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ABSTRACT
Attitude is an instrument which can build or destroy the society, is among the major mass destruction weapons. If used well it can build a strong society and if used wrong it can destroy even what was been built in years. The purpose of this study was to find out whether or not the attitudes of the long serving staff towards performance of the newly staff in academic institutions has the effect on the performance of the newly staff. The study was guide by the research questions. It involves one academic Institute in Bagamoyo district, with thirty respondents. The data collection instrument included, questionnaire and interview, and the data were analysed both qualitative and quantitative. This research found out that, 70% long serving staff disapproval the performance of the newly staff concerning their past as students. Concerning  qualification and specification the researcher found out that 26.7% of LSS consider a good NS should be recruited if is experienced with what is going to do, then things like qualification (10%), education level (13.3%), technical competence (16.7%), behaviour (10%) and other demands (20%) should come second. The study recommend that the academic institutions should change the culture of having negative attitude towards the performance of the newly staff instead take them in and help them to land smoothly. Furthermore the staff should believe in recruitment as the HR’s team understands the recruitment needs and requirement. Additionally long serving staff should guide and show the way to staff towards the successfulness of the institutes. 
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CHAPTER ONE
1.0 INTRODUCTION TC "INTRODUCTION" \f C \l "1" 
1.1 Background of the Problem 

All port claimed that, attitude is probably the most distinctive and indispensable concept in contemporary world social and psychology; it is characterized by an embarrassing degree of ambiguity and confusion. Due to its tendency of reacting cognitively, emotionally, or behaviorally to a particular object, person, or situation in a particular way.
We see this through the long serving staff who develop attitudes which led to discrimination behaviour, stereotype, prejudice and judgmental only because they disapprove, criticize, condemn,  and denounce the performance of the newly staff. As long serving staff who has been teaching, instructing and lecturing for many years, accepting someone new to do the same job they have been doing it for long time is very disturbed. Since the long serving staff understand that the newly staff doesn’t have any experience, besides is the first time s/he is doing this job which they have consumed much time to build confidence in doing it better, efficiently and effectively. Consequentially, long serving staff lose trust in the performances of these newly staff who has been recruited and who were the long serving staff former students.
 TC "1.1 Background of the Problem" \f C \l "1"  
The problem starts when the academic institutions decided to retain their students and recruit them as teachers, tutors or lectures after discovering some talents and abilities in some students, This recruitment of institutes’ own students is supported by some scholars like, Gupta (2011), Danley (2004) and human resources officers, since these former students know better this particular institute, the staffs, the institute cultures even the environment. These newly recruited staff will work with the old generation of long serving staff, the generation of their teachers/ tutors/lectures who due to their long serving time they have built an empire, a territory, a big kingdom; A kingdom which the long serving staff are not ready to share with their students. A kingdom which the long serving staff want to keep their prestige while the newly recruited staff also want to grow and flourish to the highest and be like their teachers/tutors or lectures; However due to the novelty of the newly recruited staff the long serving staff doubt their performance and continue to perceive them as their student. Continue to treat them as students and criticize whatever they are doing. 
 The state of working in the same environment with your teachers, Tutors or lecturer is a big challenge. As a student who now is in the same level as his/her teachers, tutors or lecturers, you need to conquer the hurdle which is in front of you. It is not an easy thing to just be effectively and productive, moreover in an environment where you used to be but now with a different title.  The former student who now became an academician and you know that everybody has different attitude and expectation on you. Most of them with negative thought, for the reason that you are new, it is hard to function. Which is true you are just their student who now in need of their help so you may perform, a student who need a helping hand so you may stand with your own feet. 

A new job poses a threat or opportunity to achieve a new valued outcome which everybody dreams of; though when individual is facing this new situation, a series of changes in feeling perception, and behavior occurred. (McGrath as cited by Anijaobi-Idem & Archibong 2012). Some perceive high and success unfortunate when they get undesirable result; they experience a feeling of loss, anxiety, and lack of control.  While some perceive low, hard and tough, at the end of the day they don’t make any effort besides achieving low as well. In addition it is complex to get a help, guide or a mentor, as everybody is busy with their business, preparing lessons, teaching, instructing or lecturing, and left soon after they are done with their business. Leaving alone the newly staff without help, scorning them that institute find them qualified for the job. 

A clear discrimination between long serving staff and newly staff is observed; it seems there is a gap between these two groups. Long serving staff tends to be unfriendly and criticize, questioning everything and condemning newly staff’s work. Not for the reason of improving it, nevertheless for underestimating the newly staff performance. While without a doubt the newly employee would be longing to establish relationships, so as to have a friend, a mentor and a guide, hence failing expose them to unnecessary anxiety, frustration, and disappointments. Such exposure could affect both their personal and professional adjustment. This study, investigated the attitude of the long serving staff towards the performance of the newly recruited staff who once were their students in the same institute. Yet the institute decides to hire them as their staff, from their background of being the best students.

1.2 Statement of the Research Problem TC "1.2 Statement of the Research Problem" \f C \l "1" 
Starting academic career or moving to a new academic job can be highly complex and demanding. The newly staff have to find their place in this new working community while preserving their individualism and autonomy, (Stan forth and Harland 2006), and cooperate with new colleagues who used to be their teachers while maintaining their best part they used to have during their studies. Furthermore, they need to balance their work and personal lives during this time of major confusion, often having arrived in a same town or city they used to stay while studying, but this time with a different position as a “teacher’, “tutor” or “junior lecturer”. Meanwhile everybody look at them attentively to see what and how they are going to function.

However, by living in the one place for long time, made the long serving staffs establish their own territory which they want to protect and maintain it, thus coming of a new member is a threat to a group consequently the group has to protect their status, quality and seniority. Straus et al (2009) support this by remarking that, newly staffs are perceived competitors, hence being in the same job with long serving staff is like being in a competition and obvious the long serving staffs who are considered have experience, knowledge, skills and competence have to win. And they will win only if they will provide better and quality service than the newly ones. They will win only if their performance will be better than the newly ones.
A positive or negative attitude may lead someone to do a good or bad thing towards something or someone. The culture of academic institutions recruiting their own best graduated students has grown up nowadays. As  In latest years several educational institutions have decided to recruit their best students. The management administering the academic development of the best students who they think will benefit the institution in future, and hire them permanently has a big challenge. Hiring new employees can be one of the greatest challenges managers’ encounters in executing their duties.  Without a good staff, an organization may experience difficulty delivering good customer service, productivity may suffer, and office morale may be damaged, Daley Janet (2003). For that reason the institutes has to find out the best people, and the best students are among the best people. In addition to what I explained before the graduates known already a lot about the institute, the programs the people, even the institute culture.  All the same they don’t have approval from their seniour.

Newly staffs do not fully understand what their department or university expects from them and for the reason that it takes time to become familiar with institutional cultures, they do not know what is acceptable or permissible in their actions and work. At this time of uncertainty, newly staffs seek to create a positive first impression as they try to lay the foundations of their career that they hope will be both professionally rewarding and personally enjoyable. It seems that there is a need of seeking support to an entry into their new organization which will enable them to become productive and longstanding member of their department and institutions rather than being scorned, condemned and distrusted. 
New staffs need to understand how they will fit into their institution, what their institutions responsibilities might be and to have some sense of the many different ways that academic work is practiced. This can be done by long serving staff mentoring the newly recruited and holding their hands to make them land smoothly, on top of that they don’t have to despair, fail or depressed. According to Paice E. et al (2006)….junior Doctors need to fill of their team. And how do them fill of the team, is by being one of them, undertake the institution induction, and get guided through the tunnel and jungle.

The most important social site for induction is the department and it has been suggested that a pivotal figure for the new academic is the department’s head Paice et al (2006). Heads are not only in charge of recruitment but also have responsibility for managing, supporting and developing academic work through the different phases of induction. They also provide resource support and may take a mentoring role with respect to their new colleague. However, these roles are not straightforward. Heads are in a position of power with respect to new staff and act as manage in authorizing certain academic activities, such as workloads. They are also responsible for performance evaluation and decisions.
As a starting point, these newly recruited staff who once was students, needs to be under supervision/ mentorship of the long serving staff. This and above all, possibly is to empower the newly staff, making them independently and. They will remain to be their students who knows little, students who needs a helping hand to move, support to do their jobs and they will never be equal to the long serving staff. They will be looked at to give a seat to the long serving ones.  In this study intended to find out how the long serving academic staff perceived and viewed the performance of the newly recruited academic staff, who were their former students but now are among the existing staff”. The study focused on the individual experiences of academicians who are working in their former institution where they used to study, and the experiences of their senior in this context
This study will provide the needed guidance for institute to develop a theory mechanism on equality and respect among the existing staff regardless their age, status, gender education and race: - provide an important empirical foundation for the development of new theory in this emerging area. In the present study we focus on the individual experiences of academics starting work at an a institutional and the experiences of their senior in this context
1.3 Research Objectives TC "1.3 Research Objectives" \f C \l "1"  
1.3.1 General Research Objective TC "1.3.1 General Research Objective" \f C \l "1"  
The general objective of this study is to examine the attitudes of the long serving staff towards the newly recruited academic staffs in an academic Institution.
1.3.2 Specific Research Objectives TC "1.3.2 Specific Research Objectives" \f C \l "1"  
To illustrate how attitudes of long serving staff towards the performance of newly recruited staff affect the job and carrier of the newly recruited academic staff.
1. To understand in what way the attitudes of long serving staff performance of the newly recruited academic staff. 
2. To identify the reasons why the long serving staff hold such attitudes
3. To examine the life period of these attitudes.

4. To examine how the newly staff face these attitudes.

1.4 Research Questions TC "1.4 Research Questions" \f C \l "1"  
1.4.1 General Research Question TC "1.4.1 General Research Question" \f C \l "1"  
The general research question is asking what are the attitudes of long serving academic staff towards the effectiveness of the newly recruited academic staff in higher learning institutions?

1.4.2 Specific Questions TC "1.4.2 Specific Questions" \f C \l "1"  
1. How do these attitudes affect the job and carrier of the newly recruited academic staff?

2. Why the long staffs hold such attitudes?

3. How long these attitudes may last?

4. How does the newly staff face these kind of attitudes?

1.5 Significance of the Study TC "1.5 Significance of the Study" \f C \l "1"  
The study provided guidelines which will be useful to the newly staff in the academic institutions practically to understand how they should behave and stay positively in their respectively centre which used to be their former schools. Correspondingly the study assisted to provide awareness to the academic institutions executive directors and long serving staffs on how to work with the newly staff, furthermore can be used to give horizontal and vertical feedback to the academic institutions executives directors and the long serving staffs, practically to work and stay positively with the new colleagues who once were their students, so as to provide environment which enabled these newly staff to land smoothly.

1.6 Scope of the Study TC "1.6 Scope of the Study" \f C \l "1"  
This study covered academic and non-academic staff that is recruited in the institute for the past two decade. It required investigating key issues associated with attitudes of long staff towards the performance of the newly staff in academic institutions. A variety of research methodologies was used to investigate the problem and to collect data: the literature review covering the issues associated with attitude of the long staff towards the performance of the newly staff in academic institution, and a series of semi-structured interviews. The study acknowledged the existence of different stakeholders who might well represent different viewpoints within the institution, several different survey instruments developed to record the various responses, for example, staff directly involved in teaching (lecturers, tutors, etc.); academic management (acting chief executive office, acting chief academic officer, executive dean etc.) and non-academic staff and those involved in human resources (HR, organizational development, librarian, clerks etc.).

1.7 Organization of the Study TC "1.7 Organization of the Study" \f C \l "1"  
This study compiled of five chapters; chapter one present the problem and the historical background of it, guiding questions and objectives and the range of the study, chapter two is about the review of related literature to see how other researchers’ overview the problem. Chapter three talked about the methodology used during data collection and how that data was analyzed. In chapter four the study described the analysis of data followed by a discussion of the research findings. The data was analyzed to identify, describe in addition explore the relationship between the newly recruited staff and the attitude then the chapter five summarized the study that was conducted and the research findings, conclusions as well as discussion. Moreover the recommendations for further research and possible studies.
CHAPTER TWO
2.0 LITERATURE REVIEW TC "LITERATURE REVIEW" \f C \l "1" 
2.1 Introduction TC "2.1 Introduction" \f C \l "1"  
The problem under study focused on the attitudes of long serving staff towards performance of the newly staff. This purpose was achieved by, a reviewed of related literature was necessary to understand the extent of the problem. Specifically this chapter gives an overview of the concept and roles of long serving staff in mentoring the newly staff.

