growth and status, job enlargement, job 

enrichment, team working, empowerment. 

In this work, incentives will mean the enablers, motivation, encouragement or supplemental 

reward provided by employers and management to employees (lecturers) in their respective 

institutions that serve as a motivational device for a desired action or behavior. 

Perception:   Perception is concerned with how individual’s see and make sense of their 

environment by making quick decisions to act or not to work in particular circumstances 

depending on their level of motivation (Kotler, 2003). 

Besides, perception refers to the process by which our five senses (sight, hearing, smell, touch 

and feel) are organized and interpreted (Solomon & Rabolt, 2004). 

In this study, the perception will mean the ability and willingness of lecturers in these institutions 

(PAID-WA, UB and CUIB) to regard, understand and interpret the changes of information 

around them as an advantage to learn and spread that knowledge.  

Challenge:   Challenge is a culturally abnormal behavior of such an intensity, frequency or 

duration that the physical safety of the person or others is likely to be placed in serious jeopardy, 

or conduct which is expected to severely limit use of, or result in the person being denied access 

to ordinary community facilities (Emerson, 1995). In this study, the challenge will imply the 

situation(s) that exceeds the lecturer’s capability in those institutions in meeting specific goals 

thus pushing them out of their comfort zone by giving an extra effort.     
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CHAPTER TWO 

LITERATURE REVIEW AND THEORETICAL FRAMEWORK 

This chapter presents the review of the literature by examining the works of other authors on the 

subject matter being studied. It goes further to discuss appropriate theories and gaps identified in 

the research and what new thing the study seeks to fill. 

2.1 Conceptual Literature 

This subsection is devoted to describing in details the significant concepts deemed necessary for 

a firm understanding. 

2.1.1 The concept of continuing learning and self-development 

Continuing learning (CL), professional development and lifelong learning are synonymous and 

refer to an educational or training process which is the essential tool for an organization to 

succeed. As the countries go to be industrialized, the demand for continuing learning and 

achieving the necessary skills have been aroused, challenging previous educational venues and 

creating opportunities for both professional and personal skill improvement. Countless reasons 

remain to indicate the demand to lifelong learning in the 21st century, as a result of increasing 

access to information, fast technological changes, and enhancing global interactions, industry 

shifts, and skill requirements (Gaymer, 2006). 

Equally, Abukari (2005), argues that continuing learning includes all tactics and programmes 

that take place during an individual’s life, and creates opportunities to learn and acquire more 

skills. It is a process of continuous education throughout someone’s life, addressing the needs of 

both the individual and that of the relevant community. This idea is facilitated by bringing 

together knowledge and vocational education in central aspects of different policies such as 

youth, employment and research, just to name a few. In continuing learning practices, 

individuals choose among learning environments, jobs, regions and countries to improve their 

knowledge, skills and competencies and also to use them optimally (Harvey, 2012). 

The concept of continuing learning has been popularized over the past decade as organizations 

have rapidly changed to adapt to industry systems to recognize the barriers of improvements and 

to solve problems that may arise. It is for this view and more that, individuals enhance the 

capacity to address organizational requirements through lifelong learning. Some essential 

features of lifelong learning are: duration, learner-centred perspective, multi-level and multi-

subject knowledge, and open access. Continuing education must be appropriate to the content 
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and the purpose of understanding. Internet and satellite technology draw individuals in 

educational coursework on the job or at home, that leads to a considerable savings of travel costs 

and time (Gaymer, 2006). 

Furthermore, continuing learning and self-development has been described in different contexts 

and topics by various authors and the best way to understand its complexity are by being aware 

of oneself. Awareness is defined as a method that helps us to move from unconsciousness to 

consciousness regarding a particular phenomenon (Routledge and Carmicheal, 2007). For 

instance, for someone to be willing to continue developing his or her self, he or she needs to be 

aware of the changes taking place in their society and the entire world and then situate oneself to 

realize how backward his or her skills have remained as compared to others. Hence, awareness is 

a crucial driver to foster continuous learning and self-development of an individual. 

Self-development is the ability to pursue personal growth by expanding yourself through self- 

awareness, acquisition of knowledge and the improvement of individual skills. Thus, the ultimate 

goal of personal development is to be a self-realized human being that is, living consciously at 

full potential and reaching real happiness in life (Odyssey, 2018). 

Also, Argyris (1985), maintains that the door to self-development is locked from inside and no 

one can develop anyone but themselves thus implying that, one will build his or her self only 

when the readiness for continuous learning and self-development is there because it cannot be 

forced on a person. Therefore, self-development is an attempt to improve managerial 

effectiveness through a learning process (Mumford, 1993).  

Furthermore, the notion of continuous development is based on the Japanese concept of ‘Kaizen’ 

which means change for good or for better (Michael Armstrong and Tina, 2005). Hence, if 

tertiary education lecturers must change for good or better in their career and be more 

productive, then their quest for as well as their involvement and active participation in 

continuous learning and self-development is of top priority and cannot be over emphasized. By 

this, the required change for good or better is readily achievable. 

Moreover, continuing learning is permanently linked to the diagnosis of the educational 

phenomenon, to the programming and long-term innovation in education. Due to the permanent 

and accelerated changes facing the society nowadays, the human being is also subject to the 

same transformative process, which determines an active and pro-active attitude at the 

educational level. Thus, the concept of continuing learning is objectified in the open educational 
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system, made of objectives, contents, forms and instructional techniques that ensure the support 

and permanent development of the cognitive, affective and action potential of personality, of the 

self-education and development capacities and competencies, the building of independent and 

creative characters. Through continuous learning and self-development, individuals are expected 

to have such skills as learning a knowledge-based life, analytical thinking, synthesizing, solving 

problems, and involving in an active communication (Melek, 2009). 

Consequently, organizations need to encourage and support their employees to engage in 

continuous education as a means to enhance the skills and knowledge of their workforce. Many 

benefits are ascribed to continuing education, as individuals use CE for upward career 

movement, job enhancement, skills development and personal enrichment (Gaymer, 2006). This 

implies that, through continuing education, lecturers do not only acquire the relevant knowledge 

and skills to foster self-development, but also contribute significantly to the development of their 

educational establishments and the society at large and most importantly, impart the students 

with the appropriate knowledge to make them succeed in their academic/vocational endeavors so 

as to become competitive in the job market. 

Furthermore, the diversity in disciplines and their distinct knowledge base requires knowing 

about pedagogical approaches that are particular to the subject matter and that extend beyond 

those that are general and appropriate across the board (Hounsell 1984, Shulman 1987 & Becher 

1994). These observations underscore the importance of continuous learning, self-development 

and the day-to-day update of lecturers if they are to successfully meet the demands of effective 

teaching in their domain (Van Eekelen, Boshuizen, & Vermunt, 2005).  

At times employees fail to develop themselves due to lack of awareness and creativity on 

innovations relating to their field and also a financial constraint on the part of the employee and 

employer. As a result, some employees make a request for the award of scholarship either from 

the government, institutions, industry which is usually not granted to them. This will actually 

affect the individual, the students and the organization as a whole. For the individual, his/her 

knowledge becomes obsolete and eventually he/she is layoff while to the organization, it might 

lead to a financial crisis since they will lack competent staff. They will also lose customers thus a 

fall in their income level and poor output to the students. On the part of the students, if the 

lecturers/lectures are not developed or updated, there will be an educational deficiency, and this 

will affect them negatively as they will not be able to meet up with the job market or better still 

be self-employed (Jobs At Forbes, 2018). 
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Continuous learning and self-development take time and energy, and it will sometimes make an 

employee out of his/her comfort zone. It reduces your income level and consumes time to meet 

up with other activities. At times employees are not given the opportunity to develop their skills 

by employers due to selfish aims, tribalism, religion, race, discrimination and gender inequality. 

These aspects demotivate the employee and hamper the growth of the organization both directly 

and indirectly. On the other hand, some of the employers face difficulties re-categorizing their 

employees who have engaged in continuous learning and self-development as it is perceived to 

be a financial burden on them. Meanwhile, others feel challenged that the employee might take 

over their position after developing themselves with these new skills and potentials. This 

demoralizes the employee to engage in continuous learning and self-development. Thus the 

organizations suffer the loss of trained employees because the employees search for a better job 

market with better payments thus leaving a vacant position (Mills, 2013). 

2.1.2 The concept and role of tertiary education in development 

According to UNESCO (2011), tertiary education refers to formal educational institutions that 

build on secondary education. This category of institutions includes universities, medical and 

business schools, polytechnics and technical colleges, teacher-training colleges, among others. 

Tertiary education plays a vital role in increasing socio-economic inequality. Tertiary education 

is a scarce good in many low-income contexts, with diplomas conferring a positional advantage 

over others in society. As merit-based admission to tertiary education tends to disadvantage 

certain groups, tertiary education can subsidize to a sequence of intergenerational reproduction 

of dissimilarities in the organization (Brennan and Naidoo 2008). It is vital to recognize that, the 

financing of tertiary education can significantly influence the impact of tertiary education on 

inequality. Some contexts have addressed the issue of elite capture of the benefits of Tertiary 

Education (TE) by charging students for tuition, room and board. Although this reduces the 

public-subsidy element, the introduction of tuition fees can also contribute to increasing 

inequality, as it can lead to a situation in which only wealthy students can afford TE (Oketch, 

2003).  
 

At the same time, the provision of need-based scholarships, in contrast, can positively influence 

income inequality, as a wider proportion of the population is given the opportunity to access 

tertiary education and, consequently, earn higher wages. Tertiary education has, in fact, been 

found to contribute to reduced inequality in contexts with a high proportion of tertiary enrolment 

and where state-financed support of higher education is not based on highly regressive taxes (Mc 

Mahon, 2009). 
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Nowadays there is a great emphasis on education, notably higher education. As such, society 

basically tells us that the more educated someone is, the better off the chances of survival and 

livelihood the individual possesses. That is pretty much true if you live using society so, the 

basic idea that education is something that people should pursue even into their adulthood is not 

by any mechanism a new idea. Accordingly, development is the combination of mental and 

social changes among the population which decide to increase its real and global products, 

cumulatively and sustainably (Perroux, 1978 et al.).  

Tertiary education or continuing education plays a necessary and an increasingly important role 

in human, social, and economic development (Sutton, 1998 et al.). The purpose of higher 

education institutes (HEIs) in the event is vital, but it is also involved, fluid and dynamic. HEIs 

exhibit various capacities and scope, and can affect methods of development directly and 

indirectly through education, study and service. Moreso, HEIs operate within different contexts 

in which they can play numerous roles and face various challenges. The literature of 

“development” is used openly as well, as is increasingly being done in mainstream concept and 

growth projects. Development is not limit to macroeconomic forces of growth, however central 

that may be, but also focuses on the development of the individual and collective human 

condition, increasing choices and participation, equality, standards of living and wellbeing, the 

environment and sustainability (Sutton, 1998 et al.).  

