THE INFLUENCE OF DEMOGRAPHIC FACTORS ON TEACHERS RECRUITMENT AND RETAINING
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When schools are established, qualified teachers must be in place to prepare students for the acquisition of knowledge and relevant skills for world of work. Teachers therefore must be recruited. This paper looked at recruitment of teachers and their retention. It was observed that there are government agencies charged with the issue of recruitment but not retention. Proposals for retaining teachers were given. It was also noted that despite these proposals, some issues like non promotion when due, lack of accommodations among others, improved school organizational factors, inadequate teachers' pre -service preparatory institutions are lacking. This research was driven by an interest in finding out if the demographic variables (gender; age education level) have significant difference on teachers' willingness to stay on teaching profession. Three null hypotheses were formulated to guide the study. The study adopted the ex-post facto research design. The sample size was 800 teachers. Data were analyzed using inferential statistics - independent t-test and one-way analysis of variance (ANOVA). The weight of statistical evident showed that demographic factors have a significant difference on teachers' willingness to stay on the teaching profession in Rivers State, Nigeria. Based on the findings, it was recommended among others that employers of teachers should add retention packages such as 'Golden handcuff' to the existing ones in order to take into consideration demographic variables. it also recommended the need to step up teacher training programmes and control teachers migration.

CHAPTER ONE
INTRODUCTION
1.1 Background to the study
Teachers are the prime movers of education. They are required to acquire and possess professional and intellectual skills and competences necessary for effective service delivery. This is facilitated through training and retraining to enhance capacity building for optimum productivity in terms of job performance and students’ academic achievement and overall personality development. Beside manpower development which keep teachers abreast with current trends in global best practices in teaching and learning, their psychological and emotional compatibility with their work environment is equally a priority. This is because a teacher whose personality trait does not match his occupational or career environment cannot delivery optimally in the teaching profession. recruitment and retentions as defined by Holland (1997) referred to an individuals’ natural inclination towards certain occupations that fits his or her personality type, compatibility between an individual’s personality uniqueness and his work environment. There are many parameters that are brought to bear on teachers’ job performance. Such parameters include among others, motivation, job satisfaction, availability of teaching facilities, students’ attitudes towards their studies as well as school administrative factors. However, the issue of teachers’ recruitment and retention as it hinges on their productivity has not been given much emphasis in recent years.
The model frequently used in recruitment and retention research is Holland’s theory of occupational personalities and work environments (Holland, 1997). In this model, Holland organized interests into six types: realistic (R), investigative (I), artistic (A), social (S), enterprising (E) and conventional (C). Individuals with realistic interests are generally focused on working with things rather than people. Investigative interest tends to go along with enjoyment of science. Individuals with artistic interest tend to gravitate towards creative expressions and patterns. Social interests are focused on helping people through areas such as education, social work, religious work and counselling. Enterprising individuals enjoy business leadership and management positions, and individuals with conventional interest prefer highly structured environments. Just as Holland’s model use interests to describe people, the theory also used six types of interests to depict specific environments. For example, individuals with social interests are likely to be found in a social environment in which their social needs are met and their interests are fostered.
Holland’s theory contends that every individual resembles one of six basic personality types and as a result, manifest some of the behavioural traits associated with that type. Holland also defined six environments and declared that each environmental type can be assessed by surveying the occupants of that environment. The theory is built on six basic occupation:
1. In our culture, most people are one of six personality types: realistic, investigative, artistic, social, enterprising and conventional. Some refer to these as Holland’s codes or RIASEC;
2. People of the same personality type working together create a work environment that fits their type. For example, when artistic persons are together on a job, they create a work environment that rewards creative thinking and behaviour – an artistic environment;
3. There are six basic types of work environments: realistic, investigative, artistic, social, enterprising and conventional. Work include doing things to achieve a purpose like paid and unpaid jobs, volunteering, sports or hobbies;
4. People search for environments where they can use their skills and abilities and express their values and attitudes. For example, investigative types search for investigative environment. Artistic people look for artistic environments and so forth;
5. People who choose to work in an environment similar to their personality type are more likely to be successful and satisfied if they choose a job, for example, that has an artistic environment, like choosing to be an actor or actress in a film show – an environment dominated by artistic type of people where creative abilities and expressions are highly valued; and
6. How you act and feel at work depends to a large extent on your workplace or environment. If you are working with people who have a personality type like yours, you will be able to do many things they can do and you will feel most comfortable with them.