2.2 Conceptual Definitions TC "2.2 Conceptual Definitions" \f C \l "1"  
This part of the study attempted to precisely define or explain different concepts that are used in the study and in the wider sense the theories that the study followed. These concepts are attitude, long serving staff, newly staff, academic staff and human resources.

Attitude is a positive or negative evaluation of people, objects, ideas, activities, event, or just about anything in your environment, a psychological tendency that is communicated by assessing a particular object or person with some degree of favor or disfavor. This explanation of attitude permits assessment of an attitude objective to vary from extremely negative to extremely positive, but also acknowledges that individuals can also be differed or uncertain in the direction of an object, meaning that they might at different times express both positive and negative attitude toward the same object. This has led to some discussion of whether individual can hold many attitudes headed for the similar thing. This explanation is supported by Arnold et al (1998) as cited by Secord and Backman (1969), who defined attitude as certain regularities of an individual’s feelings, thoughts and predispositions to act toward some aspect of his environment. And An International Encyclopedia of the Social Sciences (1968) define attitude as a relatively enduring organization of beliefs around an object or situation predisposing one to respond in some preferential manner. It is a complex mental state involving beliefs and feelings and values and dispositions to act in certain ways, the way a person views something or tends to behave towards it, often in an evaluative way. In this study, attitude meant, the ways a person views something or tend to behave towards it often in an evaluative way.

Long serving staff as described by Bantic (2013) are staffs that have experience and knowledge in their jobs that incoming principals and teaching staff draw from and use. They are like a guiding star that uses to show direction to the newly ones. They are expected generally to have excellent management strategies and job knowledge. They must have served the organization for not less than 5 years to get the experience and knowledge (Lancashire Telegraph). This study referred the long serving staff as a person who has been working in the same organization for long time or held the same position for long time to understand it to the fullest. Newly describe a staffs who have just been recruited. Someone who is new in an organization.  
Human Resource represents the people at work, Gupta (2009), they are the entire of the inherent facilities, attained knowledge and skills as demonstrated in the talent and capabilities of its employee. And Meginnson as cited by Gupta (2009) describes Human Resources as the entire knowledge, skills, imaginative abilities, talent and capacity of an organization’s workforce as well as values, attitude and the behavioral of an individual involved. Thus Human resources represent the qualitative and quantitative measurement of the workforce necessary in an organization.

Academic Staff as http://jobs.wisc.edu/jobs-academics.htm says is person who directly involved with academic programming and research for the university. Represented in units across campus, academic staff also contributes to the development of institutional policies. Is defined as jobs in higher education institutions, (Universities and Colleges of Higher Education) whose main function is academic teaching or academic research, regardless of the contractual terms of the job holder. 
2.3 Theoretical Literature Review TC "2.3 Theoretical Literature Review" \f C \l "1"  
Problem under study focused on the individual attitude of long serving staff towards the performance of the newly recruited staff in academic institutions. To achieve this purpose a review of related literature was necessary to understand the degree of the problem. Especially this chapter gives an overview of the concept to understand the degree of the problem. In this chapter, exclusively outlined the concept of attitude, concept of recruiting the former students into their former academic institutions, concept of mentoring, how the problem is viewed worldwide, in Africa and in Tanzania, also it identify the knowledge gap.

2.3.1 Concept of Attitude TC "2.3.1 Concept of Attitude" \f C \l "1"  
 An attitude is a tendency to respond cognitively, emotionally, or behaviorally to a particular object, person, or situation in a particular way. Many times a person's attitude might be based on the negative and positive characteristics they associate with an object. Attitudes have three main components: cognition, affective, and behavioral. The cognition component concerns one's beliefs, thoughts, and attribute that would be associated with an object; the affective component involves feelings and evaluations or emotions related to an attitude object. 

Affective responses impact attitudes in a number of ways. The negative affective answers toward something cause you to have a negative attitude towards that thing; and the behavioral component refers to past behaviors or experiences regarding an attitude object. The idea that people might infer their attitudes from their previous actions (International Encyclopedia of the Social Sciences. 1968)
	ATTITUDE





Figure 2.1: ABC MODEL TC "Figure 2.1. ABC MODEL" \f F \l "1" 
Source: An Adaptation of the ABC's Model, journal of teacher education (2000)
Beliefs, stereo type, thoughts, attribute, feelings, evaluations or emotions and affection influence the long serving staffs to develop negative attitude towards the newly staffs. This is seen from the low level of relationship; family level to the working level. It is a normal thing for the elder member (a parent, supervisor) not to anticipate high from a subordinate member, instead one might observe criticisms, protests and arguments (Pratkanis et al 1998). This can be perceived through the regular interaction between spouses, parents and children or boss and subordinate, and now teachers and students. This is supported by several writers, like (White 2013) who claimed that, today’s graduates are not hired, because they can’t do mathematics, they don’t know science and they’re clueless about technology, aside from their myriad social-media profiles. 
White like others has that negative attitude in the performance of the newly recruited staff, without remembering graduates are former students from the institutes which that institute was responsible to train these people in different subjects, which they passed and they were qualified to be hired for a certain position. They claim that, the graduated doesn’t know what they want to do, yet they want employers to invest on them, continue saying that graduates lacked professional courtesy. The way young people dress, the way they talk, even the way they appear at the interview, or anywhere else determine in what way the performance is.

When you look at today’s world citizens they take it serious and copy everything they see to be very important and special. In addition, in today’s phase you have to shadow and copy all what you see, from the outfits belongs to big designers to the sellers, what they put on the shops is what seems to be of existing phase. Young people through media (TV and newspapers), magazines and internet sees celebrities appear on public, or in the movies dressed in the clothes which sometimes is not for certain condition ,but seems to be right only because was put on by a famous person. With making business the producers or editors take it as a positive influence, to attract the today’s generation. This is remarked also in the worlds business magazine, the fashions in the market reflect business and not ethics (King 2013). When long serving staff believe, think, feel, evaluate the newly staffs, they forgot that they have lived into different generation, the generation which cause them to have that attitude. In addition dressing doesn’t affect the performance because these newly staff used to dress this way from the time they were studying and they performed well. 
Long serving staffs, forgot that, the attitude they have is towards their own former students whom are victim of their own cognition, past and affect. Whom they train with skills and knowledge, what they lack is working experience. French and Rumbles claimed that, it is not always the case that selected employee are immediately capable of performing to the maximum level on their allotted job(s), though the HRs have selected the best fit people. Many organizations will prepare an orientation during the post-selection phase which will make them feel wanted and useful and improve their performance. Anijoabi-Idem and Archibong (2012) argued that, newly staffs need senior to assist them, interact with them, go to the lecture with them, especially to the early stages for their tenure and explain things to them so as to make adjustment easier for them and control their performance.  
2.3.2
Concept of Recruitment TC "2.3.2
Concept of Recruitment" \f C \l "1"  
Best recruitment is to recruit the right people at the right time for a right place. The general goal of the recruitment and selection procedure should be to attain at lowest cost the quantity and quality of staffs required to satisfy the human resource needs of the company. (Armstrong 2006) The quantity and categories of people required should be quantified in the recruitment programme, which is resulting of the human resource strategy. In addition there will be demands for extra or for new jobs to be occupied, and these demands should be checked to guarantee that they are needed. It may be mostly required to confirm on the need for a replacement or the level or type of employee that is specified, commented TaSUBa HR. Requirements for specific positions are lay down in the form of role profiles and person specifications. These offer the fundamental information necessary to draft advertisements, inform agencies or recruitment consultants, and evaluate candidates. 
A role profile listing proficiency, ability, educational and experience needs create the job criteria in opposition to which candidates will be judged at the interview or by means of psychological tests. A person specification, also known as a recruitment, personnel or job specification, defines the education, training, qualifications and experience. 
The technical competencies is set out in the role profile may also be included. A person specification can be set out under the following headings:

i. Technical Competencies – is what the job seeker needs to know and be able to do to carry out the job, including any special aptitudes or skills required; 
ii. Behavioural and attitudinal requirements are the types of behaviours necessary for effectively performance in the responsibility will be associated to the essential standards and capability framework of the organization to assurance that cultural fit is accomplished when selecting employee. On the other hand role-specific information is also needed, which should be developed by analysing the characteristics of existing employees who are carrying out their roles effectively. By defining behavioural requirements it is People resourcing possible to obtain information about attitudinal requirements, such as what sort of attitudes are likely to result in suitable behaviours and flourishing performance.

iii.  Qualifications and training – the specialized, technical or academic qualifications required, or the training that the candidate should have undertaken; 
iv. Experience – in particular, categories of work or organizations; the types of achievements and activities that would be likely to predict success; 
v. Specific demands – where the role holder will be expected to achieve in specified areas, eg language translator, surgeon doctor, or visual and performing arts;
vi.  Organizational fit – the corporate culture (eg formal or informal) and the need for candidates to be able to work within it; 
vii. Special requirements – travelling, unsocial hours, mobility, etc; 
viii. Meeting candidate expectations – the extent to which the organization can meet candidates’ expectations in terms of career opportunities, training, security etc. 
According to TaSUBa HR, the recruitment and selection is well administered. Checking the job seeker certificates, observing while demonstrating and listening to the responds from the interview questions. 
2.3.3
Concept of Recruiting the Former Students into their Former Academic Institutions TC "2.3.3
Concept of recruiting the former students into their former academic institutions" \f C \l "1"  
Gupta (2011) supported the concept of hiring the former graduate student by saying; recruitment can be of two classifications, from internal sources and external sources. The internal sources consist of the people who are within or were within the organization. In addition the organization needs to promote, upgrading, demote, transfer, or rehire that person to fill the vacant. And in case of the academic institution that person might be a graduate student, or any other person who is transferred, promoted, upgrading, demoted or rehired from within the institute or outside the institute.
In current years many academic institution have decided to recruit their best students. The management administering the academic growth of the best students who they think will profit the institution in forthcoming, and appoint them permanently, this is a big challenge. If you consider contracting new employee can be one of the greatest challenges managers’ come across in accomplishment their responsibilities.  Lacking a good staff, an institute may experience difficulty delivering good customer service, productivity might suffer, and office morale may be damaged, Janet (2003). Consequently the institute HR has to make sure recruiting the right person at the right place.
Being recruited to your college, means you have satisfy your teachers, tutors or lecturers to the point they know that you will do them a good job, and maintain the quality you have been shown them during the period of your study, which causes them to retain you. This means the institutes saw the benefits on recruiting their former students consequently they start to exercise. Danley (2004) comment that; hiring a former student is a positive experience as, is a recognition that a former-students brought a unique perspective on the institute that could benefit and encourage improvement where necessary, that former-students ”knew” the institute, in addition a time required for a new employee to familiarize to the institutional culture could be saved, all presumed the faithfulness and commitment of a former-student employee. And if these students will achieve these, the management will be satisfied. 
Gerard Callanan and Benzine (n.d) state believed that career success and fulfillment are a function of the individual improving the ”fit their person” between their personal characteristics and  their work surroundings.  At Florida International University, Recruitment Services works persistently to attract, recruit, and retain the most qualified and diverse candidates to support strategic, academic, operational, and service excellence. The University committed to sourcing, developing, and retaining the best and the brightest to make a significant difference in the lives of the student body and community.
Being new in a place is like being celebrity, as everybody eyes are upon you. As you struggle to demonstrate that you are the one the institute needs and you are ready to work with your former teachers, tutors or lecturers, nevertheless there are many challenges to face to prove that. The work and working environment, the family there and everybody have different attitude towards you. As Young (n.d) said, The presumption of incompetence based on race/ethnicity and/or gender or other stereotype, the long serving staff will be perceiving the newly staff according to where they fall, such as a woman is not able to teach science, or people from this ethnic group are lazy, etc. The worse thing is, this is not from one person, but the community there, or it might started by one person and spread very quickly and do a big damage, as it hurt, it frustrate, depress and break the person. This may lead to dysfunction of that person.
Newly staffs do not entirely understand what their department or university expects from them and for the reason that it takes time to become used to institutional cultures, mission, vision, value, expectations and demand, they do not know what is acceptable or permissible in their actions and work. At this time of uncertainty, newly staffs seek to create a positive first impression as they try to lay the foundations of their career that they hope will be both professionally rewarding and personally enjoyable. Similar to Anijaobi-Idem and Archbong (2012) observation, it is a known fact that starting a new job in a new work environment presents series of challenges to an individual irrespective of previous experience.