Development is not a stage to be acquired or a goal to aim for. Instead, it is a constant process of 

improvement in which education, research, and service play prominent roles in creating positive 

change in the self, the people around us, our communities, and the institutions and structures that 

support us. Higher education or tertiary education in this context is about empowerment and 

raising the quality of life where people can continue to develop their knowledge and skills. It is 

about learning to know, learning to do, learning to be, and learning to live together (Faure, 

1972). In the “standard” conceptualization, higher education constitutes a form of specialized 

training, what used to be referred to as “manpower planning”. Higher education provides the 

knowledge base, skills, and training to perform specific tasks and jobs (Sutton, 1998). Thus, the 

importance of tertiary education in fostering development cannot be overemphasized. 

More so, in economic terms, “human capital” adds higher levels of education and competency to 

the national capacity for economic growth. Liberal approaches to learning are directed at the self 

and individual growth. In contemporary “knowledge societies” and in a globalized world with 

constant rapid change, methodological learning (learning how to learn) and critical inquiry are 
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essential for people and communities to adapt to new situations and to consistently upgrade and 

renew knowledge and skills (Pyle and Forrant, 2002). This also relates to maintaining academic 

values and standards. Liberal approaches to education also include innovative curricula and 

pedagogies as well as providing opportunities for lifelong learning and which are attainable 

through tertiary education (Yeaxlee 1929).  

Faures (1972), holds that the concept of learning to be, learning to live together, learning to do 

and learning to know is an essential theoretical foundation of much of UNESCO’s work in 

higher/tertiary education and development. It seeks to incorporate how individuals understand 

themselves, how they can fulfil their personal potential, and how they might act as agents for 

change in larger structural contexts.  

Education is a key to development in every society. The twenty-first-century paradigm is shifting 

towards the enhancement of knowledge as a priority, as States connect their higher education 

systems much more closely to their various economic development strategies. Expansion of 

educational opportunities and access is believed to promote economic growth. Education is an 

economic good because it is not easily obtainable and thus needs to be apportioned. It is regarded 

as both a consumer and a capital good, because it offers utility (satisfaction) to a consumer and 

also serves as an input to develop the human resources necessary for economic and social 

transformation (Almendarez, 2013). 

Accordingly, in the changing knowledge-based economies, there is a need to balance both 

tangible and intangible skills. Here, the concept of tertiary education refers to the different 

academic grades obtained after the level of high school have been completed which will 

therefore affect the development of the individual, the community and the entire country as those 

same “educated” people will be in charge of taking the corresponded decisions that might or 

might not lead to development (Obanya, 2002).    

The critical strategic resource necessary for prosperity has become knowledge itself, educated 

people, their ideas and innovation, and their entrepreneurial spirit. Tertiary level education is 

primary dynamism of sustainable development of a country, poverty reduction and a greater 

standard of living. Higher education employment rates are positively correlated with labour 

productivity, growth and a significant correlation between higher education enrolment rates and 

governance indicators. A positive relationship between higher education and entrepreneurship, 

higher education graduates positively correlated with quality of life and social Wellbeing thus 

produce high caliber economic workforce, earn high income and improve quality of life, 
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contribute to long-run economic growth, provide expertise to manage the economy and business, 

research, innovation and development skilled on industry based, poverty reduction and higher 

level of living standard and positive effects on public health, crime, political participation and 

social cohesion (Bloch, 1988). 

2.1.3 The misunderstanding of the role of tertiary education in Less Economically 

Developing Countries 

Tertiary education has the same meaning in both developed and less economically developed 

countries (LEDCs), but the interpretation of its importance varies across both the developed and 

developing countries. Based on research, intensive discussion and hearings conducted over two 

years, it was concluded that, without more and better higher education, developing countries 

would find it increasingly difficult to benefit from the global knowledge-based economy. As 

awareness becomes more important, so does higher education. Therefore, states and most 

especially governments have the prerogative to educate more of their young people to attain 

higher education and standard. This is because, aside from being a private good, knowledge of 

citizens in a particular country is also a public good as these citizens will invest their expertise in 

contributing towards the development of their country of origin.  

The quality of knowledge started within higher education institutions, and its availability to the 

broader economy, is becoming increasingly critical to national competitiveness as narrated by 

(Promise, 2000). As explained by The World Bank (2000), since the 1980s many federal 

governments and international donors have assigned higher education a relatively low priority. 

Narrow-and, in our view, misleading economic analysis has contributed to the belief that public 

investment in universities and colleges brings meagre returns compared to investment in primary 

and secondary schools, and that higher education magnifies income inequality. As a result, more 

top education systems in developing countries are under enormous strain. Thus, explaining why 

unemployment and low business set-ups in LEDCs are attributable to poor education especially 

at the tertiary level, as an academic degree is now an essential qualification for many skilled 

jobs. The student population is chronically underfunded with very little or no scholarship 

opportunities.  

Besides, faculty are often under qualified, lack motivation, and are poorly rewarded. 

Consequently, students are poorly taught and coupled with the fact that the curricula are in most 

cases underdeveloped. Contrarily, developed countries are continually raising the stakes. Quite 

just, many developing countries will need to work much harder just to maintain their position, let 
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alone meet up. There are exceptions, but currently, across most of the developing world 

including Cameroon, the potential of higher education to promote development is being realized 

only marginally. A high level of unemployment mainly characterizes less developed countries 

(LDCs), and a primary reason can be the lack of highly educated workers due to the low level of 

education as compared to developed countries that pose improved technology and education. As 

a result, students in the developed countries are educated to be ready to meet with the 

requirements of their society that is, the labour market (The World Bank, 2000).  

 

The Task Force is strongly in the belief that urgent action to expand the quantity and improve the 

quality of higher education in developing countries should be a top development priority as 

stated by The World Bank (2000). Peril and Promise (2000) in their book on Higher Education in 

Developing Countries, have provided a starting point for action. The vital desire of the Task 

Force is to catalyze dialogue in countries around the world. While the benefits of higher 

education continue to rise, the costs of being left behind are also growing. Higher education is no 

longer a luxury: it is essential to national, social and economic development. Recently, more than 

ever before in human history, the wealth or poverty of nations depends on the quality of higher 

and tertiary education. Those with a more extensive repertoire of skills and a higher capacity for 

learning can look forward to lifetimes of unprecedented economic fulfillment. But in the coming 

decades, the poorly educated will face little better than the bleak prospects of lives of quiet 

desperation.  

 

Malcolm (1999), argues that, today, global wealth is concentrated less and less in factories, land, 

tools, and machinery. The knowledge, skills, and resourcefulness of people are increasingly 

critical to the world economy. Human capital in the United States is now estimated to be at least 

three times more important than physical money. A century ago, this would not have been the 

case. The developed world is reacting quickly with education as a major political priority. High-

quality human capital is designed in high-quality education systems, with tertiary education 

providing the advanced skills that command a premium in today’s workplace. 

 

There is an on-going misconception which is supported by The World Bank and other 

multilateral development advice that, education is a private good and does not deserve so much 

of government investment. In the mid-1990s the World Bank presented a historic shift in its 

educational policy platform for developing countries, from one that positioned higher education 

as a luxury item to one that recognized and supported higher education as a critical development 
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priority (World Bank, 1994). This reversed a 30-year-old stance toward higher education 

(Samoff and Carrol 2004). However, by this stage, fragile more top education systems in 

developing countries had experienced years of under-funding and were in a state of crisis. The 

World Bank used the launch of its 1994 report, Higher Education: the Lessons of Experience, to 

acknowledge this crisis and argued that significant reform was needed. Subsequently, the 

improvement of higher education has been further legitimated by and incorporated into 

its ̳knowledge for development and knowledge-economy agendas (World Bank 1996, 2000, 

2002). 

 

Moreover, governments have become conscious of the fact that, the entire educational system 

from early childhood through tertiary education must reflect the new social and economic needs 

of the global economy, which increasingly demands a better-trained, more skilled, and adaptable 

workforce (World Bank Group, 2018). Short coming remain even though there is a larger pool of 

graduates of higher education; many still do not have the relevant skills needed for a successful 

integration into the labour market. Same time, the large numbers of students put a strain on 

publicly-funded institutions of higher learning and many countries with limited resources are 

struggling to finance the growing needs of a larger student body, without compromising the 

quality of their educational offerings. Higher education also remains out of reach for many of the 

world’s poorest and most marginalized. For example, in Latin America and the Caribbean, on 

average, the poorest 50 per cent of the population only represented 25 per cent of higher 

education students in 2013 (World Bank Group, 2018).  
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Figure 2: Visual representation of conceptual framework 

Source: Jos et al., 2012 
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2.2 Theoretical Framework 

2.2.1 Human Capital Theory 

Human capital is a term popularized by Becker (1965), an economist and Nobel Laureate from 

the University of Chicago. The human capital theory rests on the assumption that formal 

education obvious to improve. In the past, economic strength was mostly dependent on tangible 

physical assets such as land, factories and equipment.  Labour was a necessary component, but 

the increase in the quality of the business came from investment in capital equipment.  Modern 

economists seem to agree that education and health care are the keys to refining human capital 

and in the end increasing the economic outputs of the state (Becker 1993). In the new universal 

economy, hard tangible resources may not be as valuable as investing in human capital.   Thomas 

Friedman, in his broadly successful book, "The World is Flat" (2007), wrote widely about the 

importance of education in the new global knowledge economy. 

 

As such, in its most basic conceptualization, human capital theory (HCT) suggests that education 

increases worker’s productivity and that those with more education should earn higher wages in 

exchange for this higher productivity (Schultz 1961 and Becker 1965). Promoting education as 

an “investment” which yields returns in due course to the individual concerning pay and to the 

state regarding employment and economic growth. Therefore, HCT assumes that investment in 

TE generates a private return, as it benefits individuals through increased earnings, and a social 

performance, as it helps the national economy through economic growth, resulting from higher 

worker productivity.  

 

Thus, applying this theory to our study implies that, the importance of human capital 

development in education, especially at the tertiary level in the society, cannot be 

overemphasized. The centrality of human capital to the development and the fact that tertiary 

education is at the level where education should contribute maximally to development is worth 

noting. This is the centrality of the theory of human capital development. As such, educational 

establishments are mandated to ensure that, their teaching staff are given the necessary 

opportunity to acquire additional knowledge, information, ideas, skills, and assure quality health 

of lecturers to enable them contribute maximally to the achievement of the institutions goals and 

also enable them to deliver seasoned lectures to students that will prepare and make them ready 

and competitive in the job market. Thus, management of these institutions must pay higher 

wages to be educated and well-trained lecturers because these workers will be more useful to the 

institution since they will obey orders better and will be more reliable members of the 

institution’s hierarchy.  
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2.2.2 Endogenous Growth Theory 

Postulated by Romer (1994), the endogenous growth theory, in particular, has emerged as an 

essential theoretical explanation for how tertiary education contributes to development, 

expanding beyond the traditional relationship between productivity and income. The endogenous 

growth model is an economic theory which claims that economic growth is generated from 

within a system as a direct result of internal processes and not external forces. More specifically, 

the approach notes that the enhancement of a nation's human capital will lead to economic 

growth utilizing investment in human capital, innovation, and knowledge, the development of 

new forms of technology, efficient and effective method of production, among others. The theory 

also focuses on positive externalities and spillover effects of a knowledge-based economy which 

will lead to economic development. Endogenous growth economists believe that improvements 

in productivity can be tied directly to faster innovation and more investments in human capital. 