The first interest congruence research began with Strong’s development of occupational scales for the strong recruitment and retention bank (SOIB), (Strong, 1927). Although Strong never used the term congruence when describing occupational scales, these empirical keys were created to assess an individual’s interest-fit with members of an occupation. Early research (Strong, 1943) showed a relation between scores on the occupational scales and job satisfaction. Kuder (1966) also developed empirical scales that are expected to be related to job satisfaction.
Holland’s theory of occupational environments was first published in 1959 and has proved to be relatively robust despite rigorous criticisms and subjection to empirical testing. The theory has been revised and updated many times to the latest (1997) version.
Application of Holland’s theory of recruitment and retentions involve assessing individuals in terms of two or three prominent personality types and then matching the respective types with the environmental aspects of potential careers. The theory predicts that the higher the degree of congruence between individual and occupational characteristics, the better the potential for positive career – related outcomes including satisfaction, persistence and achievement. The table below is a description of Holland’s personality types.
Three theories that have been advanced by the researcher to explain the problem of staff retention include the hierarchy of needs theory advanced by Abraham Maslow (1959), the two-factor theory or motivation-hygiene theory advanced by Frederick Herzberg (1966) and equity theory advanced by Adams Smith (1965). According to the Hierarchy of needs theory, low staff retention can be reflected when the individual fails to satisfy one‟s needs hence leaves the organization.Fredrick Herzberg (in Bartol & Martin 1993) also observed that there are factors in the work environment that caused satisfaction and dissatisfaction among the workers. Building on the work of Maslow, Fredrick Herzberg identified two elements: motivators and hygiene factors and concluded that there are motivator factors associated with the content of the job, which seemed to make individuals feel satisfied with their jobs. These were labeled motivators, yet factors that seemed to make individuals feel dissatisfied were associated with the job context and these he labeled hygiene‟s factors. Hertzerg further argues that hygiene factors are necessary to keep workers from feeling dissatisfied but only motivators can lead workers to feel satisfied and motivated. Therefore, managers should provide hygiene factors to reduce sources of worker dissatisfaction and be sure to include motivators because they are the factors that can motivate workers and lead ultimately to job satisfaction, job stability and job retention.Equity theory suggests that employees perception of a working situation in terms of how fairly they are treated compared with others influence their levels of motivation. Motivation is a consequence of perceived inequity thus perceived inequity considered in terms of inputs like education, compared to output in terms of rewards (monetary and non-monetary) may cause an individual to leave an organization. Retention is about how an organization manages its workforce, or more specifically its relationship with its workforce (Mckeown, 2005). Hornby (1993) defines retention as an action of holding something in position or containing it hence employee retention may be explained as a state or a condition of attracting and enabling people to work and stay with their organizations. Musaazi (1982) explains retention as the ability of the school system to keep its staff in their jobs and make them want to stay. Retention is conceptualized in terms of teachers staying and teachers leaving. There are many factors that may influence employee retention or teacher retention, which may include a good working environment, attractive remuneration, good relationship practices, prospects for employee development and promotion, teamwork, organizational culture and many more.
Musaazi (1982) emphasizes that to encourage or persuade staff to remain in the school, the school authorities should establish clear staff policy, clear channels of communication with teachers, encourage teacher-participation in the decision making process, provide facilities and equipment needed by teachers, and attend to the personal and social needs of teachers as well as assign reasonable duties and teaching load to teachers. However, for purposes of this research the three factors for consideration will be remuneration, conditions of working environment, general school management. Remuneration will mean rewards given to individuals for the work. It comprises both of monetary rewards and non-monetary fixed and variable pay and employee benefits (Armstrong 1996) measured in terms of salary, allowances, and fringe benefit. Conditions of working environment will refer circumstances that surround the employed teachers at work place.
Three demographic variables – gender, levels of educational, teaching experience will be used to assess their relative influences on teachers’ recruitment and retention in government secondary schools in Akwa-Ibom state Nigeria. This study seeks to ascertain the influence of these variables on the recruitment and retention of teachers within the the state. No empirical work known to the researchers has investigated the influence of these demographic variables as they bear on teachers’ recruitment and retention.
