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Abstract

This study sought to identify innovative strategies for managing diversity in
counsellor education. It had four research questions and three hypotheses.
The population included all the 25 counsellor educators in the two federal
universities in the area of study. Diversity Management Strategies
Questionnaire (DMSQ), with an established reliability of 0.78, was developed
by the researcher for this study. The findings of the study identified the
strategies for managing diversity in a school environment. The findings also
showed that there was no significant difference in the mean score on the
strategies for managing diversity in a school environment between male and
female counsellor educators; and between the two universities. There was
however significant difference in the mean score on the strategies for
managing diversity in a school environment based on the teaching experience
of the counsellor educators. Recommendations were made to the counsellor
educators to adopt these strategies and inculcate the embedded values in the
counsellor trainees.
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Diversity is a key concept in human existence, and a reality that cannot be

wished away. It includes multiplicity of culture, religion, ethnicity, complexion, race,
language, amongst other differences in human existence. This diversity is what makes
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life thrilling and worthwhile. However, the global community is conscious of the fact

that a poorly managed human diversity is catastrophic to the entire humanity. Amongst
the numerous avoidable and human-orchestrated challenges faced by humanity which
are traced to poorly managed diversity include human rights abuses, oppression,
genocide, inter-tribal/inter-ethnic wars, other forms of armed conflicts, xenophobic
attacks, violence against women and children, and many other such experiences
displaying absence of peace in the society (Dowd, 2014; Kim, 2010; Thoms and Ron,
2007; Ballah and Abrokwaa, n.d; Malambwe, n.d). This justifies the international
emphasis on intercultural dialogue; a global response to this reality, which seeks to
instill the consciousness of tolerance on the citizenry, thus promoting social cohesion
and peaceful coexistence.

The global reaction to the threat of violence to humanity was concretized by
the enactment of the United Nations Universal Declaration of Human Rights, which
sought to: ensure universal respect for human rights, emphasize the sanctity of human
life, ensure equality and fairness, and eliminate all forms of discriminatory practices
(United Nations, 2007). This global document has been consolidated by other
international conventions/declarations. Some of these include the Convention on the
Protection and Promotion of the Diversity of Cultural Expressions (UNESCO, 2005),
Universal Declaration on Cultural Diversity (UNESCO, 2001), UNESCO Declaration
on Race and Racial Prejudice (UNESCO, 1978), International Convention on the
Protection of the Rights of All Migrant Workers and Members of their Families
(United Nations Commission on Human Rights, 1990), amongst others. It has also
been domesticated by several regional bodies and national government, including the
African Union which enacted the African Charter on Human and Peoples Rights,
Protocol to the African Charter on Human and Peoples' Rights on the Establishment of
an African Court on Human and Peoples' Rights, amongst others (African Union, 1981,
African Commission on Human and Peoples' Rights, 2004).

Furthermore, the United Nations Educational, Scientific and Cultural
Organization (UNESCO) set up an international commission to look into the place of
education in the 21st century. The commission in its report recommended universal
cultural values to be cultivated by education. This, according to the report, includes
sense of social responsibility and respect of human rights; promotion of social equity
and democratic participation in decision making; understanding and tolerance of
cultural differences and human pluralism; amongst others (Delors et al, 1996).
Additionally, the report specifies “four pillars of education” for the 21st century to
include learning to know, learning to do, learning to live together and learning to be.
The third pillar of education, learning to live together, focuses on the promotion of
understanding of other people, including their culture, respect for diversity, and the
appreciation of concept of interdependence in the society (Delors). The foregoing x-
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rays the fact that intercultural dialogue is on the front burner of global discourse, thus

justifying the necessity for the present study.