As such, they advocate for government and private sector institutions to nurture innovation 

initiatives while offering incentives for individuals and businesses to be more creative 

(Acemoglu, 2009). 

 
 

Endogenous growth predicts that highly skilled personnel are a prerequisite for growth in the 

context of the knowledge economy, not just because they earn higher wages, but because such 

staff are required for adaptation and transfer of technology to occur (Romer 1986, Lucas 1988). 

Technological transfer, meanwhile, is predicted to increase the productivity and efficiency of the 

economy, leading to sustained economic growth. One aspect of endogenous growth is innovation 

and the development of new technology. 
  

 

It is an indisputable fact that any country with the high quality of tertiary education, 

professionalism and reliability on its human capital for national development and encouraging 

investors to do business with that country can be highly sought. Further, with sound and quality 

higher education the nation can secure and have well-qualified personnel. Apparently, all these 

are critical components in driving any development agenda, economic recovery, and socio-

political reforms.  
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2.3 Empirical literature 

After presenting a detailed analysis of the conceptual literature, a review of the empirical 

research is given in this section based on the specific objectives of the study. This has elaborated 

the views of other authors regarding lecturer’s perceptions on continuous learning and self-

development in the three selected institutions, to identify the various enablers/incentives 

provided to the lecturers in these institutions and to analyze the challenges faced by the lecturers 

in these institutions. 

 

2.3.1 Perception of lecturers continuing learning and self-development 

At higher educational institutions, continuing learning and self-development courses have 

become necessary, as part of the ongoing appraisal of lecturers’ to understand and use relevant 

methods and plans in their teaching and learning. Liberalization of the educational segment has 

necessitated universities to be distinct, and so continuing learning and self-development courses 

also serve to impart the strategic objectives of educational institutions. This case study was 

conducted at Art and Design School Cutter University (a pseudonym), a private higher 

educational institution in Kuala Lumpur, Malaysia where forty hours of continuing learning and 

self-development courses per year are made obligatory for all academics. The perceptions and 

supposed benefits of a group of lecturers’ in the Art and Design School towards continuing 

learning and self-development courses conducted by Cutter University’s Unified Teaching and 

Learning Centre (UTLC) were explored. Results show that the participants perceived continuing 

learning courses as self–development and an imposition. Some difficulties were raised such as 

conflicts between continuing learning and teaching programme. While some courses were 

supposed as lacking in depth and relevance, they were generally suitable for early levels and the 

attainment of technical skills. The study ended that a paradigm shift among those who conceive 

and organize the courses is necessary for continuing learning to be relevant and effective (Vinod 

J. Nair 2016).  

 

Shagrir 2012,  in a research on an American research university, questioned lecturers perception 

regarding the contribution and evaluation processes of their professional development and 

continuing learning, he stated that lecturers perceived institutions as depriving them of choice, 

“the attitude toward their demands obliged them to engage, they felt obligated and deprived of 

choice”. The same report also alluded to lecturers complaining of heavy workload. Echoing 

Azam et al. (2013), who contend that Malaysian public university lecturers are struggling due to 

heavy teaching workload and research requirement. The perception of a lack of say or choice 
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seems to create a sense of disenfranchisement in the decision-making process among the rank 

and file. Åkerlind (2005), in reporting common patterns of findings across various studies 

revealed that academics have “greater affiliation to their discipline or field than to their 

institution”. This perception of lecturers and institutions seems to be a recurring theme, lecturers 

have a sense of reduced control over their time and work due to the perceived intrusion of the 

administrators of institutions. So while lecturers seem positive towards opportunities for 

continuing learning and self-development, they are burdened by teaching and research 

requirements, they feel deprived of choice, they view administrators as intrusive, which 

potentially develops a sense of disaffiliation between them and the institution.  

 

According to Osunde & Aduwa-Ogiegbaen (2013), research has evidenced that the inadequate 

preparation and training of lecturers in Nigeria is a factor associated with the low achievement of 

students in external examinations. The most crucial of the problems related to teaching in 

Nigeria being lecturer quality; this stated succinctly is that the inadequate preparation of the 

lecturers has impacted negatively on the learning (Omoniyi, 2012). Therefore, the adequacy of 

their development cannot be compromised.  

 

In a study conducted by Bandele and Faremi (2012) lecturers in College of Education, AKamkpa 

- Nigeria indicated that there is lack of in-service training in the institutions; this finding 

corroborates an earlier study by that identified the non-availability of on-the-job training as one 

of the factors that affect curriculum implementation. This is also in accord with the study of 

Eme-Uche (2006), who stated that lecturers are not often sponsored for in-service training. 

Furthermore, Moja (2000) contends that there should be a review of ‘in-service education’... as 

extensive training programmes should substitute ‘the highly centralized training workshops’ that 

have lecturers as participants. The assertion by the lecturers that in-service training is lacking in 

their schools also violates the National Policy on Education (2004) which states that in-service 

training will contain the inadequacies of lecturer’s education. Therefore, as recommended by the 

policy document, the effectiveness of initial lecturer training cannot preclude deficiencies in 

lecturer education. The lecturers’ desire to be professionally skilled corresponds with the view of 

Ololube (2006 et al.) that lecturers lack technology skills for teaching in classes and that some 

lecturers are awaiting their administration to implement computer training programmes (Adedeji, 

2011).  
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According to the Nigeria Certificate in Education (NCE) Curriculum Implementation 

Framework, 2012), and the National Policy Brief (2005) respectively, orientation on the new 

curriculum and enhance standard practices in all universities lecturers indicated that they had no 

training sessions for direction on the implementation of the curriculum. This is an indication that 

the curriculum may not be productively implemented as Van Horn & Van Meter (1977 et al.) 

they posited that one of the probable reasons for the futile implementation of programmes in the 

process of communication- this signifies that the implementers of the plan must be 

knowledgeable on the modalities necessary for implementation and this must be transmitted 

through a communication network and Professional Development; otherwise, there would be 

inconsistencies in the requirements for implementation. This point was corroborated by Orafi, 

(2008), when he asserted that ‘lecturers should not be left alone to find ways of implementing an 

innovation’. Moreover, Orafi, (2008) contends that: lecturers need to acquire the skills and 

knowledge to implement something, mainly if it is slightly different to their existing methods. If 

lecturers are not equipped to deal with the implications of a new approach, they are likely to 

revert to the security of their previous behavior and the desired change may not take place. 

Without sufficient retraining, even lecturers initially enthusiastic about an innovation can 

become frustrated by problems in innovation and eventually turn against it. Therefore, lecturers 

need to acquire the skills for the implementation of a change, for successful implementation. 

However; short briefings may not ensure the success of a switch (Adey, et al. 2014).  

 

Most lecturers have the assumption that professionalization in the educational career is a process 

that is articulated around the construction of a professional identity, professional competencies, 

access requirements, the associated training, self-development of a professional career, and the 

procedures of appraisal of professional performance (Tejada, 2009, 2011). Professionalization as 

a process does not establish the final state that occupations lead towards, but rather a continuous 

learning process that follows their valuable and accountable practice (Darling-Hammond, 2005). 

As such, it is a request that stems from socio-economic and labour development, and a desirable 

one at that, since it guarantees better value in career presentation (Murillo, 2007).  

 

Similarly, it is possible to talk of professional development understood as a procedure through 

which trained lecturers attain high levels of professional competence and “enlarge their 

understanding of self, role, context, and career” (Duke & Stiggins, 1997). More specifically, it 

could be measured as the process of a professional career, and the methods of assessment of 

career performance (Tejada, 2009, 2011). Professionalization as a procedures does not constitute 
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the final state that occupations lead towards, but rather a continuous learning procedure that 

follows their useful and responsible practice (Darling-Hammond, 2005). As such, it is a request 

that stems from social, economic and labour development, and a desirable one at that, since it 

ensures better quality in professional performance (Murillo, 2007).  

 

Likewise, it is possible to talk of professional development understood as a process through 

which trained lecturers achieve high levels of professional competence and “expand their 

understanding of self, role, context, and career” (Duke & Stiggins, 1997). More specifically, it 

could be considered as the process of lecturers ’ learning throughout their professional lives, 

which includes initial training, the time when they join the profession, in-service training 

(understood as formal, directed programmes), constant striving at local level (among peers, in 

teaching teams) and lecturers ’ self-directed learning. This whole process ensures the 

development and strengthening of social, ethical and technical competencies within the 

framework of a profession under constant construction (Robalino, 2007). 

 

In a study conducted by Badri et al. (2016), to find out the views of lecturers in Dubai regarding 

continuous learning and professional development, it was found out that, the perception of 

Lecturers; professional Development Needs, Impacts, and Barriers in Abu Dhabi – Dubai, 

together with teacher’s views on teaching and learning with focus on professional development 

and consideration variables such as the lecturer’s age, gender, and type of schools. It was 

observed that male lecturers consistently assigned higher perceived impact scores for all 

activities that they participated in than female lecturers. Public schools also assigned higher 

perceived impact scores than private schools. The study was designed in an orderly fashion. It 

included dimensions (items and variables) covering the support lecturers received for 

undertaking these professional development activities.  

 

In the context of Adama University, Ethiopia, Seyoum’s (2012) research reported, “overall, 

lecturers felt that continuing learning and self-development had significantly increased the 

standard of the teaching  and the standard of student learning”, it also went on to state that 

lecturers felt confident and appreciated the opportunity to ‘exchange’ ideas, giving credence to 

Mohd. Deni et al. (2014) notion that a collaborative approach towards continuing learning and 

self-development should be considered seriously as an effective means of increasing knowledge 

and skill in teaching and learning. Seyoum (2012) however did concede that lecturers’ 

commitment to self-development was based on extrinsic factors and cast doubt as to whether 
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lecturers would continue to be intrinsically motivated to improve themselves after the conclusion 

of the said course, again raising doubts as to the benefits of such classes in the long term. 

 

Furthermore, Diya and Rafaila (2014) worked on the importance of continuous learning for 

professional development of university lecturer’s needs and practical implications. The study 

aimed to show the importance of continuous learning for professional development of university 

teaching staff as perceived by them, concerning the field by teaching skills, designed in the 

implementation of a multiple choice question taken from the questionnaire, administered to 

lecturers from various universities in Romania and Spain. The results revealed that professional 

development of University lecturers constitute a continuous process that is based on the 

continuous learning concept — consequently, a significant contribution to the evolution in the 

teaching career centres on continuous training, especially using the result that it determines in the 

educational process, in the sense of the increase of the efficiency hereof.  

 

Huseyin and Hursen (2012), researched the evaluation of lecturer’s attitude and perceptions of 

competence regarding continuous learning. The continuous learning and attitude scale were 

administered to 614 lecturers to find out their opinions and judgments of skill regarding 

continuous learning; the research findings showed that lecturer’s age and gender seemed to be 

influential in their continuous learning process. The results also stated that there was a positive 

correlation between the teacher’s attitude and perception of competence. The findings of this 

study showed that lecturers were not willing to learn. 