1.2 Statement of the problem
There has been increasing concern over the last five decades regarding the falling standard of education in Nigeria. Many factors have been deduced regarding this perennial situation. However, the teacher as a key player in the teaching-learning process is mostly implicated for this anomaly. Beside other teacher variables such as qualification, teaching experience, motivation and job satisfaction, their recruitment and retention is also very crucial. Perhaps teachers are not meeting up with public expectation in their job performance as a result of inappropriate recruitment and retention. Interest in the job may significantly influence the way and manner a teacher views his or her job. This psychological reality may have short or long term effect on the teachers’ job performance in his/her daily work schedule. It could be the basis of perceived satisfaction or dissatisfaction which may ultimately affect his or her productivity (Ikeotuonye, Maisamari & Badu, 2003). This notion needs to be investigated. If the pattern or nature of a teacher interest in the job is not in harmony with individual personality, it may reflect a low level of enthusiasm with the job. As a consequence, productivity in terms of service delivery rendered by the teacher may fall below acceptable level. The recurring decimal of students’ woeful performance in internal and external examinations especially at the secondary school level is a concern to all stakeholders in the education industry. Moreover, recruitment and retention may not operate in isolation. The extent to which demographic variables bear on teachers’ recruitment and retention needs to be investigated. Hence, the main thrust of this study is to examine the influence of demographic variables on teachers’ recruitment and retention in public or government secondary schools in Akwa-Ibom Nigeria
1.3 Objectives of the study
The main objective of this study is to investigate the The Influence Of Demographic Factors On Teachers Recruitment And Retention. specifically, the study aims to:
1. Determine the impact of gender on teacher's recruitment and retention in Akwa Ibom State
2. Examine the impact of levels of education on teacher's recruitment and retention in Akwa Ibom State
3. Determine the impact of teaching experience on teacher's recruitment and retention in Akwa Ibom State
1.4 Significance of the study
The significance of the study lies in the hope that findings may be of benefit to: Ministry of Education. The Ministry may use the study to understand the determine the demographic factors affecting recruitment and retention of teachers in Akwa-Ibom and as result focus attention on management of staff and their stability or retention in a teaching profession.
Head teachers and board of governors, parents‟ teachers association, members, district education officers, district inspectors of schools will realize the effects of poor remuneration on teacher retention to improve maintain, develop and retain such manpower.
Private secondary school proprietors will be able to plan systematically for staff retention. Other stakeholders of education (parents, students, teachers, support staff, donors, will use the study as a checkpoint to act as a safeguard against any future happenings of the same nature.
Ministry of Education and Sports will be able to recruit and retain teachers by improving the remuneration, conditions of working environment and providing competent manpower in management of schools. Contribute to the existing body of knowledge and will stimulate other research in areas of staff retention in government secondary schools.
1.5 Research hypothesis
The following null hypotheses were raised for the study:
1. There is no significant difference between gender and teachers recruitment and retention in Akwa Ibom State.
2. There is no significant difference between levels of educational and teachers recruitment and retention in Akwa Ibom State.
3. There is no significant difference between teaching experience and teachers‟ recruitment and retention in Akwa Ibom State.
1.6 Scope/limitation of the study
This study which will focus on the influence of demographic factors on teachers recruitment and retention. Geographically, the study will be carried out in government secondary schools in Uyo, Akwa-ibom state, south south Nigeria.


CHAPTER TWO
Review of related literature
Introduction
It is self-evident that without the human factor, profit, wealth creation, enterprise and all the other good things, which make organizations successful, would not occur. This factor is even more important to those organizations, which provide services to the community like hospitals, schools, local authorities (Robinson, 1996). Cuming (1994) points out that human resource is most important resource that an organization has and effective management is essential. The principle underlying human resource management (HRM) is that success is most likely to be achieved if personnel policies and practices clearly and positively contribute to the achievement of corporate objectives and strategic plans
The concept of teacher retention
The word „retention‟ connotes a state where by employees of their own free will decide to work and stay with their organizations. Humans are the core elements of the organization as observed by Beardwell and Holden (1997). As earlier noted teachers are the engine of education system without teachers learners can not be moulded and enhanced to be self reliant and responsible members of the society.