The present study keyed into this global concept and sought to identify
innovative strategies for managing diversity in a school environment in counsellor
education. The suggested strategies were identified in the course of classroom
interaction with counselling students of the Faculty of Education in the University of
Calabar. Literature search revealed the influence of demographic variables on
dependent variables (Anyaogu and lyabo, 2014; Awoleye, Siyanbola and Oladipo,
2008). In a study on gender, educational qualification, job experience etc as correlates
of organizational and career commitment, Animasahun and Oludemi (2013) reported
that gender and educational qualification have negative correlations with organizational
commitment; while age, job experience, job satisfaction and motivation were
confirmed to be significant correlates of organizational commitment. Findings of
another study by Anyaogu and Iyabo (2014) indicated that demographic variables such
as age, designation, and years of experience have significant positive relationship with
research productivity of law lecturers. The present study also considered demographic
variables like gender, teaching experience of the counsellor educators and university
where the counsellor educator is working; it sought to establish the influence of these
variables on the strategies for managing diversity in schools.

Research Questions

The study sought to identify innovative strategies for managing diversity in a
school environment in counsellor education in the defunct South Eastern State of
Nigeria. It was guided by four research questions which were drawn from the specific
purposes thus:

1. What are the strategies for managing diversity in a school environment?

2. How do the strategies differ on the basis of gender of the counsellor educators?

3. How do the strategies differ on the basis of years of teaching experience of the
counsellor educators?

4. How do the strategies differ amongst the universities?

Research Hypotheses

The following two-tailed tests of significance were formulated to guide the
study. These non directional hypotheses were tested at alpha level of .05. They
included the proposition that:
Ho 1. There is no significant difference in the mean score on the strategies for
managing diversity in a school environment between male and female counsellor
educators.
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Ho2. There is no significant difference in the mean score on the strategies for
managing diversity in a school environment based on the years of teaching experience
of the counsellor educators.
Ho3  There is no significant difference in the mean score on the strategies for
managing diversity in a school environment amongst the universities.

Research Method

The study adopted a survey design. It was situated in the defunct South
Eastern State. The defunct South Eastern State had since been dissolved into Cross
River State, and later split into two states — Akwa Ibom State and Cross River State.
Each of these states had a federal university viz University of Uyo in Akwa Ibom State
and University of Calabar in Cross River state. The two universities had Departments
of Educational Foundations, Guidance and Counselling thus having counsellor
educators. This study was situated in the Federal Universities in these two states. The
population of the study involved all the counsellor educators in the two federal
universities. The University of Uyo had 9 counsellor educators while the University of
Calabar had 16 counsellor educators, excluding the researcher. The population of the
study was therefore 25 counsellor educators in the University of Uyo and University of
Calabar. The entire population was used for the study as it was manageable. However,
15 out of 16 counsellor educators (93.8%) in the University of Calabar returned valid
and usable copies of the questionnaire, while 8 out of 9 (88.9%) in the University of
Uyo did same. Thus, out of a total of 25 copies of the questionnaire distributed in the
two universities, 23 representing 92% were returned as valid and usable copies of the
guestionnaire.

A questionnaire tagged Diversity Management Strategies Questionnaire
(DMSQ) was developed by the researcher to gather data. Section A of the DMSQ
sought to gather demographic information about the respondents, while Section B had
a total of 17 items which sought to elicit data to answer the research questions. The
Section B had Strongly Agree, Agree, Disagree and Strongly Disagree as the response
options with scores 4, 3, 2 and 1 respectively. The DMSQ was validated by two experts
from the University of Calabar and one from the University of Uyo. The reliability of
the instrument was established by administering the questionnaire to 12 Post Graduate
students of the Department of Educational Foundations, Guidance and Counselling
drawn from the two universities. The gathered data was tested using Cronbach
Statistics. The reliability of the questionnaire was established as 0.78.

The method of data collection was by direct delivery/self-administered
technique. The data gathered and collated were analysed using mean, standard
deviation, t-test and ANOVA. The mean score of each item and the cluster mean were
compared with the real limit of numbers in answering the research questions. If the
mean scores fell between 0.50 and 1.49, it indicated Strongly Disagree, 1.50 — 2.49
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implied Disagree, 2.50 — 3.49 meant Agree while 3.50 — 4.49 indicated Strongly Agree.
In testing the hypotheses, the exact probability was compared with the level of
significance, while the calculated t-value was compared with the critical t-value. If the
exact probability was greater than the alpha or the calculated t-value was less than the
critical t-value, the null hypotheses were accepted and retained; otherwise they were
rejected.