 

2.3.2 Incentives for lecturers undergoing continuous learning and self-development 

Recent study has shown that learning communities and communities of practice can improve and 

promote different instructional procedures or improvement of teaching among university 

professors. For example, in a research carried out in Calgary, researchers supported effective 

education and distribution of courses in distance programs through societies of practice (Eib & 

Miller, 2006). Before the research began, there were only a limited professors with expertise and 

willingness to engage in online education and distance education. The researcher’s method 

‘organize’ focusing on improving effective education. Professors shared their ideas and concerns 

about teaching and implementing new technologies and discussed them in the frequent events 

that were held by the researchers. Five years after applying the institute, in addition to enhancing 

effective teaching, a significant growth was observed in the number of professors offering online 

courses. In another study, the scholarship of teaching and learning and reflective practice were 
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fostered in learning communities for professors affiliated with science, technology, engineering 

and mathematics Disciplines in Howard University, United States of America (USA) (Smith, T. 

R., et al., 2008).  

 

In Babeș-Bolyai University, Romania, active participation of lecturers in lifelong education 

programs largely depends on their motivations (Duke and Hinzen, 2014). The desire for self-

improvement, for updating professional knowledge, forgetting the practical experience, for 

collaboration with other colleagues, for certificates or financial rewards, existing national 

standards or procedures of revaluation within organizations, etc. may be exact reasons for 

attending lifelong training courses. In creating lifelong education courses, organizers must 

correlate these motives with the socio-demographic characteristics of participants (income, age, 

gender, skills level, teaching degree etc.), so that the formed groups are as heterogeneous 

possible, for effective and efficient learning (Blanden et al., 2012). There are several studies 

(Collinson and Cook, 2004 et al.) on the motivations of lecturers to attend training courses. 

Collinson and Cook (2004) identify 43 motivational factors in lecturers’ activity, but also many 

barriers that prevent them from participating in lifelong education. 

 

In the context of Adama University, Ethiopia, Seyoum’s (2012) research reported, “overall, 

lecturers felt that continuing learning and self-development had significantly increased the 

standard of the teaching  and the standard of student learning”, it also went on to state that 

lecturers felt confident and appreciated the opportunity to ‘exchange’ ideas, giving credence to 

Mohd. Deni et al. (2014) notion that a collaborative approach towards continuing learning and 

self-development should be considered seriously as an effective means of increasing knowledge 

and skill in teaching and learning. Seyoum (2012) however did concede that lecturers’ 

commitment to self-development was based on extrinsic factors and cast doubt as to whether 

lecturers would continue to be intrinsically motivated to improve themselves after the conclusion 

of the said course, again raising doubts as to the benefits of such classes in the long term. 

 

The global modern economic and social context, in constant change, makes the educational 

process undergo constant structural changes with profound implications in Babeș-Bolyai 

University, Romania. These development also influence practices, principles and methods used 

in the field of learning and teaching. The present research is focused on the motivations and 

expectations of lecturers regarding lifelong learning. Their primary motivator is to improve 

teaching tools, techniques and methods. The research population consists of educators who teach 
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the national language and literature (Romanian) to national minorities (Hungarian, German, 

Roma, Tatar, Serbian, Ukrainian, etc.) and to migrants from various states. The respondents have 

participated in a lifelong learning program (UBB OECONOMICA, 2016). 

 

It has been asserted that the best way to motivate lecturers to improve their teaching is by 

creating an equitable system of rewards for excellence and effectiveness in education (Gibbs et 

al. 1995). Empirical studies have also affirmed the positive impact of teaching awards on 

enhancing the quality of teaching and recognition of teaching in higher education institutions 

(Brawer et al. 2006).  

 

Good lecturers become great lecturers by going beyond the call of job and beyond the textbook. 

To accomplish this, he or she must continue their education. There are meetings, workshops, and 

continuing education that could give the teacher that extra help in technology for their students. 

There are online workshops, and classes that lecturers could attend as well as on-site workshop 

and classes (Oakdale, 2012). 

 

Administrators should encourage their lecturers to continue their education as well as make 

chances available for them to do so. More so, staff and districts should offer to either pay or help 

pay for the classes and workshops. There are workshops on how to assimilate technology into the 

classroom and how to make it cross-curricular. There are also conferences that will have several 

seminars all at one time so that lecturers and administrators can go to more than one workshop at 

a time. These conferences will give the lecturers the information and tools they need to integrate 

technology in the classroom as well as continuous learning and self-development to help their 

career (Oakdale 2012). 

 

More so, a research conducted by Guajardo (2011), on lecturer’s Motivation, aimed at presenting 

a framework of analysis to diagnose threats to lecturers in their quest for continuous learning and 

self-development and to offer sound recommendations to improve lecturer’s motivation hence 

impact on the students learning outcome revealed that, higher lecturer’s motivation is 

significantly linked to improved student’s performance.  

 

Besides, the following incentives are said to have a direct relationship with the performance of 

lecturers in Tertiary education as well as in any other profession. They include remuneration and 

motivation, recognition and prestige, accountability, career development, conducive institutional 

environment, voice, learning materials and facilities, among others are among the multiversal 
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strategies identified by Guajardo (2011). All in all, findings concluded that incentives are 

required to enhance the performance of lecturers. However, what serves as motivation to a 

particular group of lecturers may not necessarily differ with another group.
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2.3.3 Challenges faced by lecturers 

At the Department of Educational and Counseling Psychology, Faculty of Education, Mc Gill 

University, Montreal, Canada, each discipline has a vast knowledge base, and within the context 

of university teaching, this Includes knowledge of pedagogies and their appropriate application 

in teaching (Guskey, 2000 et al.). In most postsecondary contexts, faculty are generally expected 

to have an advanced degree in their discipline, but they are not required to have any pedagogical 

training before their recruitment Moreover, their participation in professional development 

activities that focus on teaching during their meeting is typically not a required condition of 

tenure or promotion.  

 

According to  Brownell & Tanner, (2012 et al.) time constraint is reported as one of the main 

challenges for the improvement between research, teaching and service, especially in research-

intensive universities, limit faculty lecturers’ time and their opportunity to focus on teaching 

excellence (Brownell & Tanner, 2012). Conflicts related to work priorities are also considered an 

obstacle for engagement in continuing learning and self-development (Radloff, 2008). Academic 

workload is generally intense (Fink, 2003) and faculty lecturers have to make choices on how to 

use their time. The great importance placed on research productivity for tenure and promotion 

lead faculty lecturers, to assign a higher value to research and spend most of their time on 

research activities (Radloff, 2008). 

 

Lack of incentives for quality teaching and continuing learning/self-development, and the higher 

value that institutions attribute to research are also viewed as challenges for the improvement of 

teaching and self-development, (Brownell & Tanner, 2012; et al.). Most incentives for promotion 

and remuneration of lecturers are heavily based on research productivity, and teaching 

excellence is claimed to be essential for obtaining and granting tenure (Hardre & Cox, 2009; et 

al.). Generally, teaching excellence appears to have powerful rivals such as research 

productivity, continuing learning, self-development and service activities which are not 

sufficiently rewarded (Young, 2006). 

 

Lack of training, and incentives, and university policies are deemed to be challenges, especially 

for pre-tenured faculty lecturers who experience the pressure of demonstrating research 

productivity for receiving tenure (Brownell & Tanner, 2012 et al.). Institutional recognition and 

collegial support seem to be considered as incentives and an essential requirement for the 

improvement of teaching, continuing learning and self-development (Feldman & Paulsen, 1999; 

et al.). 
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According to Mpezeni, et al. (2017), there are several challenges lecturers are exposed to when 

executing their functions such as lack of motivation and attitudinal problems. This assertion is 

supported by Majoni (2014) and Sumaworo (2015), who holds that, lecturers in the tertiary 

sector face enormous challenges such as poor implementation of educational policies, ill – 

financial support for lecturers in institutions of higher learning, poor educational infrastructure, 

time management, work pressure and inadequate quality assurance, just to mention a few, are 

some of the significant handicap that constitute dilemma to higher education lecturers in Liberia. 
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2.3.4 Gaps identified in the literature and how to fill them 

The literature on continuous learning and self-development of tertiary education lecturers in 

Buea municipality-Cameroon has explicitly focused on the level of the evaluation of perceptions, 

incentives and challenges. However, empirical evidence reveals that most studies have been 

carried out addressing the perceptions and perceived benefits of a group of lecturers’ in the Art 

and Design School, a private higher educational institution in Kuala Lumpur, Malaysia towards 

continuous learning and self-development courses conducted by Cutter University’s Unified 

Teaching and Learning Centre (UTLC) were explored (Vinod J. Nair 2016). 

 

College of Education, AKamkpa – Nigeria research has evidenced that the inadequate 

preparation and training of lecturers in Nigeria is a factor associated with the low achievement of 

students in external examinations (perceptions), Babeș-Bolyai University, Romania, which 

indicates that active participation of lecturers in lifelong education programs largely depends on 

their motivations-incentives (Duke and Hinzen, 2014) and the Department of Educational and 

Counselling Psychology, Faculty of Education, Mc Gill University, Montreal, Canada 

respectively in most postsecondary contexts, faculty are generally expected to have an advanced 

degree in their discipline but they are not required to have any pedagogical training prior to their 

appointment (challenges).  Meanwhile, this work focuses on the public, lay private and the 

private sector in Buea Municipality - Cameroon.  

 

The scope other works are limited to Malaysia, Nigeria, Romania and Canada respectively, while 

our job focuses on Buea Municipality - Cameroon. This piece of work will add value by focusing 

on lecturer’s perceptions, incentives and challenges of continuous learning and self-development 

in tertiary education and how their level of knowledge and awareness impact on the respect for 

their privileges and opportunities as lecturers. It was observed from the literature that 

notwithstanding the adequate controls on lecturers’ privileges, very little is being done to ensure 

that the privileges of lecturers are respected. More so, insufficient literature exists in the context 

of Cameroon in line with my specific objectives. Consequently, most of the books and journals 

are written on this aspect of lifelong learning and professional development and the respect for 

their privileges do not capture the peculiarities of the Cameroonian context. The recent research 

seeks to address this issue by adding to the few existing reports on how the level of lecturer’s 
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awareness of their privileges ensures their enforceability. This will give an insight on how the 

level of lecturer’s awareness influences the respect for their privileges by their employers.  
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CHAPTER THREE 

METHODOLOGY OF THE STUDY 

3.1 Study Design 

The study design is purely descriptive in nature because, it involves gathering data that describe 

events and then organises, tabulates, depicts, and represents the data collection (Glass & 

Hopkins, 1984). As such, the study made use of both quantitative and qualitative research 

designs.   

 

3.2 Population of the Study 

The three institutions under study are large educational establishments in the South West Region 

of Cameroon with a similar line of activities and a massive staff strength. The focus of this study 

is on selected units in these institutions. In this light, therefore, the population for this study 

consisted of administrators, head of departments and lecturers in each of the University. PAID-

WA comprises of 110 staff (65 regular, 30 hired and 15 volunteers) (PAID-WA Human 

resource/administrative officer). CUIB comprises of 100 lecturers (CUIB magazine 2017-2018 

edition) meanwhile UB comprises of about 973 staff, where 300 are permanent lecturers, 200 

part time and 473 support staff (www.ubuea.com) making a total population of 1,173 in all. 