Musaazi (1982) defined retention as the ability of the school system to keep its staff in their jobs and make them want to stay. Accordingly in order to encourage or persuade staff to remain in the school, the school authorities should establish clear staff policy,
clear channel of communication with teachers, encourage teachers‟ participation in decision making process, provide facilities and equipment needed by teachers, avoid dictatorship, attend to personal and social needs of teachers as well as assign reasonable duties and teaching load to teachers. In light of this fact, therefore, teachers should be given attention and the necessary provisions for enabling and conducive environment for their retention in schools. Armstrong (1997) and Musaazi, (2005) concur that retention plan should be based on the analysis of why people work, why they leave the organization, and why they choose one employer over another, and that retention plan should address each of the areas in which lack of commitment and dissatisfaction can arise. For example, problems can arise because of uncompetitive, inequitable or unfair pay systems. Sungal (1995) and Musaazi (2005) further agree that the main incentive for retention is adequate salaries in today‟s competitive employment market if organizations are to employ and retain the talented staff they need. With such scenario in mind the researcher endeavored to investigate and examine whether remuneration, conditions of working environment and general school management were perceived as factors affecting teacher retention in government secondary schools in Eastern Uganda.
Remuneration and teacher retention
The object of any organization is not only to recruit personnel but also to maintain, develop and retain such manpower. Organizations ought to put in place effective manpower retention mechanisms to regain their staff. Organizations should therefore have a sound policy on staff motivation and development as well as putting in place mechanisms that will continuously make the organization attractive. Employees must be well motivated that is must feel materially comfortable such that they can render
wholesome service to their employer hence an attractive remuneration package is indispensable. Remuneration refers to the pay rewards given to individuals for the work done. Evidence suggests that compensation affects teacher retention in general. Several studies have concluded that higher teacher pay increases the likelihood that a person will continue to teach. Hansel, et al (2004) emphasized that attractive packages, which are consistent and promptly remitted, tend to attract and retain staff. Remuneration comprises both financial rewards (fixed and variable pay) and employee benefits. The reward system further incorporates non-financial rewards, recognition, praise, achievement responsibility and person growth.
Armstrong (1996) defines total remuneration as the value of all cash payments (total earnings) and benefits received by employees. Employee benefits also known as indirect pay includes persons‟ sick pay, insurance cover and company cars. Remuneration is one of the more difficult aspects of human resources to get right and the degree to which employees use pay as the focus of complaint, dissatisfaction and conflict bears testimony to its importance in creating a successful business, observes financial times (1999). Although these findings are intuitive, researchers have used variety of approaches when measuring compensation. Most of the literature uses a person‟s current salary as a measure of teacher compensation. However, researchers have used the earnings of a number of different populations to estimate attractive earnings opportunities for example include women with at least a college degree working full time (Loeb & Pages, 2000) all college graduates (Flyer & Rosien, 1994), and earnings of those who have actually left the teaching profession (Rickman & Parker, 1990). In addition, Murnane & Olsen (1989) use the average starting salary paid by field, while Hanushec & Rivein (1997) simply
include the proportion of non teachers that earn less than teachers do most of these measures have a statistically significant effect (of ranging magnitude) on teacher retention.Only a few researchers have attempted to include measures of expected future earnings in measures of relative compensation. Specifically, Brewer (1996) models the probability that a teacher will eventually become an administrator: Hosken (1999) & Imazeki (2002) model expected wage growth based on current pay tables each of these studies finds that expected future compensation affects teacher retention.
According to Armstrong (1996), organizations like schools should have a retention plan based on an analysis of why people leave. The retention plan should address each of the areas in which lack of commitment and dissatisfaction can arise these would include pay, jobs performance, training, career development, commitment, conflict with managers or headteachers, lacking group cohesion, recruitment, selection promotion and over marketing.