As a starting point, this newly recruited staff who once was students, needs to be under supervision/ mentorship of the long serving staff. This and above all, is probable to contribute making them looked down by the long serving staff. They will remain to be their students who knows little, students who needs a helping hand to move, support to do their jobs and they will never be equal to the long serving staff. They will be looked at to give a seat to the long serving ones. 
2.3.4 Concept of Mentoring the Newly Staff TC "2.3.4 Concept of Mentoring the Newly Staff" \f C \l "1"  
To be competent, you need to have someone to hold your hand, to guide you to the right way and to show you what and how to do, so you need “a mentor”.  But in the situation like this, will that work? While mentoring relationships between persons of different generations, color, cultures, ethnic backgrounds, special needs and gender are encouraged in higher education, mentoring relationships between genders and between individuals with same-sex orientation are sometimes held to a different standard, with possible criticism worsened by the power gap frequently associated with mentoring. As a final point, distrust of such mentoring relationships is almost always based on misguided perceptions, bias, lack of knowledge, or pettiness, Metros and Yang (2006).

There is a necessity of looking for support to an admission into new organization which will permit to become useful and longstanding participant of the department and colleges. The new staffs need to understand in what way they will fit into the institution, what their organizations accountabilities might be and to have some intelligence of the many different ways that academic work is implemented. This can be done by long serving staff mentoring the newly recruited and holding their hands to make them land smoothly. According to Paice et al (2006), junior Doctors need to fill of their team. And how do them fill of the team, is by being one of them, undertake the institution induction, and have self-esteem.

The most important social site for induction is the department and it has been suggested that a central figure for the new academician is the departments head, (Paice et al (2006). Heads are not only in responsibility of enrollment but also have duty for supporting, developing academic and managing work through the different phases of induction. They also be responsible for resource support and may take a mentoring part with esteem to their new colleague. However, these duties are not straightforward. Heads are in a position of power with respect to new staff and act as administrator in authorizing certain academic activities, such as workloads. They are also responsible for performance assessment and decisions. Hence are the ones to assign mentors, and support the entire process.

Long serving staff are the ones who the organization gave them the authority to direct and help the newly ones to land smoothly, and keep working with their credit.  Nevertheless sometimes they use this opportunity badly as Pinho et al(2005) remark; Mentor participants also felt that assigned mentorship could lead to “an artificial or superficial relationship overwork their mentees and take credit for their activities, spend more time in impression management and self-promotion. These attitudes may lead to trust; cross-gender and cross-race issues; mentee dependency and mentor style; dealing with time limitations and dealing with colleague jealousy.
2.4 Empirical Literature Review TC "2.4 Empirical Literature Review" \f C \l "1"  
There is very limited study about this topic. This made the researcher curious, in addition trying to dig down to develop the theory. Few people who wrote some similar topic, have different opinion about the study. Some negative some positive. Both are trying to look at the situation this newly academic staff is in when trying to cope with the new situation, besides how long serving staff look at them.
At a starting point, everybody needs a guide to show the way. Otherwise it will be a disaster as people will get lost in bush, fall in crater, or eaten by wild animals. Clinician scientists who were awarded early career in Canada complained after being left alone to pursue their new job, they argue that, it is like a lot of things in academic medicine. Nobody teaches you how to do it; you are just expected to do it, Straus et al (2009). Similarly it is observed by Staniforth and Harland (2006), a period of utter depression, to be affected, when there was no one knocking on the door, where there was none of the companionship that you had at other places, only because it is an individualistic culture in the institutes that all people are locked in their offices or at home working, leaving you alone to handle everything. Only leaving you seeing no light at the end of the tunnel.
Feldman and Brett (1993) point out that, the uncertainty will be greatest when individuals have the least amount of information; the negative outcomes of unrealistic job previews will be greatest when the content of those expectations is most inaccurate and expectations exceed "reality." Is vital for the newly staff to develop confidence in his/her job. This will help him/her to become productive. Although the confidence will come from being taught, being led, being guide and being shown the way. In addition, this will develop only if the long serving staff will play their part by guiding the newly ones and not having the negative attitudes towards them.
Likewise Zerzan et al (2009) observation, Good mentors take an interest in the mentee, both professional and personal support, prompt a mentee to take risks, and help open doors to opportunities. This will make the newly staff to feel comfortable and welcomed as it will help him/her to grow. Metros and Yang (2006) sees this as a something which help and support people to “administer their own learning in order to get the most out of their professional potential, develop their skills, improve their performance, and become the person they want to be." Similarly Daniel  et al (2006) interpreted this by saying that she found mentored individuals to be more satisfied and committed to their professions than non-mentored individuals, Furthermore, mentored individuals often earn higher performance evaluations, higher salaries, and faster career progress. If this could be done, it will reduce the room for negative attitudes and the performance will shoot high.
Being appointed to the new career, means to help the others to carry the organization burden, Anijaobi-Idem and Archibong (2012) noted that,  these new staff are immediately expected to begin to carry out the academic activities such as teaching, research, examination, supervision of students, projects, theses etc. These shows that, some people’s expectations are higher without knowing the capabilities of these newly staff, or without thinking that, everybody has difference ability, some may be good while some are good in some things only and most need help as they are in a actual state from when they were students. Still they will be waited for the negative results as they know that this person is just new and very junior with certainly not experienced at all.

However if you need any positive feedback you must think on how to make it happen. Anijaobi-Idem and Archibong (2012) support this when they said that an induction process serves as a starting point for the training and development of new staff. Gopwani (2004:2) as cited by Mokoka et al (2010) support this by commenting that, older generations are needed to orientate, induct, mentor and teach new recruits.  By doing this you will serve the beginners first year in a job to be successful rather than being frustrated and despair. 

The world of work is changing, and the most popular word in organizations is ‘empowerment’, so managers are expected not only to develop themselves but also their team by being the mentor (The Department of Education 2008), likewise, Ndebele (2013)  claimed that, in order for the new staff to connect well to their job, they need  induction programme. This is of great value to the academic institute and its instruction staff, because it helps to update new staff on good instruction practice and links the new staff to the institutions expectations and required resources to navigate organizational, economic, human resources and support service responsibilities. 
The new staff orientation is an important vehicle through which the academic institute empowered to carry itself to the newly recruited academics, which helped a smooth landing, self confidence which led to job satisfaction and organisation development as stated Pinho et al (2004), the organisation plans to use mentoring as a device to promote the academic institute to meet its employment fairness objectives. But when the training is lacking as Mokoka et al (2008) observation, specifically for the newly qualified nurses, who are not experienced, They do not feel safe, particularly with conditions they have never dealt with,  which made someone to feel inferior, frustrated, low and in the condition of being confused, as a result organizations should take positive steps to cushion the effect of these demands and ensure an easy transition period for the new employee in terms of roles and responsibilities, organizational norms and relationship with work colleagues. This enabled the newly staff to start their work effectively, efficiently and with self-confidence and self-esteem.
With the negative attitudes from the long serving staffs, some new academic staff felt that they are not wanted, that the older staffs are not friendly and there was obvious discrimination between senior and junior staff (new staff). No doubt every newly employee would desire to establish relationships, to have someone to speak to, as well as to ask for direction, in addition to complain plus to express the grief, in failure of which may expose them to unnecessary disappointments, frustration and anxiety. Such exposure could affect both their personal and professional adjustment. Having good relationship will help them to grow socially, (Anijaobi-Idem and Archibong 2012)
There is very limited review on this subject in Tanzania.  Nonetheless the researcher come across supported material which demanded that, the newly teacher doesn’t get the support, most of times s/he is left alone to accumulate teaching survival skill (Lukanga). We believed that the newly teachers are qualified, competent and knowledgeable but they lack experience, experience in the real situations. Luoga (2011) remarked in his thesis that universities and higher learning institutions have obligation of recruiting and retaining qualified academic staff. Consequently it is believed that the newly staff are qualified and fit for the institute development. Consequently, the long serving staff will just leave them without help as they are supposed to be qualified which makes them in a state of being self-reliant.
When recruitment, the institutes tried to recruit the best students so it will be easier for them (the newly) to adapt and proceed with the teaching earlier. On the other hand apart from them being the best students, still there is a need for them to get an orientation as Tanzania Development and Management Strategy (2009) believed that there is a need for a regular in-service training specifically to new teachers. Oxfam in one of her research observed that, they are trying to lobby the local authorities to ensure fund are put aside to train new mentors and ensure that this system is sustained in the long term, Oxfam (2012).

As we have seen in the review from other countries, mentoring is the important thing to the newly staff, Oxfam remarked from their workshops that, mentors share their experiences with other teachers through group discussions and one to one meetings, this type of support network should held teachers to improve their skills and create a more encouragement in school, Oxfam (2012). This facilitated the newly ones to build confidence and start being efficient and effective in the situation of no support then the preparation and development of suitable and competent teachers, provision of better service and performance of teachers is high challenged, TDMS (2009). 
Some academics discourage the act of newly staff being left alone. The school of St. Jude supported their teachers and leaders by coaching, guiding and responding to the request and assistance in particular areas, with the aim to build capacity in the academic staff as a result it is important that they feel empowered and comfortable, the school of St. Jude (2013). The review above suggest that, the long serving staffs have the negative attitudes towards the newly recruited staff who were the former students in the respectively institutes since they were their students, they don’t have experience also they are left alone to find their way.
2.5 Research Gap Identified TC "2.5 Research Gap Identified" \f C \l "1"  
There is a need to conduct this study to build up the theory so as to help the academic institutions and their staff to understand the importance of being positive to the future staff as Anijaobi-Idem and Archibong (2012) articulated, mentoring programmes for new academics are required to ensure that departmental practices are learning friendly. Consequently to guarantee a positive, effective product. To the current researcher knowledge, there are few studies that has investigated the relationship between long serving staff- and newly staff- institute growth. This study investigates the growth of the newly staff as the result of effect of attitudes of long serving staff. The study seek to fill the knowledge gap by examining problem faced the newly academic staff and whether the attitudes of long serving staff has effect on it. 