 

3.3 Sampling Techniques 

At the first stage, a purposive sampling technique was used to identify the three institutions 

under study because of the strategic role they play in employment and education from home and 

abroad as well as the similarity in their activities. Getting the views of lecturer from these three 

universities regarding the perceptions, incentives and challenges of continuous learning and self-

development in tertiary education will be significant for the study. Secondly, a stratified 

sampling technique was used to get the sample size for the research. The lecturers were 

categorised with the help of stratified techniques into groups. At the third stage, the simple 

random sampling was used whereby each lecturer had the opportunity to be selected for the 

study. As such, each member of the population is assigned a number systematically and 

sequentially. These pieces of paper are mixed and put into a box, and then numbers are drawn 

out of the box randomly to form the sample.  
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3.4 Sample size 

The simple random selection technique was used in selecting respondents for the study. The 

researchers considered each lecturer of the institutions chosen to be in a position of providing 

relevant information for the research. To arrive at the sample size, the Taro Yamani’s formulae 

was employed, which is explicitly stated as: 

  

Where n = sample size 

           N = population of the study 

           e = margin of error (0.05) 

n =       1173        

        1 + 1173 (0.05) 

 

Thus, the sample was made up of 150 lecturers with 70 from UB, 40 from PAID-WA and 40 

from CUIB 

 

3.5 Analytical Approach 

The study used descriptive statistics in analysing the quantitative data obtained from the 

structured questionnaire. Hence, data gathered was entered into a spreadsheet using Microsoft 

Excel 2013. Descriptive and inferential analytic statistics (frequency, percentage and 

explanations) was used to analyse data obtained from the field. Charts and tables was used to 

enhance visibility and interpretation. 

 

3.6 Data Collection Techniques/Instruments 

For this study, both primary and secondary sources of data collection was used to obtain data 

from the field. Primary data was gotten through the use of a survey (questionnaire) to be 

administered to the lecturers of PAID-WA, CUIB and UB. Besides, secondary data was obtained 

through a desktop review of relevant books; peer reviewed journal articles, published and 

unpublished thesis, magazine articles, website publications and news channels. The total 

questionnaires administered was 180 as a whole, 80 in UB, 50 in both PAID-WA and CUIB 

respectively making a total of 150 returned.  
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3.7     Validation and Reliability of Results 

The research instruments (questionnaire and interview guides) developed by the researchers was 

been presented to the Supervisor for her inputs after which, necessary corrective measures was  

taken to ensure face, content and construct validity. Face validity was provided as the Supervisor 

was meticulously check the instruments to see that they are well built and elicit the intended 

information. While content and construct validity was also ensured as the supervisor was 

carefully examining the instruments to ensure they are well constructed and the questions capture 

all the variables of the study objectives.  

 

After that, a pretest was carried out to ensure reliability wherein the researchers presented a draft 

copy of the research instruments to other course mates to respond to, for corrective measures to 

be taken. And at the end, to enhance comprehension, some questions were discarded while others 

were adjusted and added accordingly.  

3.8 Ethical Consideration 

Introductory letters were obtained from the school to help the researcher’s access to the study 

areas and also to allow the respondents feel free to deal with the researchers in the field. 

Informed consent was required from the respondents of the study and were free to withdraw 

anytime they feel as to from the study. 
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CHAPTER FOUR 

PRESENTATION AND ANALYSIS OF DATA 

4.1. Socio-demographic Characteristics of Respondents 

4.1.1. Age of Respondents 

 

Figure 5: Age of Respondents 

Regarding age of lecturers in PAID-WA Buea, it shows that 17 (42.5%) were aged 25-34 years, 

14 (35%) were aged 35-44, 4 (10%) were aged 45-54 and 5 (12.5%) were aged 54 and above. 

The age distribution of lecturers in CUIB shows that, 24 (60%) of lecturers were aged between 

25-34 years, while 11 (27.5%) were aged between 35-44, 4 (10%) were between 45-45 years and 

1 (2.5%) was 54>. Meanwhile in UB, 10 (14%) of lecturers were aged between 25-34 years, 23 

(33%) were aged 35-44 years, 26 (37%) were within the age bracket 45-54 years and only 11 

(16%) were aged 54>. 
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4.1.2. Marital Status of Respondents  

 

Figure 6: Marital Status of Respondents 

Similarly, in PAID-WA, the marital status of respondents showed that, 22 (55%) of lecturers 

were married, while 17 (42.5%) were single and just 1 (2.5%) was a widower. Unlike CUIB, 19 

(47.5%) of respondents were married, 20 (50%) were single and 1 (2.5%) was divorced. In UB, 

44 (63%) were married, while 12 (17%) were single, 2 (3%) were divorced, 4 (8%) were 

separated and 4 (8%) were widowers. We can therefore conclude that, a high percentage of 

lecturers from all three institutions are between the ages 25-34 (42.5%, 60% for PAID-WA and 

CUIB respectively while that of UB was 45-54 years (37%). The same applies too for the marital 

status which reveals that 55%, 47.5% and 63% of lecturers in PAID-WA, CUIB and UB are 

single with the highest percentages.  
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4.1.3 Gender of Respondents 

 

Figure 7: Gender of Respondents 

From figure 5 above, it shows that, 65% of the sampled population of PAID-WA Buea 

comprised of male while 35% were females. Similarly, in CUIB, there were 68% of males as 

compared to 32% females. And lastly in UB, the male population stood at 63% as opposed to 

37% of females. Thus, from all three institutions, it shows that, there are more male than female 

lecturers. 
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4.1.4 Educational Level of Respondents 

 

 

Figure 8: Educational level of Respondents 

From figure 8 above, it reveals that 38 (95%) of lecturers in PAID-WA Buea have obtained 

University level of education and 2 (5%) have Secondary level of education. While for CUIB, 36 

(90%) of lecturers have University level of education, while 2, 2 (5%, 5%) have obtained at least 

Secondary education and vocational education respectively. Lastly, in UB, 57 (81%) of lecturers 

have completed the University education, while 5 (7%) have the Secondary level of education 

and just 8 (11%) have a vocational diplomas. 

By implication, we can deduce that, a greater majority of lecturers from these institutions have 

obtained some University level of education (95%, 90% and 81%) for PAID-WA, CUIB and UB 

respectively. 

 

 

 

 



53 

 

4.1.5 Nationality of Respondents 

Table 1: Nationality of Respondents 

Institution Nationality Frequency % 

PAID-WA Cameroonian 39 97 

 Nigerian 1 3 

 Total 40 100 

CUIB Cameroonian 35 87 

 Nigerian 4 10 

 Italian  1 3 

 Total 40 100 

UB Cameroonian 70 100 

 Total 70 100 

 

Table 1 shows the nationality of respondents from the three institutions as follows: 39 (97%) of 

respondents in PAID-WA are Cameroonians as opposed to 1 (3%) Nigerian. Also, 35 (87%) of 

respondents in CUIB are Cameroonians, 4 (10%) are Nigerians and 1 (3%) is an Italian. 

Meanwhile in UB, all 70 (100%) of the lecturers are Cameroonians.  

This implies, that most of the lecturers in these institutions are of the Cameroonian nationality 

(97%, 87% and 100%) for PAID-WA, CUIB and UB respectively. 
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4.1.6 Years of Experience of Respondents 

Table 2: Years of Experience of Respondents 

Years of Exp. Frequency % 

PAID-WA   

1-5 19 47 

6-10 15 38 

11-15 4 10 

16-20 2 5 

Total 40 100 

CUIB   

1-5 18 45 

6-10 18 45 

11-15 3 7 

16-20 1 3 

Total 40 100 

UB   

1-5 11 16 

6-10 6 9 

11-15 29 41 

16-20 21 30 

None response 3 4 

Total 70 100 

 

Table 2 shows that, 19 (47%) of lecturers in PAID-WA have working experience spanning 1-5 

years, 15 (38%) spanning 6-10 years, 4 (10%) of working experience between 11-15 years and 2 

(5%), 16>. In CUIB, most lecturers have 18, 18 (45%, 45%) representing 1-5 years and 6-10 
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years of working experience as lecturers respectively. While 3 (7%) have working experience 

ranging 11-15 years and 1 (3%) 16>. 29 (41%) of lecturers in UB have between 11-15 years of 

experience in the field of lecturing. While 21 (30%) have working experience of 16> years, 11 

(16%) between 1-5 years and 6 (9%) have worked as lecturers for 6-10 years. 

The analysis is almost similar for PAID-WA and CUIB whose lecturers’ working experience is 

highest between 1-10 years (85% and 90%) respectively. Unlike UB, the lecturers years of 

working experience is greatest between 11 years> (71%). 

 

4.2. Analysis of Specific Objectives of the Study 

4.2.1 Objective 1: To find out lecturer’s perceptions on continuing learning and self-

development in the three selected institutions. 

 

 

 

MB: ( multiple respondents allowed) 

Figure 9: Respondents views on CLSD 

Figure 9 presents respondents views on what they perceive CLSD entails. Analyzing data from 

PAID-WA shows that, 24(60%) of lecturers see CLSD as a form of capacity building, while 

22(55%), 17(42.5%) and 5(12.5%) see CLSD to mean career development, further training and 

empowerment respectively. On the other hand, lecturers of CUIB representing 22(55%) hold 

that, CLSD is a form of capacity building, 12(30%) say it’s a form of career development, 

     Capacity building 24(60%) 22(55%)      14(20%) 

     Career development 22(55%) 12(30%) 28(40%) 

     Empowerment  5(12.5%) 3(7.5%)       17(24.29%) 

     Further training  17(42.5) 8(20%)       27(38.57%) 
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8(20%) say its further training, 3(7.5%) and 8(20%) opine that CLSD is part of empowerment 

and the acquisition of new knowledge respectively. Finally, lecturers of UB representing 

17(24.3%), 27(38.6%), 14(20%) and 28(40%) attested that, CLSD is some sort of empowerment, 

further training, capacity building and career development respectively. This implies that, all 

lecturers from the three institutions understand what CLSD is with respect to their profession. 

Table 3: Perceptions of lecturers on CLSD 

Questions Yes No Neutral No Response Total 

PAID-WA 

Do you think it is 

important for lecturers to 

regularly upgrade their 

skills and performance 

through continuous 

learning/self-development?  

40 100.00% 0 0.00% 0 0.00% 0 0.00% 40 100% 

CUIB 

Questions Yes No  Neutral No Respond Total 

Do you think it is important for 

lecturers to regularly upgrade 

their skills and performance 

through continuous 

learning/self-development?  

38 95.00% 1 2.50% 1 2.50% 0 0.00% 40 100% 

UB 

Do you think it is 

important for lecturers 

to regularly upgrade 

their skills through 

CLSD? 