Results and Discussion
Research Question one: What are the strategies for managing diversity in a school
environment?
Table 1: The Mean and Standard Deviation on the Strategies for Managing
Diversity in a School Environment
SIN DESCRIPTION N Mean SD DECIS
ION
The following actions by the counsellor educator (counselling lecturers) are strategies
for managing diversity in a school environment and inculcating the same skills on the
trainee-counsellors.
1 Consistent reference to different cultural settings 23 313 0.63  Agree
2 Being considerate and sensitive to other people’s 23  3.57 0.51  Strongl
feelings y Agree
3 Role playing to project the virtue of respect for 23  2.87 0.63  Agree
fundamental human rights
Using multicultural settings in giving examples 23 3.04 064  Agree

5 Exhibiting the culture of unconditional positive 23  3.35 0.65  Agree
regard towards all

6 Giving clear examples of discriminatory practices 23  2.65 0.88  Agree
and their negative effects

7 De-emphasizing on religious supremacy 23 270 0.88  Agree

8 Rewarding or acknowledging initiative that 23  3.35 0.65  Agree
promotes tolerance and peaceful co-existence

9 Promoting understanding of one’s and other 23  3.00 0.43  Agree
people’s cultures

10 Playing videos of destructive effects of refusal to 23 217 0.78  Disagre
accept and respect human differences e

11 Emphasizing more on contribution to national 23  3.43 051  Agree
development rather than on place of origin

12 Setting aside a day in a month or semester for 23 261 0.78  Agree
dressing that projects the different cultures of the
class members
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13  Challenging students to be creative in exhibiting 23  3.30 0.47  Agree
interpersonal skills

14 Showcasing with examples the adverse effect of 23 296 056  Agree
intolerance to cultural diversity

15 Tailoring examples in the class to project the 23  3.13 0.63  Agree
sanctity of human life

16  Cognitively restructuring the cultural tendency of 23 270 0.88  Agree
supremacy of males over females

17  Appropriately defining language as a function of 23  2.87 0.81  Agree
place of birth or upbringing rather than a matter of
superiority

Summary of results for the cluster 23 299 0.75  Agree

The table one established the strategies for managing diversity in a school
environment in a multicultural setting which research question one sought to identify.
Out of the 17 proffered strategies, 16 were adopted by counsellor educators as potent
strategies for managing diversity while one was rejected. More so, out of the 16
accepted strategies, one had a higher level of acceptance with “strongly agree” as the
decision on it, while the other 15 strategies were accepted at an “agree” level by the
counsellor educators.

Research Question Two: How do the strategies differ on the basis of gender of the
counsellor educators?

Hypothesis one: There is no significant difference in the mean score on the strategies
for managing diversity in a school environment between male and female counsellor
educators.

From the data shown on the table below, the mean difference between the male
and female counsellor educators was 0.08. This difference could not be understood as
being statistically significant or not. Hypothesis one was therefore tested to establish
the statistical significance or otherwise of the seeming difference on gender basis.

The data presented on the table 2 below indicate that the t-calculated is less
than t-critical and the exact probability is greater than the alpha. This led to the
acceptance of the null hypothesis.

Table 2: t-test of Significance of Difference in the Mean Score on the Strategies

for Managing Diversity in a School Environment based on Gender
Groups N Mean SD df t Leritical p o Decision Inference
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Males 9 294 0.74
Difference is
21 1.03 1.96 031 .05 AcceptH, notsignificant

Females 14 3.02 0.76

Therefore there is no significant difference in the mean scores on the strategies
for managing diversity in a school environment between male and female counsellor
educators. This disagrees with the findings of Animasahun and Oludemi (2013) that
gender has significant influence on the dependent variables considered in their study.

Research Question Three: How do the strategies differ on the basis of years of
teaching experience of the counsellor educators?