The researcher found obstacles to get the answers from the long serving staff that are among the main respondents, as the study is confronting them directly. Nonetheless the obstacle was solved by the use of questionnaires where respondents had to write without signing their names, as a result they felt safe that nobody would know who wrote what. In place of the last limitation, the researcher had to give explanations once again about the aim of the research and at the end, to share the findings with them.
2.6 Conceptual Framework TC "2.6 Conceptual Framework" \f C \l "1"  
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Figure 2.2: The Relationship of Attitude and Performance of Newly Staff
 TC "Figure 2.2 The relationship of attitude and being new." \f F \l "1" Source: Created by the Researcher, 2017
2.7 Theoretical Framework TC "2.7 Theoretical Framework" \f C \l "1"  
Attitude as Hogg and Vaughan(2005) cited by Mcleod (2014) state, is a relatively organized of beliefs, feelings and behaviour towards socially significant object, groups, events or symbol consequently it cause close relationship between long serving staffs, attitude and newly staff in a sense that, the long staff attitude cause certain reaction, beliefs, feelings and behavior to newly staff. This may cherish or distort the performance of the newly staff, means when there is a positive attitude it may cherish the performance and the negative attitude might distort. Furthermore as Sonnentage observation (2002) there is a long traditional within psychology which assumes that feedback has a positive effect on performance. Certainly there is far-reaching evidence that feedback enhance performance, referring on how it is delivered, where, when and by whom. 
Being new means you know nothing as a Swahili proverb says “Jogoo wa shamba hawiki mjini” (A villages cock doesn’t crow in town”), which means you cannot show of your swagger at a new place, because there are homeboys who are known and the society value them. Being new in a place will hinders someone to be active; normally people want to know the environment, to study it and get used to it before they function. It is a social orientation - as well as fundamental feeling to respond to something either favorably or unfavorably. 
By being new, the society defined you as a learner and they expecting low; on the other hand; attitude (feelings, reaction and beliefs) is strong when you know and trust something, however the thing has to be old (you have to know it for many days) to build trust. This is reinforced by Feldman et al (1983), who remarked that, supervisors and co-workers generally do not expect such a high level of competence from new employee. This attitude makes the supervisor and co-workers to anticipate the performance of the newly recruited staff to be low. The National Education comments that, there is much negativism in relation to the present quality of new teachers. It is not so much question of qualification of new teachers, in contrast how they teach. 
By being long serving staff, most of them have excellent management approaches on their profession understanding. The question to ask ourselves is, is it true that the long serving staff have to be excellent and not the newly ones? Do the new ones qualify for the job? And does the attitude affect the performance of the new staff?  Myers (n.d ) define Attitude a favorable or unfavorable evaluative reaction toward something or someone shown in ones beliefs, feelings, or intended behaviour. The feelings, beliefs and reaction towards the newly staff, the query, doubt, suspect, hesitate and distrust from the long serving staff, resulted impacts on the performance of the newly staff. The feelings of being seen negatively always disturbed someone’s life especial in performance. 
CHAPTER THREE
3.0 RESEARCH METHODOLOGY TC "RESEARCH METHODOLOGY" \f C \l "1" 
3.1 Introduction TC "3.1 Introduction" \f C \l "1"  
This section discussed the methodology adopted in order to accomplish the objectives. These sections describe the location of the study area, criteria used to select the area, the general approach to the study, sampling procedures, data collection methods, data analysis techniques and limitations of the study. The study conducted using descriptive research. The sample drawn using probability sampling technique (cluster random sampling) and the sample interviewed whereby the finding data analyzed using qualitative analysis.  
3.2 Research Design TC "3.2 Research Design" \f C \l "1"  
The study is designed in descriptive research type. Since this approach is specifically suitable when the research takes place in a natural setting. According Robson (2002) as cited by Saunders et al (2009), the objective of descriptive research type is to portray an accurate profile of a persons, event or situation; whereby this study has described the situation in which newly academic staff found themselves in, whether is good or bad, positive or challenging. It attempted to make sense of, interpret constructs and fact in terms of the meanings that people attribute to them, thus in search of giving meaning to common understanding. 
And as Crossman (n.d) mentioned that many qualitative studies set out with the primary goal of description, therefore this type of research described why something is happening and what the consequences of their phenomenon are. Merriam (2002) also recommended that a qualitative approach is used when the research objectives are exploratory and descriptive. Because the research questions concern with understanding and describing a particular phenomenon about which very little is known, the qualitative approach seems to be the most appropriate for fast approaching into respondents’ expectations of as well as their views on the challenges of the formal mentoring relationship in their work setting. And this study, found out that, very little is known about the subject, as a result the theory about the subject was built. 
Research design is a specific procedure involved in the last three steps of research process; data collection, data analysis and report writing (Creswell, 2005 p. 51). The study employed mainly qualitative research design in its study though some aspects of quantitative approach were also engaged. A qualitative approach was employed for the purpose of getting the perspectives and knowledge of the respondents built on descriptive or opinion. It enabled the researcher to collect and analyze the respondents’ expectations and feelings in their natural settings. The researcher collected information from respondents in such a way that they were free to express their opinions and analyze their expressions, actions and gesture, however the quantitative component was adapted to provide statistical data on the actual number of people involved in the research, their basic characteristics, level of education, gender differentiation, economic activities undertaken, levels of wellbeing etc. 
On the other hand, quantitative research techniques were also applied because they enabled the researcher to quantify some of the responses in frequencies, averages and percentages. On this account, both qualitative and quantitative information (sequencing approach) were to complement each other and thus make the final result of the research much richer and its recommendations sounder (Fielding and Schreier, 2001)
3.3 Area of the Study TC "3.3 Area of the Study" \f C \l "1"  
Bagamoyo town was chosen to be the area of survey. Bagamoyo town is located in Bagamoyo district, in the region of Coastal, In the Coastal zone of Tanzania. The town of Bagamoyo, founded at the end of the 18th century. It was (also spelled Bagamojo) the original capital of German East Africa and was one of the most important trading ports along the East African coast. Today the town has about 30,000 inhabitants and is the capital of the District of Bagamoyo, recently being considered as a site. http://en.wikipedia.org/wiki/Bagamoyo_District) [image: image1.emf]
Figure 3.1: Bagamoyo Town TC "Figure 3.1: Bagamoyo Town" \f F \l "1" 
Source: http://www.bagamoyo.com/469+M5f0c770410b.html
Bagamoyo is one of the six districts of the Coastal Region of Tanzania. It is bordered to the North by the Tanga Region, to the West by the Morogoro Region, to the East by the Indian Ocean and to the South by the Kibaha District. The district capital is at Bagamoyo. The District is administratively divided into sixteen wards being Chalinze, Dunda, Kibindu, Kiromo, Kiwangwa, Lugoba. Magomeni, Mbwewe, Miono, Mkange, Msata, Talawanda, Ubenazomozi, Vigwaza, Yombo and Zinga, and my research area was in Dunda ward. According to the 2012 Tanzania National Census, the population of the Bagamoyo District was 311,740. 

Bagamoyo town was chosen to be the area of study, because is the place where the researcher stay and work, this helped to reduce the expenses as this study has budget constrain, despite the fact that it helped finishing the study without hassles. The study included one academic institution named Taasisi ya Sanaa Na Utamaduni Bagamoyo (TaSUBA, “Bagamoyo Institute of art and Culture”). TaSUBa is a semi autonomous government institute that provides training, research and consultancy service in arts and culture. 
3.4 Population of the Study TC "3.4 Population of the Study" \f C \l "1"  
Data collected in Bagamoyo town, where the researcher is working and stay so as to reduce the expenses. The study included one Institution which is Taasisi ya Sanaa na Utamaduni Bagamoyo (TaSUBA). TaSUBa is an institute of Art and Culture which has population of seventy four workers, whereby forty six are academic staffs and twenty eight non-academic staffs. The study population included thirteen long serving academic staffs, thirteen newly recruited academic staff, seven long serving non academic staffs, and seven newly non academic staff. Long serving staffs who have served the institute for six years and above included as they are in my topic and they are responsible as main characters. Despite the fact the newly recruited staffs who has served the institute for one month to five years are included as the central characters. 
3.5 Sample Size and Sampling Design TC "3.5 Sample Size and Sampling Design" \f C \l "1"  
A sub-group of population chosen to represent the whole population, and this is known as sample. In addition this sample is chosen by using either probability or non-probability sampling method. The sample used to make generalization of the entire population. For that reason data obtained from the smaller group or subset of the total population in such a way that, knowledge gained used to represent the total population of this study. This small group or subset is the sample (Cohen and Morrison, 2007). The sample is needed as is not easy for the researcher to study the whole population. The representative sample has to have all required targeted population traits.
3.5.1 Sample Size TC "3.5.1 Sample Size" \f C \l "1"  
The study sample was both men and women who have background in academic institutions, aged 24 to 59. The sample selected by using the probability sampling (cluster random sampling) as representative sampling, Saunders et.al (2011). As having a sample is more manageable in terms of time consuming, cost and accuracy than collecting data from the whole population. The sample included thirteen long serving academician staff who have serve this academic institute for six years and beyond, expected to get the information from this sample regarding the topic on what are their expectations towards the newly recruited staffs. Similarly thirteen newly who have five years and less in the academic institute, these regarded as newly recruited staffs and purposely being included in the sample as they are the main victim and are the ones who are affected by the expectations from the long serving staffs. Their position in the institution makes them to face this challenge; their response helped to build the theory. 
Seven non academicians who have more than ten years, plus seven who have less than five years in the institute presented in the sample as well, they are considered to be the good observers as well as people who are in the position to hear a lot from the above mentioned samples. Furthermore they were able to give out the information on attitude of the long serving staffs towards the performance of the newly staffs. 
Table 3.1: Sample Size TC "Table 3.1 Sample size" \f T \l "1"  
	Respondents
	Frequency (N)
	Percentage (%)
	Sampling design
	Data collection tool

	
	
	
	Chosen by cluster sampling
	Interview
	Questionnaire

	Academician
	
	
	
	
	

	Newly staff
	13
	33.3
	
	3
	10

	Long Staff
	13
	33.3
	
	3
	10

	Non Academician
	
	
	
	
	

	Newly Staff
	7
	33.33
	
	2
	5

	Long Staff
	7
	33.33
	
	2
	5

	Total
	40
	100
	
	10
	30


Source: Field Data (2017)
3.5.2 Sampling Design TC "3.5.2 Sampling Design" \f C \l "1"  
The sample can be used to make generalization about the entire population. Therefore the researcher often needed to obtain data from a smaller group or subset of total population in such a way that knowledge gain is representative of the total population under the study. This smaller group or subset is a sample (Cohen, Manion & Morrison, 2007). As it was difficult for the researcher to study the whole population, that is why the sample is required. And the sample which was assumed to have all the required targeted population traits was considered. The sample chosen by using probability sampling, which allowed population to have equal chance of being included in the sample Saunders et al (2009). The sample identified by using the institute pay roll whereby the 40 respondents from the available 74 was the sample size. This is 54% of the whole population. 
Then the researcher takes several steps in gathering the sample population instead of selecting from the population right off. She used the cluster sampling design to choose the sample size.  First the researcher group or cluster the population into clusters (groups) which were; Staffs who has served the institute for six years and more and who has five years and less, and Academician and non-academician. Then from each group the researcher select the individual subjects by simple random
3.6 Methods of Data Collection TC "3.6 Methods of Data Collection" \f C \l "1"  
The study employed a variety of techniques to facilitate data collection from the field. The study used questionnaire and semi-structured interview to obtain information related to answers of the questions. The use of more methods was aimed at obtaining adequate, original and relevant data about the study from the variety respondents.
3.6.1 Primary Data TC "3.6.1 Primary Data" \f C \l "1"  
The Institute for Work & Health, researchers (2008) defines data as information which helping answering the research questions, understand a specific issue or support a hypothesis. Continuing saying that the primary data is the answers or data from the responses; in addition Grimsley describe primary data as information that collected specifically for the purpose of the study. Moreover it has to be collected by the researcher her/himself or her/his assistance. My primary data obtained from the responses of the population sample which used in collecting of the data. An advantage of primary data is that it is specifically specially made to research needs. For the reason that the interview questions are tailored to bring out the data that helped the study. Likewise all the questions are directed to the study objectives and title. In this study, the primary data collected by using, interview and questionnaire methods.
3.6.2 Secondary Data TC "3.6.2 Secondary Data" \f C \l "1"  
Secondary data as Grimsley (2008) explain is the information that has already been collected for a purpose other than your current research project but has some relevance and utility for your research. In addition to, the Institute for Work & Health, researchers (2008) defines secondary data as the data that already has been gathered by someone else, and researchers examine this information in a different way to find a response to their question. 
Secondary data might be obtained from internal sources and external sources. Internal sources include data that exists and is stored inside your organization while an external source is data that is collected by other people or organizations from organization's external environment, Grimsley of Education portal (2008).Within this study the secondary data collected at TaSUBa library and staff, and external sources from any other academic institute.
3.7   Data Collection Tools TC "3.7   Data Collection Tools" \f C \l "1"  
It is important to collect data using a variety of different methods in order to get the best understanding of the users and their needs. During the process of collecting data, two methods used, interview and questionnaire.
3.7.1
Interview TC "3.7.1
Interview" \f C \l "1"  
The interview is another method of collecting survey data which allows direct meeting between interviewer and interviewee. Interviewers ask questions orally and record interviewee answers rather than asking respondents to fill out surveys. This type of survey generally decreases the number of “I do not know” and “no” answer responses, compared with self-administered surveys. Interviewers also provide a guide against confusing items. If a respondent didn’t understand a question, the interviewer can clarify, thereby obtaining appropriate responses, personal interviews are the best way to gather information from community leaders, particularly those who might be unwilling or too busy to complete a written survey.
 Specifically, interview used to collect data using qualitative method.  According to Saunders et al (2011, p 318) the use of interview help to gather valid and reliable data that are relevant to the research question(s) and objective(s). To achieve this, semi structured type of interview used, this enabled to omit some of the questions, not to follow the order of the questions or add question(s) if necessary or required depending on the flow of the conversation (Saunders et al, 2011. P.320). After selecting the main respondents for the study, each asked to complete a brief, open-ended survey that seek descriptions of their respective experiences as staff who have being long serving or newly to the organization by telling the expectations, perceptions and attitudes they have observed from long serving academic staff towards the newly recruited academic staff or as the long serving staff they have in mind towards the newly staff on the other hand.  