64   91.43%   1   1.43%   5   7.14%   0   0.00%   70   100%   

 

Table 3 presents respondents views on how important it is for the lecturers to upgrade their skills 

and performance through CLSD. Responses from PAID-WA showed that 40 (100%) of 
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respondents agreed that, it is important for lecturers to engage in CLSD so as to improve their 

skills and performance. In the same way, 38 (95%) of lecturers from CUIB supported the fact 

that it is important to engage in CLSD, while 1, 1 (2.5%, 2.5%) contradicted and said it is not 

important for lecturers to take part in CLSD and no response respectively. Meanwhile, in UB, 64 

(91%) of lecturers agreed that, CLSD is very important for a lecturer as it helps build their skills. 

5 (7%) were neutral and 1 (2%) said it is not important for lecturers to engage in CLSD. In all, 

we see that, most lecturers from the three institutions believe that CLSD is important for the 

enhancement of their performance as represented in 100%, 95% and 91% for PAID-WA, CUIB 

and UB respectively. 
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Table 4: perceptions of lecturers on CLSD (cont.) 

Institution  Questions Yes No No Response Total 

PAID-WA Have you ever 

undergone any 

CL/SD programme 

since you joined this 

institution? 

26 65.00% 14 35.00% 0 0.00% 40 100% 

 Is self-development 

attained in the 

process of continuing 

learning?  

30 75.00% 2 5.00% 8 20.00% 40 100% 

CUIB Questions Yes No No Response Total 

 Have you ever 

undergone any 

CL/SD programme 

since you joined 

this institution? 

32 80.00% 7 17.50% 1 2.50% 40 100% 

 Is self-development 

attained in the 

process of 

continuing 

learning?  

36 90.00% 2 5.00% 2 5.00% 40 100% 

UB Questions  Yes  No  No 

Response 

Total  

 Have you ever 

undergone any 

CL/SD programme 

since you joined this 

institution?  

57   81.43%   12   17.14%   1   1.43%   70   100%   

 Is self-development 

attained in the 

process of continuing 

learning?   

56   80.00%   1   1.43%   13   18.57%   70   100%   
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The analysis on Table 4 sought to find out from the lecturers if they had ever had the opportunity 

to engage in any CLSD imitative so as to boost their performance and capacity. From their 

responses, 26 (65%) of lecturers in PAID-WA as opposed to 14 (35%) said they had undergone 

CLSD. In addition, 30 (75%) agreed that, self-development (SD) is attained in the process of 

continuous learning (CL). 2 (5%) disagreed that CL is not the only factor to influence SD while 8 

(20%) did not respond. While in CUIB, 32 (80%) of the lecturers had successfully engaged in 

CLSD, 7 (17.5) had not engaged in CLSD and 1 (2.5%) did not respond. 36 (90%) accepted that 

SD is attained in the course of CL, 2, 2 (5%, 5%) disagreed and did not respond to this question 

respectively. Lastly, in UB, 57 (81%) of lecturers agreed to have engaged in CLSD, 12 (17%) 

had not taken part in CLSD and 1 (2%) did not respond to the question. On the question of 

whether SD is attained through CL, lecturers of UB represented by 56 (80%) accepted, 13 (18%) 

did not respond and 1 (2%) disagreed that CL is not the only factor to SD. 

4.2.2 Objective 2: To identify the various enablers/incentives provided to the lecturers in 

these institutions. 

 

Figure 10: Incentives for engaging in CLSD 

Figure 10 shows respondent’s response on whether they reviewed support for engaging in CLSD. 

From PAID-WA Buea, 18 (45%) of lecturers agreed to have received support for engaging in 

CLSD and on the other hand, 18 (45%) disagreed of having received any support as such. 4 

(10%) did not answer. Equally, in CUIB, most lecturers 25 (63%) agreed to have received some 

form of assistance to engage in CLSD as opposed to 10 (25%) who disagreed and 5 (12%) did 

not respond. Also, 53 (76%) of lecturers from UB agreed to have received support in taking part 

in CLSD while 17 (24%) disagreed. We can say here that, the percentage of lecturers who have 

received support to engage in CLSD from the three institutions is higher than those who 

disagreed.  



60 

 

4.2.2.1. Source of the incentives 

Table 5: Who is responsible for providing the support? 

Institution No. 

sampled 

Lecturer Management Friends/ 

relatives 

Donors/ 

funders 

No 

response 

 

PAID-WA 40 2(5%) 9(22.5%) 8(20%) 2(5%) 19(47.5%)  

CUIB 40 1(2.5%) 17(42.5%) 4(10%) 1(2.5%) 16(40%)  

UB 70 10(14%) 20(28.6%) 5(7%) 19(27%) 16(22.9%)  

Total 150 13 46 17 22 51  

 

Table 5 presents responses on who is responsible to provide support to lecturers for engaging in 

CLSD. According to the findings in the three universities, 9 of the lecturers in PAID-WA 

indicated that management is responsible for their support, 8 indicate from friends/relatives 

meanwhile 19 of the lecturers did not respond which is the majority. In CUIB, 17 of the lecturers 

indicated that their support is from management, 4 from friends/relatives and 16 of them did not 

respond and in UB, 20 of the lecturers stated that their support is from management, 19 from 

donors/funders and 16 did not respond.  

4.2.1.1. Nature of Incentives 

Table 6: Type of the incentives 

Institution No. 

sampled 

Financial 

assistance 

Study with 

pay 

Study without 

pay 

No 

response 

Total   

PAID-WA 40 10(25%) 5(12.5%) 6(15%) 19(47.5%) 40  

CUIB 40 12(30%) 11(27.5%) 2(5%) 15(37.5%) 40  

UB 70 36(51.4%) 10(14.2%) 6(8.5%) 12(17.1%) 70  

Total 150 58 26 14 46 150  
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Table 6 presents responses on the type of incentives given to lecturers for engaging in CLSD. 

Concerning the type of incentives provided in the three universities, 10 of the lecturers in PAID-

WA stated that they had financial assistance, 6 of them said they study without pay and 19 of 

them did not respond which is the majority. In CUIB, 12 of them stated that they had financial 

assistance, 11 studied with pay while 15 did not respond which is also the majority. In UB, 36 of 

the lecturers said they had financial assistance, 10 study with pay meanwhile 12 did not respond. 

4.2.1.2. How often are the incentives provided? 

Table 7: How often are incentives provided? 

Institution No. 

sampled 

Weekly Monthly Bi 

annually 

Quarterly Annually  No response 

PAID-WA 40 3(7.5%) 6(15%) 1(2.5%) 0(0%) 9(22.5%) 21(52.5%) 

CUIB 40 1(2.5%) 3(7.5%) 3(7.5%) 6(15%) 5(12.5%) 22(55%) 

UB 70 1(1.4%) 29(41.4%) 4(5.7%) 9(12.9%) 14(20%) 13(18.6%)z 

Total 150 5 38 8 15 28 66 

 

Table 7 presents responses on the frequency with which incentives are provided to lecturers for 

engaging in CLSD. In PAID-WA, 6 of the lecturers stated that they receive incentives monthly, 9 

said annually and 21 did not respond which makes up the majority. With CUIB, 6 of the lecturers 

incentives are provided quarterly, 5 of them stated annually and 22 did not respond which makes 

the majority as well. Lastly in UB, 29 of the lecturers indicated that incentives are provided to 

them monthly, 14 said annually and 13 did not respond.
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4.2.1.3. Benefits lecturers have for engaging in CLSD 

Table 8: Benefits lecturers have for engaging in CLSD 

Institution No. 

sampled 

Promotion Increase in 

salary 

Letter of 

congratulations 

Self-

actualization 

Nothing No response Total % 

PAID-WA 40 13 (32.5%) 3 (7.5%) 1 (2.5%) 1 (2.5%) 6 (15%) 16 (40%) 100 

CUIB 40 12 (30%) 9 (22.5%) 0 (0%) 1 (2.5%) 7 (17.5%) 11 (27.5%) 100 

UB 70 31 (44%) 29 (41%) 0 (0%) 0 (0%) 3 (4%) 7 (10%) 100 

Total 150 56 (37%) 41 (27.4%) 1 (0.6%) 2 (1%) 16 (11%) 34 (23%) 100 

 

From the above, it shows that the benefits most lecturers gained for having engaged in CLSD in all three institutions is mostly promotion (32.5%, 

30% and 44%), followed by increment in salary (7.5%, 22.5% and 41%) for PAID-WA, CUIB and UB respectively.
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4.2.2. Objective 3: Challenges faced by the lecturers in these institutions 

Table 9: Challenges faced by lecturers in the process of engaging in CLSD 

Institution No. sample Yes No Neutral  No 

response 

Total % 

PAID-WA 40 31 (78%) 1 (3%) 5 (12%) 3 (7%) 100 

CUIB 40 29 (73%) 3 (7%) 3 (7%) 5 (13%) 100 

UB 70 57 (81%) 3 (4%) 4 (6%) 6 (9%) 100 

Total 150 117 (78%) 7 (5%) 12 (8%) 14 (9%) 100 

 

Table 9 shows responses of lecturers on whether there are some challenges they experience in 

the process of engaging in CLSD. Responses from PAID-WA Buea indicate that, 31 (78%) of 

lecturers agreed that there are some challenges they go through in the course of CLSD. While 1 

(3%) disagreed, 5 (12%) were neutral and 3 (7%) did not respond. Similarly in CUIB, 29 (73%) 

of lecturers agreed that there are some challenges they face. This is as opposed to 3 (7%) who 

disagreed, another 3 (7%) were neutral and 5 (13%) did not respond. The case was indifferent in 

UB, as 57 (81%) of lecturers said there are challenges they encounter, 7 (5%) disagreed, 12 (8%) 

were neutral and 14 (9%) did not respond. 

This implies that, although it is important that lecturers engage in CLSD, it is not without 

challenges as shown on the table above. 

 

4.2.2.1. The likely challenges faced by lecturers in these institutions 

With respect to challenges all the lecturers in PAID-WA agreed that they do encountered 

challenges. 13 of them stated that is due to work pressure, another 13 as well stated that is due to 

poor time management while 11 said is due to lack of funds.  

 

In CUIB, 16 of the lecturers stated that they encountered challenges due to work pressure, 8 said 

lack of funds and 8 did not respond. 
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Figure 11: Challenges faced by lecturers from PAID-WA, CUIB, and UB 

In UB, 16 of the lecturers stated that they faced challenges due to poor implementation of 

educational policy, 15 of them said lack of funds while 8 did not respond. 