Table 3: The Mean and Standard Deviation on the Strategies for Managing
Diversity in a School Environment based on Years of Teaching Experience

Groups N Mean SD

1-5years 5 3.42 0.73
6 — 10 years 2 2.35 0.60
11 - 15 years 9 2.81 0.72
Above 16 years 7 3.09 0.75

The analyzed data for the third research question indicated mean difference
amongst the different categories of teaching experience of the counsellor educators.
However, to ascertain if the seeming difference is a chance occurrence or not,
hypothesis two was tested as presented below.

Hypothesis Two: There is no significant difference in the mean score on the strategies
for managing diversity in a school environment based on the years of teaching
experience of the counsellor educators.

Table 4: ANOVA of Significance of Difference in the Mean Score on the Strategies
for Managing Diversity in a School Environment Based on the Years of Teaching
Experience
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Sum of Mean df F feritical p o Decision  Inference
squares Square
Between  35.96 11.99 3
groups
Within 184.00 0.48 387 2521 3.00 0.00 .05 Reject H,  Difference is
groups significant
Total 219.96 390

The inference drawn from the analysis of the generated data was that there was
significant difference in the mean score on the strategies for managing diversity in a
school environment based on the years of teaching experience of the counsellor
educators. This rejection of the null hypothesis was premised on the fact that the exact
probability was less than the alpha just as the f-calculated was greater than the f-
critical. This finding agreed with the findings of Anyaogu and lyabo (2014) and
Animasahun and Oludemi (2013) who reported significant impact of years of work
experience on the dependent variable being investigated.

Research Question Four: How do the strategies differ amongst the universities?
Hypothesis three: There is no significant difference in the mean score on the strategies
for managing diversity in a school environment amongst the universities.

The data on table 5 indicated a mean difference of 0.09 between counsellor
educators in the two universities. One could not however say whether this difference
was statistically significant or not. Hypothesis three was therefore tested to establish
the statistical significance or otherwise of the seeming difference.

Table 5: t-test of Significance of Difference in the Mean score on the Strategies for

Managing Diversity in a School Environment Based on Universities
Groups N Mean SD df t Leritical p o Decision Inference

University of 8 2.93 0.79
Uyo Difference  is
21 122 1.96 022 .05 AcceptH, notsignificant

15  3.02 0.73
University of
Calabar
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Since the t-calculated is less than t-critical and the exact probability is greater
than the alpha, the null hypothesis was accepted. It therefore implies that there is no
significant difference in the mean score on the strategies for managing diversity in a
school environment amongst the universities.

Summary of Major Findings
The summary of major finding of the study is as follows:

1. Strategies for managing diversity in a school environment include being
considerate and sensitive to other people’s feelings; emphasizing more on
contribution to national development rather than on place of origin; exhibiting
the culture of unconditional positive regard towards all; rewarding or
acknowledging initiative that promotes tolerance and peaceful co-existence;
amongst others.

2. There is no significant difference in the mean score on the strategies for
managing diversity in a school environment between male and female
counsellor educators

3. There is significant difference in the mean score on the strategies for managing
diversity in a school environment based on the years of teaching experience of
the counsellor educators.

4. There is no significant difference in the mean score on the strategies for
managing diversity in a school environment amongst the universities.

Conclusion and Recommendations

University students usually constitute people from diverse culture. A good
management of such diversity serves as a pilot phase of the capability to manage
diversity in the larger society. This study has identified strategies for managing
diversity in universities using counsellor education as a pilot case. It is recommended
that counsellor educators should adopt these strategies and apply them in their day to
day interactions with their students. It is believed that efficient application of the
strategies will foster the much cherished values of respect of fundamental human
rights, fairness and tolerance on the students; who in turn would exhibit those values in
their daily existential realities. The identified strategies are also recommended for other
university lecturers. If they are able to apply the strategies and succeed in inculcating
its positive values in their students, then they have contributed immensely to the target
of inculcating the values in humanity, thus helping humanity to avert disasters and
armed conflict that are human perpetuated, and often avoidable.
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