3.7.2 Questionnaire TC "3.7.2 Questionnaire" \f C \l "1"  
This is the method of data collection which consist of number of questions, printed or typed in a definite word on a form or set of forms. The questionnaire was distributed to respondents who were expected to read and understand the questions and write down the reply in the space meant for the purpose in the questionnaire itself (Kothari 1990, pg 100). Open ended questionnaire administered to the TaSUBa’s staffs. To get information on attitude of the long serving staff towards the performance of the newly staff.
3.8. Reliability and Validity of Data TC "3.8. Reliability and Validity of Data" \f C \l "1"  
Reliability and validity are important concepts in research in judging the quality of the study. 
3.8.1 Reliability of Data TC "3.8.1 Reliability of Data" \f C \l "1"  
Reliability means trustworthiness. As point out by Saunders, The reliability of data tested to get similar results when repeat the question soon afterwards to the same respondent. Also reliability concerns the consistency among the questions. (Saunders et al 2011). According to Kothari, reliability can be tested by answering out questions about the gathered data like knowing who gathered the data? What was the source of the data? Does the method used to gather data was proper?  Data were gathered at what time? Does the compiler show any biasness? What was the level of accuracy was desired? Was it achieved? 

The data in this study are reliable consider the method used and the source. However the researcher used interview and questionnaire method. During the interview, the researcher encountered the respondent face to face and did the interview. Likewise the responses from the questionnaires were reviewed and compared to see if they provide the same result.
3.8.2
Validity of Data TC "3.8.2
Validity of Data" \f C \l "1"  
A sense whereby the questionnaire should measure what it intended to be measured is called validity of data, Saunders et.al (2011). Validation is the way of ensuring that the research instruments bring intentional result that is appropriate to other state (Bhola, 1990). Data collection instruments tested or tried out using a few TaSUBa staff. The information which obtained from the try out exercise used to make modifications on the instruments. The reason for testing the instruments is to ensure that the instruments are appropriate to tape intended data. 

3.9 Data Processing and Analysis TC "3.9
Data Processing and Analysis" \f C \l "1"  
The study combined both qualitative and quantitative methods (Kelle, 2001). A qualitative approach was employed for the purpose of getting the perspectives and knowledge of the respondents, while the quantitative component was adapted to provide statistical data on the actual number of people involved in the research. Qualitative data was subjected to content analysis for appropriate information while quantitative data provided the requisite statistics to enrich the qualitative justifications and statements made. On this account, both qualitative and quantitative information (sequencing approach) were to complement each other and thus make the final result of the research much richer and its recommendations sounder (Fielding and Schreier, 2001) 

In the qualitative design, the data gathered are in the form of narration through journal entries (Martella & Martella, 1999). In analyzing qualitative data from interview, content analysis was to be employed. The fundamental main ideas or prepositional statements, which reflect responses, were to be known. These were categorized and described in terms of categories of descriptions. Content analysis is a systematic, replicable technique for compressing many words of text into fewer content categories based on explicit rules of coding. As per Saunders et.al (2011), the findings are summarized into the same meanings, categorizing the meanings and structuring the meaning using narrative.
Quantitative data from questionnaire which involved some numerical data that are usefully quantified to help in answering the research question and meet the objective, were processed and analysed through the Statistical Package for Social Sciences (SPSS) computer software in addition they are presented by using tables of frequencies and percentages (Saunders et al 2011)
3.10 Ethical Issues on Conducting the Study TC "3.10 Ethical Issues on Conducting the Study" \f C \l "1"  
The researcher observed all necessary research responsibilities, rules and regulations during the preparations and conducting of the research in the field. The researcher acknowledged all scholarly work and data consulted from the books, journals, theses, and field data.
The interviewees informed about the objectives and aim of the study and were given the ability to participate in the research and also the ability to withdraw later if not comfortable with the proceedings. TaSUBa institutes’ staffs and persons who participated in this study guaranteed anonymity by the researcher. Fictitious names ascribed to them (if it was necessary to name them) and their statements or quotations in the research used with due respect. 
CHAPTER FOUR
4.0 DATA PRESENTATION, ANALYSIS AND DISCUSSION TC "DATA PRESENTATION, ANALYSIS AND DISCUSSION" \f C \l "1" 
4.1 Introduction TC "4.1 Introduction" \f C \l "1"  
This chapter presented the findings from the data collected from the field. This study intended to assess the individual attitudes of long serving staff towards the effectiveness of the newly recruited academic staff. It was conducted in Bagamoyo district in Coastal region. The Taasisi ya Sanaa na Utamaduni (TaSUBa) is the academic institute selected to represent. With the sample identified by using the institute pay roll whereby the 40/74 was the sample size. This is 54% of the whole population. 
4.2 Description of Respondents TC "4.2 Description of Respondents" \f C \l "1"  
With questionnaire, the researcher distributed the forms to the respondents, and the data were collected by requesting the long serving academic staffs, newly recruited academic staff, the long serving non academic staffs and newly recruited non academic staff to complete the questionnaire form. Data from table 4.1 displays number of respondents according to the year they have been working at the Institute as well as showing the respondents type of job (academician and non academician. Total of thirty forms were distributed, ten to long serving academic staffs, ten to newly recruited academic staff, five long serving non academic staffs and five newly recruited non academic staff.
The researcher was not present during the actual writing of the story, but it was necessary to guarantee that the topic related to the objectives of this study was covered in their stories. This was emphasized by a researcher using a written narratives, it is extreme important to make it clear what a respondent written about.  By wrote or narrated their stories in response to the question set (Saunders et al 2009). The research collected only twenty nine forms in return, with a lot of excuses from one person. The results are as seen on the tables.

Table 4.1: Occupational Status of the Respondents According to the Years of Service and Type of Staffs TC "Table 4.1 Occupational Status of the Respondents According to the Years of Service and Type of Staffs" \f T \l "1"  
	Staff
	Type of staffs
	

	
	Questionnaire Frequency N 


	Questionnaire

Percentage t %
	Interview Frequency N 


	Interview Percentage %
	
	Questionnaire Frequency N
	Questionnaire Percentage %
	Interview Frequency N 


	Interview Percentage %


	Valid
	Long serving staff
	14
	48.27
	5
	50
	Academician
	19
	63.3
	6
	60

	
	Newly staff
	15
	51.73
	5
	50
	Non academician
	10
	33.3
	4
	40

	
	Total
	29
	100.0
	10
	100
	
	29
	100
	10
	100


Source: Field Data (2017)
The researcher also collected data through interview (a purposeful discussion between two or more people). This is believable to be a valid and reliable data collection method to help you collect data that are relevant to your research questions and objectives (Saunders et al 2009).  The interviews are standardized (qualitative), one to one and face to face. A total number of ten were included in the study. The respondents narrated their stories in response to the question that was set. As it is suggested that researcher starts with some general questions or topic and allows the respondent to narrate their stories in a narrative approach. To get the desired information it was necessary to guide respondents by asking specific questions. The questions were stated in a broad terms and respondents, responded in a degree of depth. The presentation of findings covers research questions that guided the study in the process of collection of data. This presentation as a consequence runs through five major sections, that is:-

i. The attitudes of long serving academic staff towards the effectiveness of the newly recruited academic staff in higher learning institutions; 
ii. Effect of the attitudes of the long serving staff towards the job and carrier of the newly recruited academic staff 
iii. The qualities that long serving academic staff look for in newly recruited academic staff in order to accept them as equals 
iv. Attitude changing over time and the drive for their changes
v. The newly staff facing and coping with the situation they find themselves in. 
4.3 The Attitudes of Long Serving Academic Staff towards the Performance of the Newly Recruited Academic Staff in Higher Learning Institutions TC "4.3 The Attitudes of Long Serving Academic Staff Towards the Effectiveness of the Newly Recruited Academic Staff in Higher Learning Institutions" \f C \l "1"  
For effective teaching, tutors / lectures are expected to be competent in the subject skills they are required to teach. In addition they need to be provided with teaching material and textbook; on top of that a big thing is a support from the long serving staff to make them comfortable, courageous, secure, self-reliant and confident in order to make their dream to come true. On the other hand instead of giving them the support someone will look down at them. In this perspective the study sought information on the attitudes of the long serving staff towards the job and carrier of the newly recruited academic staff, and what they are and emphasize them, as table 4.2 highlight them.
Table 4.2: Attitudes of the Long Serving Staff TC "Table 4.2 Attitudes of the long serving staff" \f T \l "1"  
	Attitude
	Frequency (N)
	Percentage (%)

	Valid
	S/he is my student
	10
	33.3

	
	s/he is destroying the things we made for a long time
	6
	20.0

	
	s/he doesn’t have enough experience
	2
	6.7

	
	s/he is here to take my job
	3
	10.0

	
	s/he is a threat
	2
	6.7

	
	she brought challenge here
	1
	3.3

	
	s/he is a good idea as we need people to keep the ball rolling
	1
	3.3

	
	
	
	

	
	this is a special institute, our students are able to pursue what we have built than someone from outside
	4
	13.3

	
	Total
	29
	96.7


Source: Field Data (2017)
Data from the table 4.2 communicating that there is a negative attitude from the long serving staff towards the newly staff. Among the things identified, 33.3% respondent claimed that the long serving staffs’ takes newly staffs as their students as well as 20% they are destroying the things they made for a very long time. On other hands 6.7% respondent claims that the long serving staffs declare that the newly staff doesn’t have enough experience to be recruited, which is true in one hand  that they don’t have experience, nevertheless they have to be recruited to get that experience. Taking long serving staff job was among the things which led to negative attitudes, since 10% of the long serving staff thinks that the newly staff are there to take their places. 
In additional to that, the newly staff seems as the threat to the long serving staff, all these rationalization make the long serving staff to have negative attitude towards the newly staff. From the data with most of the newly staff (tutor / lecturer) and the staff who are not tutors/lecture (supportive staff) revealed that, the long serving staff tends to despise them only because they were their students. As mentioned by one of the respondent;
“All the time the long serving staff looks at me, they keep saying, she is just the 
same, the same student as she was, they don’t believe in anything you do, they 
keep checking with my students behind my back.”
This implies that, the long serving staff they don’t trust the newly ones, despite the fact that they were their students, but now they are in another level whereby they need respect as the long serving staff. 

“My students will remain to be my student and not someone of my level, you know 
I made them myself, I know much than they do, and in spite all, I know all they 
because I am the one who taught them”
In every place, people are struggling to build foundation which is good so they may be remembered for that. And in everyday life nobody is dreamed to be remembered as a very worse person in the world. In spite of that one respondent argue that;
“The newly staff will wipe out all what we struggled to build in the past. All the good you see here, is our fruit. We are the ones who did this; on the other hand 
the new generations always don’t value something they didn’t invent.”
The respondent who is among the long serving staff, claimed that

“You see, all these goodies are the work of our hands, it took us the whole of our 
life to make everything sparkling and shining, but if we will continue recruit 
students, then we are gone, they don’t have any pain with this Institute”

Another respondent argue that

“It is hard to accept someone new in a family, especially whom you didn’t plan. Have you ever seen an older brother or sister happy when a new child is born in a family? As per their knowledge that the new born is coming to take the place which was theirs”.
“Look up even in family level, it is a normal thing for the sibling to challenge their younger brother”
As it is displayed above, experience is another negative attitude of the long serving staff towards the efficient of the newly staff, It is true that the newly staff they don’t have experience and that is why they are new, they need time to grow, bloom and flourish. There is nothing you can build in a single day, as the old saying say “Rome was not build in single day.  As a researcher I agree that everything needs time and effort to put it together. Experience and efficient are the fruit of time and effort, they needs someone who has a strong heart and who is ready to attempt. In addition you cannot get the experience in a very short time, you need your enthusiasm and in hopelessness moreover you cannot be efficient for a short time. You must spend a lot of your time and trainings in order to succeed. One of the respondent comment that,

“It is understandable, you need experience to be a teacher, same as how we are, we have being teaching for many years, and we comprehend on what we are 
doing.  Nevertheless these newly staff, who have just graduate from this same institute and being recruited. Do you think they know anything? Do you think they are able to deliver anything?” 
Another complain from staffs who are not academician staffs, says that, 
“A lot of long serving staffs, keep thinking that, the newly staff have come to take 
their jobs. some long serving staff were frightened of the newly staff, for them they 
are a threat. They feel that for the reason that the newly staff are younger and 
some of them are qualified than many of the long serving staff. In addition to that, 
the newly staffs are seems as the threat because they belong to the generation 
which is competent to the technology, and that is what the today’s world needs, especially in the academic institutions.”