4.2.2.2. Extent to which these challenges affect their performance 

Table 10: Extent to which challenges affect lecturer’s performance 

Institution No. 

sampled 

Strongly 

agree 

Agree Strongly 

disagree 

Disagree Neutral  No 

response 

Total % 

PAID-WA 40 9 16 2 4 1 8 100 

CUIB 40 7 21 2 3 1 6 100 

UB 70 34 24 2 0 3 7 100 

Total 150 50 61 6 7 5 21  
 

The table above shows that, a high percentage of lecturers from the three institutions strongly 

agreed that the challenges presented in Figure 10 above greatly affects (negatively) their 

performance. In PAID-WA Buea, 25 (62.5%) of lecturers strongly agree and agree that, these 

challenges has negative effects on their performance. This is contrary to 6 (15%) who disagreed, 

while 1 was neutral and 8 did not respond. In CUIB, 28 (70%) of lecturers agreed that these 

challenges affected them negatively while just 5 (12.5%) disagreed and 1,7 were neutral and did 

not respond respectively. Lastly, 58 (83%) of lecturers from UB pointed out that, these 

challenges affected their performance. This is contrary to 26 (37%) who disagreed and 3, 7 were 

neutral and did not respond respectively. 
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4.3. Way forward 

Table 11: Are there any possibilities to counter these challenges? 

Institution No. 

sampled 

Yes No Neutral No response Total % 

PAID-WA 40 34 (85%) 2 (5%) 2 (5%) 2 (5%) 100 

CUIB 40 34 (85%) 2 (5%) 0 (0%) 4 (10%) 100 

UB 70 60 (86%) 0 (0%) 3 (4%) 7 (10%) 100 

Total 150 128 (85%) 4 (2.5%) 5 (3.5%) 13 (9%) 100 

 

Table 8 shows respondent’s position as to whether there are any possibilities to counter the 

challenges they face while engaging in CL/SD. Responses from PAID-WA Buea shows that 34 

(85%) of lecturers are positive that there are solutions that if implemented will help overcome 

these challenges. On the contrary 2 (5%) disagreed while 2, 2 (5%, 5%) were neutral and did not 

respond. Similarly, in CUIB, 34 (85%) of lecturers agreed that challenges they face in CL/SD 

can be overcome as opposed to 2 (5%) who disagreed and 4 (10%) did not respond. The case 

was not different in UB as 60 (86%) of lecturers agreed that challenges they face while engaging 

in CL/SD can be addressed. Meanwhile, 3 (4%) and 7 (10%) were neutral and did not respond. 
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4.3.1 Proposed Mechanisms to Overcome Challenges 

 

Figure 12: Proposed mechanisms to overcome challenges 

Figure 12 above presents strategies proposed by lecturers from the different institutions to 

overcome challenges they encounter while engaging in CL/SD. From PAID-WA Buea, 21 

lecturers suggested the institution of educational policies that favours CL/SD. Equally, 14, 14 

lecturers proposed that the Administration should motivate lecturers (financially, granting of 

study leave, etc.) as this will make lecturers to desire further training and promote them to higher 

positions after attaining a new qualification, respectively. The situation was almost similar in 

CUIB as lecturers (15, 12, 7 and 3) proposed the need for the institution of educational policies 

that favours CL/SD, provide financial support to lecturers, motivate them through other ways 

and promote them respectively as a way forward to overcome challenges lecturers faced in 

CL/SD. Meanwhile, 5 lecturers did not respond to this question. In UB, 26 lecturers were in 

favour of instituting educational policies that promote CL/SD, 15, 12 and 11 suggested the 

provision of financial support, motivation and promotion respectively.  6 lecturers did not 

respond. 
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4.4. Implication of the findings 

4.4.1. Socio-demographic characteristics of respondents 

The majority of the lecturers in the three institutions were male. This is in contrast to the gender 

distribution of the population of Cameroon Juafack et al., (2012). Most of the respondents in UB 

were between the ages of 45 to 54 meanwhile PAID-WA and CUIB ranges between the ages 25 

to 34 years. This is indicative of a young and reproductive workforce. A significant proportion of 

the lecturers had higher level qualifications (more than under graduate certificates). This high 

level of educational attainment for most of the lecturers in the three focused institutions has been 

documented from our findings. Most of the lecturers are from Cameroon. The majority of the 

lecturers in UB are research assistance, PAID-WA are just lecturers and CUIB are administrative 

workers. With respect to their employment status, most lecturers in UB are on permanent 

contracts, PAID-WA has equal level of permanent and temporal lecturers while CUIB has more 

of temporal lecturers. UB lecturers have an experience of 6 to 10 years, PAID-WA 1 to 5 years 

and CUIB has an equal number of years of experience that ranges between 1 to 5 and 6 to 10 

respectively. Furthermore, the income level of both UB and PAID-WA ranges between 201000 

and above and CUIB ranges between 101000 to 150000FCFA.  

 

4.4.2. Perception of Lecturers regarding continuing learning (CL) and self-development (SD) 

It was observed that most of the lecturers in UB understand continuing learning as career 

development while PAID-WA and CUIB lecturers comprehend it as capacity building.  Given 

that most of the lecturers of the study have higher qualifications, occupy academic/administrative 

positions, this high level of awareness can be attributed to increased continuing learning and self- 

development in the three focused universities in Buea municipality. Equally, 91.43% of lecturers 

in UB think it is important for them to regularly upgrade their skills and 90.00% of the same 

lecturers in the same institution think it is important for them to engage in continuing learning 

and self-development. In PAID-WA, 100.00% of the lecturers think it is important for them to 

regularly upgrade their skills and 85.00% of the same lecturers in the same institution think it is 

important for them to engage in continuing learning and self-development. Lastly 95.00% of 

lecturers in CUIB think it is important for them to regularly upgrade their skills and 95.00% of 

the same lecturers in the same institution think it is important for them to engage in continuing 

learning and self-development.  
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In UB, 81.43% of the lecturers have engaged in continuing learning and self-development 

programs since they joined the institution and 80.00% stated that self-development is attained in 

the process of continuing learning. In PAID-WA, 65.00% of the lecturers have engaged in 

continuing learning and self-development programs since they joined the institution and 75.00% 

stated that self-development is attained in the process of continuing learning. Meanwhile in 

CUIB, 80.00% of the lecturers have engaged in continuing learning and self-development 

programs since they joined the institution and 90.00% stated that self-development is attained in 

the process of continuing learning.  

 

4.4.3. Enablers/incentives provided to the lecturers in these institutions. 

In UB, 53.76% of the lecturers indicated that they do receive support for engaging in continuing 

learning and self-development by donors and the incentives are provided to them in monthly 

bases. In terms of their benefits in continuing learning and self-development, the lecturers stated 

that it leads to promotion.   

 

In PAID-WA there was an equal respond of 45.00% for lecturers who received and do not 

received support for engaging in continuing learning and self-development, and no response was 

made with respect to their sponsors (support), incentives and benefits. 

 

Meanwhile in CUIB, 63.00% of the lecturers indicated that they do receive support in engaging 

for continuing learning and self-development supported by management and no respond was 

given for incentives. In terms of their benefits in continuing learning and self-development, an 

equal percentage of the lecturers did not respond while the others specified it leads to promotion.  

 

4.4.4. Challenges faced by the lecturers in these institutions. 

In UB 81.00% of the lecturers faced challenges when engaging in continuing learning and self-

development, they strongly agree that the challenges had impact on their performance due to 

poor implementation of educational policy.  In PAID-WA 78.00% of the lecturers faced 

challenges when engaging in continuing learning and self-development, they agree that the 

challenges had impact on their performance due to poor time management. Meanwhile in CUIB 

73.00% of the lecturers faced challenges when engaging in continuing learning and self-

development, they agree that the challenges had impact on their performance due to work 

pressure.  
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4.4.5. Way forward 

In UB 86% think there are possibilities to counter these challenges by implementing a 

mechanism of institute educational policy that favors continuing learning and self-development 

with a majority of 37%. In PAID-WA 85% of the respondent think there are possibilities to 

counter these challenges by implementing a mechanism of institute educational policy that favors 

continuing learning and self-development with a majority of 31,00%. Meanwhile in CUIB 85% 

think there are possibilities to counter these challenges by implementing a mechanism of institute 

educational policy that favors continuing learning and self-development with a majority of 

36,00%.   

 

4.5. Discussion of findings 

For objective one, which is to get the perceptions of continuing learning and self-development in 

PAID-WA, CUIB and UB, they both agreed and strongly agreed with a result that CL and SD is 

capacity building and career development respectively. Meanwhile a case study carried out in 

Art and Design School Cutter University in Kuala Lumpur, Malaysis by Vinod J. Nair (2016) 

states that lecturer’s perception on CL is self-development. 

 

For specific objective two which is to identify the enablers/incentives provided to lecturers in 

PAID-WA, CUIB and UB they all accepted that they do receive incentives when undergoing 

continuing learning and self - development but only UB indicated the source as donors while 

PAID-WA and CUIB did not state their sources. A study carried out at Babeș-Bolyai University, 

Romania by Duke and Hinzen (2014), it states that active participation of lecturers in lifelong 

education programs largely depends on their motivations which is the desire for self-

improvement, for updating professional knowledge, forgetting the practical experience, for 

collaboration with other colleagues, for certificates, financial rewards and existing national 

standards or procedures of revaluation within organizations. 

 

The last specific objective was to analyze the challenges faced by lecturers in the three focused 

universities mentioned above and the result in PAID-WA stated poor time management and 

work pressure, CUIB work pressure and UB poor implementation of educational policy. In a 

research carried out by Majoni (2014), and Sumaworo (2015), they holds that, lecturers in 

tertiary sector face enormous challenges in CL/SD such as poor implementation of educational 

policies, ill-financial support, poor educational infrastructure, inadequate quality assurance, poor 

time management, work pressure and attitudinal problems. 
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Here the findings for each specific objective are discussed in line with other findings made by 

other authors on the same subject. 

 

4.6 Limitations of the Study 

During the period of field work, we faced a lot of obstacles or limitations in administering the 

questionnaires as stated below: 

 

One of the problems faced was the inaccessibility and time constraint from obtaining the various 

stages involved before granting us authorization to administer our questionnaires as well as 

dalliance on the part of the lecturers who were not stable in their respective offices. We solved it 

by following the administrative procedures requested by the three institutions and checking on 

the lecturers frequently during working hours respectively.  

Secondly, we faced the global problem of the crisis affecting the two Anglophones Regions in 

Cameroon which led to some institutions being part of the target making them inaccessible. We 

overcome it by waiting till things were stabilized.  

Expenditure was among our challenges. The movement of checking for data collection and 

printing and reprinting of questionnaires was another issue. We solved the problem by being 

determined to overcome it.   

Our period on field coincided with the academic/administrative calendar of recruitment, 

retainment and replacement of new and old lecturers respectively especially CUIB. We were able 

to overcome this by persevering until the process was over so as to administer our questionnaires 

to the right lecturers in the institutions. We also faced the limitation of migration of lecturers to 

greener pastures, vacation, annual leave, maternity leave and sabbatical leave respectively and 

we were asked to wait until the process is over and by giving more time for our field work in 

order to get the quantity we are now presenting. 
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CHAPTER FIVE 

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATIONS 

5.1 Summary of findings 

The study sought to examine the role of continuing learning and self-development in tertiary 

education lecturers in Buea municipality with an evaluation on their perception, incentive and 

challenges with data obtained from a variety of primary and secondary sources and with the use 

of both inferential and descriptive statistical procedures. 
 

5.1.1. Summary of findings for objective one: to find out lecturers perceptions on 

continuing learning and self-development in the three selected institutions.  