The hazard business review (1999) emphasizes that teachers must come to see pay for what it is; just one element in a set of management practices that can either build or reduce commitment, teamwork and performance. Hence, pay practices should be congruent with other management practices and reinforce rather than oppose their effects. Teachers should be made to see pay in the same way on the whole. When there is poor remuneration, poor conditions of working environment and poor general school management the staff morale is low and retention is impossible when opportunities that are more attractive become available, they quit. However, in Eastern Uganda, no study has been concluded to show the relationship between remuneration and teacher retention
thus the study was to adopt the various measures of compensation mentioned in the literature and will try to establish how they relate to teacher retention in secondary schools in Eastern Uganda.
Conditions of working environment and teacher retention
The Harvard Business Review on Managing People (1999) noted that people seek an enjoyable work environment, one where work is not a four-letter word. The same book reveals that the SAS (Statistical Analysis system) institute had a low turnover in the software industry. Despite its tight labor market employees said there were motivated by SAS‟s unique perks plentiful opportunities to work with the latest and most up to date equipment and the ease with which they could move back and forth between being a manager and being an individual contributor. They cited the variety there was in the projects they worked on, how intelligent and nice the people they worked with were, and how much the organization carried for and appreciated them.
There is also a great deal of evidence that working conditions have a large effect on teacher‟s retention and it has found out that for any organization, the conditions in which employees work drive their satisfaction and thus increases their chances to stay with the organization (Hosken, 1996). Yet while schools continue to struggle retain their teachers, many struggle to address working conditions, isolating teachers from peers, denying them basic materials, inundating them with non instructional duties, providing them with limited input regarding those design and organization of the school and offering limited opportunity for professional growth and advancement (Hanushek, Kain and Rivkin, 1999).
Research indicated that such conditions are closely related to difficulties in retaining teachers. Keeping Quality Teachers (2000) makes clear that new instructors are most likely to leave because of poor working conditions such as limited induction and monitoring programs, job orientation/induction, staff relationships, services, employee discipline, school policies and regulations, growth/development opportunities, weak administrative support, and a climate that erodes collegiality (Mutually respectful) for the most part.
Schools have the power to fix these problems themselves. Several disparate measures of school or community characteristics have been used as proxies for teachers;‟ working conditions. Examples include growth in enrollment, spending on special and vocational education, average student achievement scores, percentage of students from low-income families, average property values, unemployment rates, and median incomes (Hosken, 1996; Hanushek, Kain & Rivkin, 1999; Gritz & Theobold, 1996). In general, these effect factors have as significant effect on teacher retention.
A number of authors report that teachers are relatively insensitive to pay changes and that working conditions such as teaching load, class size, availability of teaching and learning resources, location of the school, staff relationship, services, several social status, image of the school, employee discipline and so on are more important to the decision to stay in teaching or to leave. Statically Analysis System (SAS) pays competitive salaries but in an industry in which people have the opportunity to become millionaires through stock options by moving to a competitor, the key to retention is SAS‟s culture, not its monetary
rewards. Rather than emphasizing pay, SAS has achieved an unbelievably low turnover rate below 4% in an industry where the norm is closer to 20% by offering intellectually engaging work, a family friendly environment that features to work with fun and interesting people using state of the art equipment.
In addition using data from the State of Texas, for example Hanushek, Kain and Rukin (1999) were able to track moves within districts, as well as across district moves within state. They found that earnings play a small role in such moves, instead teachers tend to move to schools with higher test scores and to schools with demographic mix that matches the teachers‟ background. Similarly Lankford Leob and Wicoff (2002) found that schools with better test scores attract teachers with better credentials, when those teachers enter the district and as they move over time within the district, rather than measure specific characterizes and estimate each factor‟s effect on retention, others have used school level fixed effect models to control for working conditions. In general, this increases the degree to which researchers are able to explain differences in teacher salaries. This finding is consistent with the importance of working conditions and suggests that, to some extent schools offer higher wages as a compensating differential to make up for unpleasant working conditions (Murnane and Olsen 1989, Loeb and Page, 2000). The study will attempt to explain teacher retention with the help of school level fixed effects models by controlling extraneous factors as depicted in the conceptual framework.