It is true, the today’s worlds needs someone who is capable of using technology, computers, internets, and so on. This attitude made the long serving staff to keep the distance, instead of helping them they leave them alone, thinking they will fail, loose hope and despair. 
4.4 Effect of the Attitudes of the Long Serving Staff towards the job and Carrier of the newly Recruited Academic Staff TC "4.4 Effect of the attitudes of the long serving staff towards the job and carrier of the newly recruited academic staff" \f C \l "1"  
The responds towards the effect of the attitudes of the long serving staff towards the job and carrier of the newly recruited academic staff were obtained from 29 participants, involving 10 newly recruited academic staffs, and 9 long serving staffs, 10 non academic newly and long serving staff as table 4.3 is summarizing the responses.
Table 4.3: Effect of the Attitudes towards the Newly Recruited Staff Job TC "Table 4.3 Effect of the Attitudes towards the Newly Recruited Staff Job" \f T \l "1"  
	Effect of the Attitudes towards the Newly Recruited Staff Job
	Frequency (N)
	 Percentage (%)

	Valid 

Total
	Feeling inferior
	9
	30

	
	feeling insecure
	6
	20

	
	lose confidence
	6
	20

	
	get hurt
	1
	3.3

	
	Frightened
	2
	6.7

	
	Worries
	2
	6.7

	
	Uncertainty
	3
	10

	
	Total
	29
	96.7


Source: Field Data (2017)
From the table 4.3, it was discover that, the effect the attitude caused to the newly staff is negative. The data gives a picture of how the attitude influences the newly staff. 96.7% of the respondents claiming that the attitude affected the newly staff. 30% of the respondents, in addition 10 of them being the newly staff, claimed that, the attitude makes the newly staff to feel inferior, another 20% of the respondents, demanded that the newly staff feel insecure when the long staff commenting negative or look down on them.  Also another 20% of the respondent claimed that the negative attitude made them lose confident. A new group of 3.3 %, argued that the newly staff get hurt from the situation. While 6.7% of the respondent admitted that the negative attitude make them frightened, although another group of 6.7% agreed that the newly staff found themselves in uncertainty condition, in addition 10% think that the negative attitude causes anxiety.
The respondent, claimed that from the interview with the most of newly recruited staffs and non academician staff, it was revealed that, whenever someone is feeling that her or his superior have negative attitude on the effectiveness of your performance will make you feel inferior in front of him or her. A single respondent argued
“I am very insecure, I am unsure, sometimes I feel like crying! Is a very bad feeling to know that the people you are working with, the ones you think you have to count on, and trust, are against you and not ready to help you”
This respondent observed the insecure. People are noticed and visible in the place of work, because they reveal the image of self confidence. Confidence is an essential element which anyone looking for achievement in their career must have. Losing confidence will not make good to anyone’s work.  One of the newly staff, illustrate that,

“Whenever I see the long serving staff near my class, I tremble. Only because they tends to criticize everything I am doing and disapproves It is very frustrating, discouraging and it make me lose my confidence.”
As Noe ( 2015) remarked, Confidence means that you must be able to work out of your own comfort zone, it is very easy to become relaxed with work habits and how you frequently accomplish your working day. Confidence can assist you pushing yourself out of your own comfort zone and showing that you can face changing circumstances with poise and confidence. When change is happening in any organization, other individuals will shadow you since they will be situated looking for direction and someone that goes with movement in a optimistic and self-assured way. A very significant fact to call attention to is that confidence should never become superior and self-centered.
One respondent claimed that, 
Feelings may make your day good or worse. When someone hurt your feelings, then they make your day worse that is what the long serving academic staff made 
the newly recruited staff feels. You may prepare your lesson and face the long 
serving staff to advise you, but instead s/he discourages you. Or find you in the middle of the class (in TaSUBa institute there are theory and practical lessons) and criticize you in front of the class.

Another respondent reported that,
After my class, one of my teacher called one of my student who was leading the song in the class I was teaching, and told her, that, the song I was teaching them 
is not sang like the way I demonstrate, so she taught her the way she used to sang 
at that time, and the next day, my students sang with different tone and lyric. 
When I asked them they claimed that, madam so and so taught them and told them to sing like that!!!!! Oh my……you don’t know how furious I was! How hurt I felt.  
An additional respondent arguer that;
“When I teach, I don’t want to see any of my teachers observing, whenever someone is at the door of my class, I feel like chasing him, her while stoning him/her.”

One newly recruited academic staff said, 

From being looked under, from being untrustworthy the newly recruited academic staff develop fear and it eat them. The long serving academic staffs make us develop worry, and when you are worried, you cannot do anything positively, you will end up messing around.”
Uncertainty is a word that included many others such as fear of the unknown, risk, and doubt in decision making processes, pertaining to everyday life. Uncertainty regarding our livelihood, not being able to see a future outcome for our life route, is at once a hindrance and a driving factor. As it was realized that, when the newly recruited staff are looked down by the long serving staff, among the thing they develop is uncertainty. And uncertainty creates inefficient. At the end, the consequences and the result are corruption. 
4.5 The Qualities that long Serving Academic Staff look for in newly Recruited 
Academic Staff in order to Accept them as Equals TC "4.5 The qualities that long serving academic staff look for in newly recruited 
academic staff in order to accept them as equals" \f C \l "1"  
Table 4.4: Reasons for the mentioned Attitudes TC "Table 4.4 The Qualities That Long Serving Academic Staff Wish The Newly Recruited Staff to Have" \f T \l "1"  
	Quality for recruitment
	Frequency (N()
	 Percentage (%)

	Valid 

Total
	Education level
	4
	13.3

	
	Qualification
	3
	10.0

	
	Technical Competence
	5
	16.7

	
	Specific demand
	4
	13.3

	
	Specific requirement
	2
	6.7

	
	Experience
	8
	26.7

	
	Behaviour requirement
	3
	10.0

	
	
	29
	96.7


Source: Field Data (2017)
According to TaSUBa HR, the recruitment and selection is well administered. Corresponding  to what Armstrong perceived, responded come up with the qualifications which if they were a HR will look in the newly recruited office; discipline, level of knowledge on the particular field, readiness, commitment, responsibility, level of education, courage, experience, relationship with co-worker, trustworthy, creativity, honest. According to the respondents, the things they want to be examined on the recruited staff is as it shows on the table 4.4 
From the table 4.4 shows there is a big difference of responses from the Long Serving Staff and Newly Recruited staff. The long Serving Staff claimed that the newly recruited staff must have experience, specific demand and special requirement to be recruited, besides they didn’t believe in education, qualification or technical competence, while the newly recruited staff considering education, qualifications, technical competence, specific demand and special requirement are important when someone is starting the carrier, and experience and behavior requirement to be of less important. 

Table 4.5: Life Period of long Serving Staff Attitudes  TC "Table 4.5 The Long Serving Staff with the Changing of the Attitude" \f T \l "1"  
	The Long Serving Staff with the Changing of the Attitude
	Frequency (N)
	 Percentage (%)

	Valid
	Yes, the attitude will change
	9
	30.0

	
	No, the attitude won’t change
	20
	66.7

	Total
	29
	96.7


Source: Field Data (2017)
The table 4.5 communicates that, the staff about 66.7% of the whole sample don’t agree that the attitude of the long serving staff will change after some time. As one respondent argues, 

“Their attitude since the first day I have been here up to now is negative. Most of the long serving staff has not taken me as their colleague; most of them are still expecting me to bow in front of them.”
Some respondent explained that the attitude keeps changing. As attitude is not dynamic, after a time (especially when there is a new intake) then the long serving staffs start to treat that newly staff different, though not as a long serving staff.  Most of the newly recruited staff declares that,
“At the beginning the long serving staff, were showing a negative attitude, I didn’t know why but I wasn’t able to ask for explanations. As time passed by, some started to see me as one of them.”
 It was further argued that,

“Attitude of the long serving staff is not very welcoming if you are a newly 
recruited staff. Always you will feel unwanted and unwelcomed. It is hard and it 
needs you to be very strong with a lot of energy. If you think there is going to be a 
change in the future, you will wait to unsuccessful ending frustrating.” 
A different newly recruited staff comments that, 

“In the first days of my arrival here, it was hard for the long serving staff to admit 
that I was not a student. In addition to that, I continue to be a student, “
As is seen above, being a newly recruited staff in your former institute is a hard thing. The newly staff encounter a lot of challenges in addition their fellow staff are unfriendly, inhospitality and they keep distance. Does that prove to us that the attitude of these long serving staff will not change after some time?  As one of the newly recruited staff argued,

“I don’t know if it is my imagination, but I can see the changes now after some time, it is like the long serving staffs have started to recognize my presence and acknowledge what I do” 

4.6 Recommendations for the newly Recruited Academic Staff to face the Situation they will Found Themselves in TC "4.6 Recommendations for the newly recruited academic staff to face the situation they will found themselves in" \f C \l "1"  
Being looked down is a torture, and no one likes to be in such a situation. As we have seen above, that is why the newly staff get affected.  Despite being affected, they have to stand up and proceed with the life. In this section, the researcher was trying to examine in what way the newly staff are facing and coping with this situation. As seen in the Table 4.6.
Table 4.6: Coping with the above Attitudes  TC "Table 4.6 Coping With the Situation" \f T \l "1"  
	What to do
	 Frequency (N)
	 Percentage(%)

	Valid
	Don’t know
	10
	33.3

	
	Ignore them
	`1
	23.3

	
	Keep on respecting my teachers
	4
	13.3

	
	Concentrate on my job and i try to do it perfectly
	5
	16.7

	
	Keep good relationship with the LSS
	3
	10.0

	Total
	29
	96.7


Source: Field Data (2017)
10% of the respondents argued that as a newly recruited staff you have to keep good relationship with the long serving staff, but 16.7% considered that in order to survive this situation you have to concentrate in your job and try to do it perfectly, on the other hand 13.3 % thinking of keeping on respecting the teacher/ tutors/lectures like when you were a student, nevertheless 23% thought of ignoring the long serving staff. This was single opinion among the responses regarding how the newly staff copes with the situation of the attitudes of the long serving staff.  The respondent claims that 

“It is a big experiment coping with this challenge however what I do is to ignore 
them, sealing my ears and proceed with my works. Thinking what I am able to do best for my job.
Another respondent who is a newly recruited staff also support this by saying

“I know it is not right to argue with my teachers, therefore to be in a safe side, I ignore and move on with my life Otherwise it is hard and if you are not careful, then you may end up doing something which you will regret sooner or later. 
One newly staff reacted that, 
“For me, it is not a big deal to continue act as a student whenever I am in front of my ex trainers/ lectures/tutors. I keep on respecting them and obeying them.”

As far as this doesn’t cost somebody anything, I think is a very good idea to practice it. You will remain safe also you will have peace. Another newly staff support this by saying,
“As a student, I am ready for my teachers, S/he ask me to do anything. Send me 
anywhere. Respectful I do, I understand refusing will s/he annoyed and thinking 
that as you are in a same position as s/he, then you have changed and pay no 
attention to her/him”.