Most (33% and 35%) of the lecturers in UB and PAID-WA respectively, understand continuing 

learning as career development while CUIB with a percentage of 48% comprehend it as capacity 

building. However, a majority of the lecturers think it is important for them to regularly upgrade 

their skills and performance through continuous learning/self-development with a percentage of 

91.43%, 100% and 95% for the three institutions (PAID-WA, CUIB and UB).  

 

5.1.2 Summary of findings for objective two: to identify the enablers/incentives provided 

to the lecturers in these institutions. 

From the findings, it indicated that 45%, 63% and 76% of lecturers in PAID-WA, CUIB and UB 

respectively are being provided with incentives for engaging in continuing learning and self-

development. The different types of the incentives that where identified where financial, study 

with pay and study without pay with supports from management, relatives, family members and 

friends.  

5.1.3 Summary of findings for objective three: to analyze the challenges faced by 

lecturers in these institutions in continuing learning and self-development in tertiary 

education in Buea Municipality 

With respect to objective three, challenges faced by the lecturers showed that most of them when 

engaging in continuing learning and self-development programmes (which varies across the 

different institutions), the percentages ranged as follows: 78% of lecturers in PAID-WA and 73% 

in CUIB opined that they faced challenges such as work pressure, poor time management and 

lack of funds. Contrarily, in UB, 81% of the lecturers strongly agreed that their challenges were 

linked to the poor implementation of the educational policy. As such, all these challenges 

affected their performances. 
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5.2 Conclusion 

The study sought to examine the role of continuing learning and self-development in PAID-WA, 

CUIB and UB in the Buea municipality. The study adopted the case study design and used a 

sample size of 150 lecturers from the selected institutions in South West Region specifically 

Buea municipality. The study found a high level of awareness of continuing learning and self-

development among the lecturers of the selected institutions. From the findings it indicated that 

most of the lecturers strongly agreed and agreed that, it is important for them to engage into 

continuing learning and self-development programmes in order to better their skills, knowledge 

and professionalism as well as to improve their pedagogic thinking and curriculum. Furthermore 

the study found out that most of the lecturers in the three institutions received incentives to 

engage in continuing learning and self-development. Our findings indicated that the incentive for 

lecturers in PAID-WA, CUIB and UB comes from the management, funders as well as support 

from family members and friends. Finally, the study found out that, most of the lecturers in the 

three selected institutions faced challenges during their process of continuing learning and self-

development. This was as a result of poor organizational policy, poor time management and 

work pressure which affected their performances and productivity.   

 

5.3 Recommendations 

Given the findings above, the researchers have put forth a number of recommendations to the 

government, policy makers, owners of educational establishments and labour institutions so as to 

foster and nurture capacity building, career development, empowerment, motivation and institute 

educational policies that favors continuing learning and self-development of tertiary education 

lecturers in Buea municipality in particular and Cameroon in general. 

 

5.3.1 To the owners of institutions 

Owners of institutions need to take responsibility to equip their institutions with what constitutes 

continuing leaning and self-development in tertiary education so that they can identify and 

utilized opportunities, update the skills and professionalism of their lecturers. In principle, trade 

unions should be recognized to provide information and awareness on their privileges on 

continuing learning and self-development. Globally, this will help to expand their 

skills/knowledge through participating on workshop, training, among others, in order to discover 

new methods of teaching which as a result will make them to be more efficient, effective, 

versatile and experts in their job thus serving as a good market opportunity to clients. 
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5.3.2 To the policy makers 

Even though the government of Cameroon is encouraging employers by giving them incentives 

and didactic materials at its expense, they are recommended to review lecturer’s policy and 

enforce policies that would help the lecturers to constantly update their skills on continuing 

learning and self-development. The governments can as well implement mechanisms and policy 

for the implementation of constant organization of workshops, scholarships, strategize on better 

school curriculum, seminars and trainings, instituting staff representative in every society 

particularly in the case of Buea municipality and Cameroon as a whole and provide 

continuous/adequate motivation, amend and enact new laws for the better protection of lecturers 

who suffer a breach of their rights 

 

5.3.3 To other institution of higher education 

Concerning the other higher institutions, continuing learning and self-development should be 

encourage by giving a conducive working environment, more time for the lecturers to study 

through annual leave, sabbatical leave and study permissions. This will help to give the school 

more accreditation, a better result of competition against the other institutions and high 

enrollment within and without the country. Hence their graduates will be able to face the 

competition of job market with updated and professional skills/knowledge as well as to improve 

on their own educational systems which will be a credit to the institution. 

 

5.3.4 Suggestions for further research 

Interested researchers may find it worth carrying out further studies on the following: 

 

•     Finding out the relationship between self-development and appraisal of lecturers within 

two or more Regions in Cameroon. 

   

•    An evaluation of incentives given to lecturers in tertiary education and teachers in basic 

education with a comparative study of Cameroon and the European country.    

 

•     Find out Government perception on the level of implementation of policies on 

continuing learning and self-development on tertiary education lecturers.  
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APPENDIX 

 

 

 

ANNEX I:  

QUESTIONNAIRE 

To the lecturers of Pan African institute for Development Buea, Catholic University Buea 

and University of Buea 

 

 

Dear respondent,  

 

In line to this questionnaire, we are final year students of Pan African Institute for Development-

West Africa (PAID-WA), Buea from the Department of Business and Management Studies 

carrying out research. The topic of this research is “Continuing Learning and Self-

Development of Tertiary Education Lecturers in Cameroon: An Evaluation of Perceptions, 

Incentives and Challenges”. 

 

Your responses will be treated confidentially.  

Thank you. 

 

Part I: Personal Information 

1. Gender: Male (    )       Female (    ) 

2. Age: 25-34 (   )        35-44 (   )   45-54 (   )         54 and above (   ) 

3. Nationality: Cameroonian (  ) Nigerian (  ) British (  ) American (  ) Chadian  (  )  

Others…………………………………………………………………………….. 

4. Marital status: Married (    )    Single (   )   Divorced (   )     Widow/er (   ) Separated  (  ) 

5. Level of education: Primary (   )   Secondary (   )  University (    ) Vocational (    ) 

6. How long you have stayed in the teaching field? 1-5 years ( ) 6-10 years ( ) 11-15 years 

( ) 15-16 years ( ) 16 years and above ( ) 

7. Income level: 50,000-100,000frs ( )  101,000-150,000frs ( )  151,000-200,000frs ( )   

201,000frs and above ( )  

8. Position: Administrative worker (  ) dean of studies (  ) accountant (  ) human resource 

officer (  ) head of department (  ) research assistants (   ) others………………………. 

9. Nature of contract: Temporal (  )   Permanent (  ) 

10. Institution: Pan African Institute for Development, Buea (  ) Catholic university (  ) 

University of Buea (  ) 
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Part II: Perception of Lecturers regarding continuous learning (CL) and self-development 

(SD). 

1. What do you understand by continuous learning and self-development? 

Further training (  ) Career development (  ) Capacity building (  ) Empowerment (  ) 

Others (pls specify) ………………………………………………………………………. 

2. Do you think it is important for lecturers to regularly upgrade their skills and 

performance through continuous learning/self-development? Yes (  ) No (  ) Neutral (  ) 

3. If YES, how often do you think lecturersmust participate in CL/SD? Weekly (  ) Monthly 

(  ) Quarterly (  ) Bi annually (  ) Yearly (  ) Based on Management’s decision(   ) 

4. Have you ever undergone any CL/SD programme since you joined this institution? 

Yes (  ) No (  ) 

5. If YES, what was your overall assessment of the initiative? Excellent (  ) Very good (  ) 

Good (  ) Fair (  ) Very bad (   ) Poor (  ) 

6. What was the impact of the training received on your output? Positive (  ) Negative (  ) 

7. In your opinion, do you think it is important for lecturers to engage in CL/SD? Yes (   ) 

No (   ) Neutral (  ) 

8. If YES, why? It boost morale (  ) Form of motivation (  ) Higher salary (  ) Enhance 

expertise (  )Improves one’s skill (  ) Career change (  ) Increase chances of promotion (  ) 

9. What are some benefits of lecturers undergoing CL/SD? Improved lecturer/student 

relationship (  ) Mastery of subject matter (  ) Improved performance (  ) Produce better 

students (  ) 

10. Is self-development attained in the process of continuing learning? Yes (  ) No (   ) 

 

Part II: Enablers/incentives provided to the lecturers in these institutions. 

1. Do you receive support for engaging in CL/SD? Yes (  ) No  (   ) 

2. If YES, who is responsible for the support? The lecturer (   ) Management (  ) Donors (  ) 

Relatives/friends (   ) others (pls specify) ………………………………………………… 

3. What is the nature of the incentives given? Financial (   ) Material (  ) Approved study 

vacation (  ) Studies with pay (  ) Studies without pay (  ) Promotion/increase in salary (  ) 

quality assurance (  ) others (pls specify) ……………………………………………… 

4. How often are the incentives provided? Daily (   ) weekly (  ) Monthly (   ) quarterly (  ) 

 Bi annually ( ) annually (  ) others (pls specify)……………………………………………. 
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5. What benefits do lecturers in the process of CL/SD have in your institution? Promotion ( 

) increase in salary ( ) financial assistance (  ) none (  ) others (pls specify)……………… 

 

Part III: Challenges faced by the lecturers in these institutions. 

1. Are there some challenges you face as a lecturer when engaging in CL/SD? Yes (   )  

No (   ) Neutral (   ) 

2. If YES, what are some of these challenges encountered? Lack of funds (  ) Tribalism and 

favouritism (  ) Poor time management (  ) Work pressure (  ) Inadequate working 

equipment (  ) Difficult behaviour in the classroom (  ) Lack of motivation (  ) Attitudinal 

problems ( )Inadequate preparation of students for examinations ( ) poor implementation 

educational policy (  ) lack of financial support (  ) inadequate quality assurance (  ) 

Others (pls specify) 

……………………………………………………………………………….  

3. Do these challenges have any impact on your performance? Strongly agree (  ) agree (  ) 

strongly disagree (  )  disagree (   ) Neutral (  ) 

4. Depending on your response above, what was the outcome of this on your performance 

as lecturer/teacher? Excellent (  ) Very good (   ) Good (  ) Fair (  ) Very Poor (   ) Poor (  

) Neutral (  ) 

 

Part III: Way forward 

1. Do you think there are any possibilities to counter these challenges? Yes (  ) No (   ) 

 Neutral (  ) 

2. If YES, what mechanisms can help overcome these challenges? Motivate lecturers on 

CL/SD (  ) Institute educational policy that favors CL/SD ( ) Provide financial support to 

lecturers (  ) Promote lecturers carrying CL/SD (  ) 

3. What will be the outcome of the lecturers if some of the challenges are overcome? Improve 

performance ( ) innovative ideas ( ) popularity (  ) high income (  ) higher qualification (  ) other 

ideas (pls specify) ………………………………………………………………………………. 

4. What will be the consequences if those challenges are not overcome? Poor performance (  ) low 

qualification (  ) low income ( ) other consequence (pls specify)……………………………… 

……………………………………………………………………………………………………… 