According to these testimonies, it seems that, the long serving staffs require respect to make them feel they are still in the top
Another way of facing and coping with the attitude of the long serving staff is by concentrating with your job. One respondent who hasn’t even finish a year in the job claimed that,

“To make my life easier, I just concentrate with my work, and I try to carry it out 
very well that the long serving staff won’t have anything to disqualify me from.

This respondent claimed that, 
Whenever he is busy, then he forgets about everything. if every newly staff will just concentrate with their work, then they may cope easily. 
The non-academician staff explains that, 
It was realized that, being busy is a good weapons to someone who has negative attitude with you. Since you will not have time with him/her, then you will not quarrel, or argue in anything. Is a good idea to just stick on your work, try to accomplish your job description and all of other work you have been assigned to.
Good relationship in needed in any place where there is a crowd of people. And in a working place, good relationship is needed to make things smooth and make the life goes on. Always a team work is required to make things easier As a six month newly staff state;
“My relationship with the long serving staff is very good, I cannot complain, simply because I act as a fool in front of them. As I know this is what they want. I don’t argue and i ask an advice all the time”.
Another newly staff also commented on that;

“Good relationship pays, I act as I still a student and the long serving staff like that. Though I am one of them, my weapon is to stay healthy.”
As seen is not a small thing to work with your trainers. One of the non academic staff said that;

“I think the quarrel, argument and misunderstand raised only whenever there is no 
good relationship. And most of the newly staff don’t respect the long serving 
staff. And wherever there is disrespect then there won’t be a good relationship.”
4.7 Data Analysis

In this extract of the text, the interviewees are talking about the attitudes of the long serving staff towards the performance of the newly recruited staff in the academic institute. The interviewer is trying to find out about the attitudes of the long serving staff towards the performance of the newly recruited staff in the academic institute, in what ways those attitudes affect the job and carrier of the newly staff, to explore whether is acceptable for the newly staff to teach and to determine if the attitude will change over time.

A major theme of this part of the talk could be “Attitude and Performance” The long serving staff  are talking about the explanations of attitudes of their attitudes towards the performances of the newly recruited staff. They complaining that the newly staff are just students with no experiences and pains on the development of the institute. The respondents carry on arguing that they as the builder of the institute won’t sit down and see the newly staff wipe out what they have suffered to build.

The newly staff talk about the consequences of the attitudes of the long serving staffs towards them. They have developed worry, insecurity, anxiety,  to the point that they have lost their confidence as the long serving staff keep negative criticizing them in everything they do, even in front of their students. The newly staff feel that the long serving staff negative attitudes will never change for the reasons that, the newly staff have been in the institute for different durations but the NS are complaining though few of them are observing the changes. 

The newly staff have clear ideas about what they need to do in order to cope with the attitude situation - stand and move. They anticipate problems in their institute life and identify the some ways to resolve any issues. However, although they mention ignoring those attitudes as a possible source of help to resolve issues, they talk more about the necessitating to stay calm. Here newly staffs seem to be acknowledging traditional hierarchies of power and authority within the institute team whereby they keep respecting the long serving staff and bow down as it doesn’t change who they are.
We might want to start following up these categories and the theme in subsequent interviews with patients on the ward. These could be augmented by interviews with the nurses, students and health care assistants to gain their perspective on managing diabetes care on the ward. We could also interview therapy staff - physio and occupational, for their experience of working with patients and managing their anxities about discharge. In order to gain a deeper understanding, and also to maintain rigour - we might consider some observation. This could take the form of non-participant - following particular patients, or participant - working as a carer in the ward. All of these different forms of data would allow us to build up a rich contextual picture of managing diabetes in an in-patient setting and allow us to highlight area for practice improvement

4.8 Discussion of the Findings TC "4.7 Discussion of the Findings" \f C \l "1"  
As specified, the main purpose of this study was to explore the attitude of the long serving staff towards the performance of the newly recruited staff and the challenges they have to deal with. In order to facilitate clarification of the social construction of the respondents, their views were likewise being related to existing empirical findings and related to theoretical concepts. The results of this study proposed that LSS expected the NS to take responsibility of the relationship, to be self-sufficient in addition to use them as sounding boards, whilst the NS expected to have a guarantor, who would tell them what to do, generate occupation progression opportunities for them and be a psychotherapist who would be responsible for them with socioemotional support and help them form their self-confidence in career choice making.
Anijoabi-Idem and Archibong (2012) claimed that it is challenging to an individual regardless of previous history starting a new job to a new environment, nevertheless the ABC mode reminding that people’s judgment are centered on how their attitudes towards you are. The way someone is looked at, it depends on ones feelings, beliefs, thought, attributes, evaluation and emotion (Xu 2002). As seen in this study it demonstrates 70% LSS disapproval the performance of the NS regarding their past as students (table 4.2). in here we see, 33.3 % of the long serving academic staff feels that the newly recruited academics staff  are just student, 20% claimed that the newly recruited staff is destroying the things they made for a long time,  while 6.7% think the newly recruited staff doesn’t have enough experience, and 10% demanding that NS is there to take their job, 6.7 % said s/he is a threat.

Furthermore 3.3 % revealed that s/he brought challenge there,  The International Encyclopedia of Social Science (1968) supported this argument by saying that people might conclude their attitudes from their previous action. As far as the study concern, the effect of attitudes of the long serving staff towards the performance of the newly recruited staff is far reach consequences. Table 4.3 the newly staff don’t feel safe when they are at the new situation apart from being qualified on the other hand they are not experienced, for that reason causes  them not to feel safe and comfortable with situation they have never dealt with (Pinho 2004). 
Table 4.3 communicate that 30% of the newly recruited academic staff felt inferior being in the same office with their teachers/ trainers/ tutors, 20 % felt insecure and unsure of themselves as teachers/ tutors/ trainers, 20 % lost confidence on what they are doing, 3.3 % got hurt, 6.7 % frightened, 6.7 % worried, and 10%  felt uncertainty. In addition to that there is nobody to teach them how to do it, but they are expected to do it, moreover do it well (Sharon 2009). On the other hand adjustments for the excellence performance were expected immediately following the criticisms as Anijoabi-Idem and Archibong (2012) claimed. However this is not what happening all the time. 

 The literature reviewed directed that the long serving academic staffs have the mandate to assistance newly recruited academic staff and be responsible for positive proposition for the progress of these newly staffs, Paice et al (2006) remarked that heads are the ones for managing, supporting and developing academic work through the different phases of induction. Zerzan (2009) support this idea as well when remarking; considers good mentors take attention to mentees for professional and person support, backing and assisting opening door to opportunities.
Findings describe that 26.7% of LSS consider a good NS should be recruited if is experienced with what is going to do, then things like qualification (10%), education level (13.3%), technical competence (16.7%), behaviuor (10%) and other demands (20%) should come second (table 4.4), for them it seems it is important for someone to know exactly what is going to do rather than to be qualified on what is going to do and get the experience in working environment. Though the literature review speaks different. Luoga (2011) suggested universities and higher learning institutions to retain and recruit qualified academic graduates. TaSUBa Hr supports this too, she commented that, qualification is the major specification any employer look at, regardless of the fact that experience is the least thing to look at. Always is suggested to recruit the right people, at the right time for the right job, and it is judged by looking at technical competence and personal specification (Armstrong 2006). Nevertheless the findings recommended newly staffs to ignore, respect, concentrate on the job and keep good relationship with the long serving staff
CHAPTER FIVE
5.0 SUMMARY, CONCLUSION AND RECOMMENDATIONS TC "SUMMARY, CONCLUSION AND RECOMMENDATIONS" \f C \l "1" 
5.1 Introduction TC "5.1 Introduction" \f C \l "1"  
This chapter briefly presents a summary of the findings, conclusion and recommendation for action and for further study.
5.2 Summary of the Main Findings TC "5.2 Summary of the Main Findings" \f C \l "1"  
Finding have discovered out that the attitude of long serving academic staff towards the effectiveness of the newly recruited academic staff in higher learning institutions are negative as is seen in the findings. The researcher finds out that, 33.3 % of the long serving academic staff feels that the newly recruited academics staff  are just student, 20% claimed that the newly recruited staff is destroying the things they made for a long time,  while 6.7% think the newly recruited staff doesn’t have enough experience, and 10% demanding that s/he is there to take their job, 6.7 % said s/he is a threat, furthermore 3.3 % revealed that s/he brought challenge there, however few have positive attitude, like 3.3 % feel that a newly recruited staff  is a good idea, as they need people to keep the ball rolling, and 13.3 % claimed that as the institute is a special one, then their students are able to pursued  what they  have to than someone from outside.
It was revealed that the attitude of the long serving academic staff has the effect on the job and carrier of the newly recruited staff. 30% of the newly recruited academic staff revealed that the attitude affect them in many ways like making them Feel inferior being in the same office with their teachers/ trainers/ tutors, 20 % Feel insecure and unsure of themselves as teachers/ tutors/ trainers, 20 % they lose confidence on what they are doing, 3.3 % get hurt, 6.7 % frightened, 6.7 % worried, 10% uncertainty. After the study, the findings illustrate out that long serving academic staffs has the quality they thought would be good if the newly recruited academic staff would have been looked out for it, and were identified as Discipline, Level of knowledge on the particular field, willingness, Commitment, Responsibility, Level of education, Courage, Experience, Relationship with co-worker, Trustworthy, Creativity, Honest .

The researcher was eager to know whether these attitudes are remaining forever or they may change after sometimes,  30 % argued that the attitude seized and change after sometimes though 66.7 % claimed that as far as the newly recruited staffs will remain to be students of the long serving staffs, then nothing changed, they continued looked down at. The respondent claimed that the long serving academic staff has never change their attitudes, always they looked to her/ him as a student who knows nothing, another commented that s/he always feel unwelcomed. Though other respondent have positive feeling that after some time, the long serving staff welcomed him/ her in the team. The newly recruited academic staff came up with the recommendation to help themselves coping and facing the situation. The 23.3 % suggested to ignore them,  13.3 % think on keeping respecting them, as they will remain being teacher/ tutors/ lectures like when you were a student, 16.7 % will concentrate on their job and try to do it perfectly, and 10 % keep good relationship with the long serving staff.
5.3 Implications of the Findings TC "5.3 Implications of the findings" \f C \l "1"  
In this study, the attitude of the long serving academic staff towards the effectiveness of the newly recruited academic staff was assessed with a view of finding out the attitude of the long serving staff and if these attitude have effect on the newly staff. The findings imply that there is negative attitudes between the long staff and the newly staff. 
The attitude which brings the gap between the two teams and hinder the effectiveness of one team. As it seen in the chapter 2, the long serving academic staffs have the mandate to help newly recruited academic staff and provide effective recommendations to improve the teaching. The long serving staff should change to face the reality that, they are needed to help the newly ones to grow. Instead of showing negative attitude, they should change to positive, act as big brothers and show the way. Changes for the better are expected immediately following the feedbacks.

The culture of the institutes of thinking that old is gold but these long serving staffs don’t want to pass the knowledge they have to the new generation, while everybody else know that in this world we learn through passing knowledge from the old generation to the new generation. As well as they have to stop scorning the newly ones, looking them down or mocking them, instead encouraging them and give them hope.
5.4 Conclusion TC "5.4 Conclusion" \f C \l "1"  
It was demonstrated to a large extent that the attitude of the long serving staff towards the performance of the newly recruited staff demonstrate a negative approach. From the study findings summarized above, this major conclusion is drawn; Despite the fact that the HR’s sees the importance of recruiting the teachers/ tutors/lectures the long serving teacher/ tutors / lectures are not ready to accept these newly ones to work with them as a team. They will continue to take them as their students and most of them are not ready to assist them. Apart from that sarcasm and contempt control the working environment.
Efficient and effective work is the result of growing healthily in work. And this growing is driven by the good relation among the workers; however this is not practiced here as there is no friendship between these two teams, newly staffs and long serving staff, yet the long serving staffs who have been working for long time, who has experience are not ready to deliver what they have to their succeeding.
5.5 Recommendations TC "5.5. Recommendations" \f C \l "1"  
Attitude as Cacioppo et al (1994) define is the general endurance evaluation perception of some person, object or issue. Attitude may be positive or negative. Attitude may build or break. And as the study revealed, when the attitude is negative it brings negative result as well. And the consequences might be far reached one. In the light of the findings and conclusion of the study, the following recommendations were made to help the newly recruited academic staff to stay healthy in their respectful working places.
As the findings indicate, the attitude of the long serving staff brings negative consequences to the effectiveness of the newly recruited staff.  The long serving academic staff has to stop that approach and thinking of having positive attitude which will be for building and constructing the positive society. The newly recruited academic staff has to build confidence in their working life. Building self confidence and strength may help them to face anything which will come to their life as an obstacle. Before being recruited the newly recruited academic staff has to avoid forgery and corruption so they may be recruited with the qualifications as it was advertised. These will help someone to have confidence, courage, and guts 
5.6 Limitations of the Study TC "5.6 Limitations of the Study" \f C \l "1"  
The first limitation was inherently embedded in the case study method. A case study is an empirical inquiry that investigates a contemporary phenomenon within its real-life context; when the boundaries between phenomenon and context are not evident; and in which multiple sources of evidence are used (Yin, 1984). The study was limited to only one institute and its results cannot be generalized to a wider population. However, we can generalize the findings to ‘theory’ analogous to the way a scientist generalizes from experimental results to theory, analytical generalization (Yin, 1984).

It was not easy at first to get people to talk about their attitude especially for older members. The researcher tried to design ways that avoided the limitations. The case study limitation was poised by involving an average sample size of 35 percent of the respondents. Obstacle was solved by the use of questionnaires where respondents had to write without signing their names so they felt safe that nobody would know who wrote what. As for the last limitation, the researcher had to give explanations once again about the aim of the research and at the end, to share the findings with them. Nevertheless given the option to read through the final manuscript before presentation of results and/or submission of final thesis. This study was designed to find out about the attitude of the long serving academic staff towards the effectiveness of the newly recruited academic staff. Meanwhile this study was limited to one district one academic institute, in Bagamoyo district in Coastal region, the same study could be conducted in other regions for a comparative purpose.

Firstly the researcher observed the limitations due to the method used which is a case study method. A case study is an experiential analysis that investigates a contemporary occurrence within its everyday background; when the limitations between occurrence and background are not obvious; and in which multiple sources of evidence are used (Yin, 1984). The study was narrow to only one institute and its results cannot be generalized to a wider population. Nevertheless, the study might generalize the findings to ‘theory’ analogous to the way a scientist generalizes from experimental results to theory, analytical generalization (Yin, 1984).

It was not easy at first to get people to talk about their attitude especially for older members. The researcher tried to design ways that avoided the limitations. The case study limitation was poised by involving an average sample size of 54% of the respondents. Obstacle was solved by the use of questionnaires where respondents had to write without signing their names so they felt safe that nobody would know who wrote what. As for the last limitation, the researcher had to give explanations once again about the aim of the research and at the end, to share the findings with them.

5.7 Suggested Area for Further Studies TC "5.7 Suggested Area for Further Studies" \f C \l "1"  
This study was limited to only one Institute. Therefore, it is the expectation of the researcher that other researches can be done in other regions and districts in Tanzania to see if data would replicate itself. All these are designed at increasing capability of the policy makers and implementers in terms of understanding and designing solutions to the combining picture and background complications helping the newly recruited staff to start their carrier positively.
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APPENDICES
APPENDIX A: INTERVIEW GUIDE FOR THE LONG SERVING STAFF
Dear sir/madam,
These questions aim at collecting data for study on the individual attitudes of long serving staff towards the effectiveness of the newly recruited academic staff. The findings are supposed to give suggestion on how to improve the institutional development. I kindly am requesting your cooperation in answering these questions. I promise you that any information you are going to give will be confidential and will be used only for academic purpose.
Date___________________

1. Do you think the institute is doing the right thing on recruiting the former graduates?

2. What are your perceptions and attitudes towards the newly recruited academic staff?

3. Why are you having such attitudes?

4. Do you think how these perceptions and attitudes affect the job and career of the newly recruited staff?

5. What are the challenges facing newly academic staff?

6. How are the newly staff face this situation?

7. What should we do to reduce this problem?

8. Give suggestions on how the newly staff should do to cope with this situation.

THANK YOU FOR YOUR CONTRIBUTION

APPENDIX B: INTERVIEW GUIDE FOR THE NEWLY STAFF
Dear sir/madam,
These questions aim at collecting data for study on the individual attitudes of long serving staff towards newly recruited academic staff. The findings are supposed to give suggestion on how to improve the institutional development. I kindly am requesting your cooperation in answering these questions. I promise you that any information you are going to give will be confidential and will be used only for academic purpose.
Date___________________

1. Do you think the institute is doing the right thing on recruiting the former graduates?

2. Do you know what are the perceptions and attitudes of long staff towards the newly recruited academic staff?

3. Why the long serving staff are having these kind of attitudes?
4. How these perceptions and attitudes affect your job and career?

5. What challenges are you facing?

6. How do you face this situation?

7. What should we do to reduce this problem?

8. Give suggestions what you should do to cope with this situation.

THANK YOU FOR YOUR CONTRIBUTION!

APPENDEX C: QUESTIONAIRE GUIDE FOR LONG SERVING STAFFS

Dear tutors/ instructors:

These questions aim at collecting data for study on attitudes of the long serving staff towards the newly staff. The findings will help the newly staff to cope with the situation and building new theory. I kindly request your cooperation in answering these questions. I promise you that any information you are going to give will be confidential and will be used only for academic purpose.

Name of the interviewer:  (optional)______________________________________
Sex________________________ Date___________________________________

1. How do you rest your job? 

a)  Not good 
b) Fair

c) Good
d) Very good
e) excellent
2. Did you choose to work at the academic institute?

Yes _____
No _____
3. Nowadays the academics institutes employ their former graduates’ student, what can you comment about this?

4. How do you perceive these newly recruited staff who used to be students in this institute?

	a) S/he is my student       

b) S/he is destroying the things we made for a  long time

	c) Doesn’t have enough experience

	d) S/he is here to take my job

	e) S/he is a threat

	f) S/he brought challenge here

	g) S/he is a good idea, as we need people to keep the ball rolling

	h) This is a special institute, our students are able to pursued  what we have than someone from outside the institute.


5. What are your comments on these newly recruited staff who used to be your students?

____________________________________________________________________________________________________________________________
6. If you were asked to grade or evaluate the newly recruited staff, what grade you will give? (Select two staffs) and why?

a)  Not good 
b) Fa ir 
c) Good
d) Very good
e) excellent

____________________________________________________________________________________________________________________________

7. If you were the institute employer would you recruit your own students? 

Yes _____
 No ____

i) Why the long serving staff are having these kind of attitudes?

	Qualities
	
	

	Technical competence (Skills required)
	
	

	Behaviour and attitudinal requirement
	
	

	Qualifications and trainings
	
	

	Experience
	
	

	Specific demands
	
	

	Organizational fit 
	
	


ii) Do you think this institute looked for those qualities before they did employ these newly staffs? 

Yes _____  
No_____

9. 
What are your recommendations on recruiting former students?

____________________________________________________________________________________________________________________________
THANK YOU FOR YOUR CONTRIBUTION

APPENDEX D: QUESTIONAIRE GUIDE FOR NEWLY RECRUITED STAFF
Dear tutors/ instructors:

These questions aim at collecting data for study on attitudes of the long serving staff towards the newly staff. The findings will help the newly staff to cope with the situation and building new theory. I kindly request your cooperation in answering these questions. I promise you that any information you are going to give will be confidential and will be used only for academic purpose.

Name of the interviewer:  (optional)_______________________________________________

Sex________________________ Date___________________________________

1. How long have you been working here at the institute? ( circle the answer)
a) 1 month to 11 months 
b) 1 year 
c) 2 years 
d) 3 years e) 
4 years 
b) f) 5years
2. How do you see your job? 

a)  Not good 
b) Fair

c) Good
d) Very good
e) excellent

____________________________________________________________________How can you grade yourselves on doing your job? And why?

Rate yourself (circle the answer)

a)  Not good 
b) Fair
c) Good
d) Very good
e) excellent

3. What do you think is making or will make you do your job properly?

___________________________________________________________________________________________________________________________
4. Does the long serving staff support you on doing your job?

Yes___
No ___
5. What attitudes is the long serving staffs having on you? 

i) During the first days of starting working at this institute?

a)  Not good 
b) Fair
c) Good
d) Very good
e) excellent
ii) After being here for some time?

a)  Not good 
b) Fair

c) Good
d) Very good
e) excellent

6. Do the attitudes of these long serving staffs affect you and your Work? (Please explain).              Yes ___
No ____

	a) Feeling inferior 

	b) Feeling insecure

	c) Lose confidence

	d) Get Hurt 

	e) Frightened 

	f) Worries 

	g) Uncertainty 

	h) Anxiety    


8.
How do you cope with the above situation?

	a) I just ignore them

	i) I keep on respecting my teacher/ tutors/ lectures like when I was a student

	j) I concentrate in my job and try to do it perfectly

	k) I keep good relationship with the long serving staff


8. If you were the employer could you employ your former students as the institute does? And why?

Yes ____
No ____

________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________________

10.
 What are your recommendations on the idea of recruiting the former students?

______________________________________________________________________________________________________________________________________________________________________________________________________

THANK YOU FOR YOUR CONTRIBUTION

APPENDEX E: QUESTIONAIRE GUIDE NON ACADEMIC STAFFS
Dear:

These questions aim at collecting data for study on attitudes of the long serving staff towards the newly staff. The findings will help the newly staff to cope with the situation and building new theory. I kindly request your cooperation in answering these questions. I promise you that any information you are going to give will be confidential and will be used only for academic purpose.

Name of the interviewer:  (optional)______________________________________
Sex________________________ Date___________________________________

1.
Why did you choose to work at the academic institute?

____________________________________________________________________________________________________________________________

2.
Nowadays the academics institutes employ their former graduates’ student, what are your comments about this?

____________________________________________________________________________________________________________________________

3.
How do you perceive these newly recruited staff who used to be students in this institute?

	a. S/he is my student

	b. S/he is destroying the things we made for a long time

	c. Doesn’t have enough experience

	d. S/he is here to take my job

	e. S/he is a threat

	f. S/he brought challenge here

	g. S/he is a good idea, as we need people to keep the ball rolling

	h. This is a special institute, our students are able to pursued  what we have than someone from outside the institute.


__________________________________________________________________________________________________________________________________________________________________________________________

4.
If you were asked to grade or evaluate the newly recruited staff versus long serving staff, what grade you will give to each? And why?

Long serving staff


a)  Not good 
b) Fair
c) Good
d) Very good
e) excellent
5.
 Newly staff


a)  Not good 
b) Fair

c) Good
d) Very good
e) excellent

____________________________________________________________________________________________________________________________

6.
If you were the institute employer would you recruit your own students?

a)Yes___
b) No ____

______________________________________________________________

7 If you were the employer, what qualities you would be looking before you recruited someone?

	Qualities
	

	Technical competence (Skills required)
	

	Behaviour and attitudinal requirement
	

	Qualifications and trainings
	

	Experience
	

	Specific demands
	

	Organizational fit (
	


8.
Do you think this institute looked for those qualities before they employed these newly staffs? Please explain?

Yes ___
 No ___
9.
From your observation, does the long serving staff support the newly recruited staff on doing their job?

Yes ___
No ___
10.
What attitudes is the long serving staffs having on the newly recruited staff? 

i)
During the first days of starting working at this institute?

a)  Not good 
b) Fare

c) Good
d) Very good
e) excellent

ii)
After being here for some time?

a)  Not good 
b) Fare

c) Good
d) Very good
e) excellent

11.
Do you think, the attitudes of these long serving staffs affect the newly staff on their Work? (Please explain)

Yes ___ 
No ___

	l) Feeling inferior 

	m) Feeling insecure

	n) Lose confidence

	o) Get Hurt 

	p) Frightened 

	q) Worries 

	r)             Uncertainty 


12.
What are your recommendations on recruiting former students?

_______________________________________________________________________________________________________________________________________

THANK YOU FOR YOUR CONTRIBUTION
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