General school management and teacher retention
The scientific management formulated by F. W. Taylor, Stoner and Freeman, 1992 between 1890 - 1930 sought to determine scientifically the best method for performing any task and for selecting training and motivating of workers because the classical organizational theory propounded by Henry Fayol (1841-1925) & Cole 1993) aimed at identifying principles and skills that underlie effective management. This model emphasized that for any organization to be successful its governing organs must play their roles in a manner that promotes the realization of the common goals of the organization. In respect to this therefore management is a process which enables organizations to set and achieve their objectives by planning, organizing and controlling their resources, including the commitment of their employees. Cole (1996) adds that management can also mean a collection of activities involving planning, organizing, motivating and controlling. In school setting therefore, the head teachers are charged with the responsibility of taking action that will make it possible for individuals to make their best contributions to group objectives.
Musaazi (1982) defined school administration as specifically concerned with pupils, teachers and the rules and regulations and polices that govern the school system. In school administration, the headteacher and staff must see the need of working together as a team for the growth and development of the child. He continues to say that in the school, the headteacher is the key figure in the school and is responsible for planning, organizing, coordinating, motivating the staff and students and managing the school environment. The head teacher should understand that the morale of teachers is affected by both materials and human factors. Material factors include salary, sick leave, medial
care, equipment, supplies and facilities. Teachers who are not paid for two months remain demoralized as far as teaching is concerned and can even leave the school if such needs are not met. Thus, school administration affects teacher‟s retention in schools.
Headteachers as key figures in the schools plan, organize, coordinate and motivate the staff to stay in the schools. Musaazi (1982) and Lavie (2002) concur that if the school- head is an autocratic leader who solves the problem or makes the decision alone without making consultations with other members of staff, such leadership are often characterized by a low staff retention.
As Robert and Jane (1964) cited by Maicibi (2005) developed a framework called the blakemouton managerial grid, which proposes that two fundamental dimensions of teacher exist for understanding managerial effectiveness. The first one the concern for people and the other concern for results which implies concern for humanness and concern for production respectively. Studies by Linda (2001) indicate that the most striking common factor to emerge as influential on teacher‟s morale, job satisfaction and motivation to stay on is the leadership and management of the institution in which they serve. Thus, a power biased management where results are emphasized at the expense of people‟s feelings and needs can lead to low staff retention. It is against this literature that this study was carried out to establish if head teachers in eastern schools consult with their teachers to offer the kind of leadership and find out nature of their relationship with teachers, finding how these affected the teachers‟ recruitment and retention in schools.
Concept of Demographic Variables
The term demographic is often used erroneously for demography. Whereas demography refers to the statistical study of human population, the term demographic refers to a group of people that have a particular set of qualities (Merriam-Webster, 2015). The demographic variables used in this study are: gender, experience, professional qualification and age.
The modern English word gender comes from the Middle English gender, a loan word from Norman-conquest-era old French. This in turn, came from Latin genus. Both words mean “kind”, “type” or “sort”. The modern academic sense of the word, in the context of social roles of men and women dates from the work of John Money (1955) and was popularized and developed by the feminist movement from the 1990s onwards (Tong, 2009).
The idea of “gender” was for the first time brought about in the 1970s by a group of feminists. The underlying factor was to use the notion of gender as a parameter for appreciating the fact that women do not relate to men in much the same way in all circumstances in every culture and more importantly, that the position of women in society varies considerably. The concept of gender presupposes a social construct as against biological circumstances of men and women. Sometimes when the phase “sex-gender relations” is used, it reminds us that there is a link between biological differences between men and women and the social assumption about masculinity and feminity (Rowbothan, 2002).
There are two important aspects of gender, these are gender identity and gender roles. Gender identity is the subject experience of being a male or a female while gender roles refers to all the behaviours that communicate to others the degree to which one is “masculine” or “feminine” in the terms defined by ones’ culture (Benjamin, 2004). Gender as a concept is different from “sex”. While sex refers to the biological/physiological differences between a male and a female, gender refers to the roles, responsibilities, opportunities, privileges and expectations ascribed to the males and females by the society. Gender looks at the status of women in comparism to that of men. Gender points to the differences between men and women as imposed by the society. It is not inborn; rather it is learned and nurtured as part of the socialization process (Becker & Eagly, 2004). This implies that, the society determines these and expects men and women, boys and girls to behave in specified ways. In
other words, what the society expects the man to be, the roles he should play at home, in the market, office, government among others is different from the roles a woman is expected to play.
Gender refers to socially constructed ideas about behaviour, actions and roles a particular sex performs (The World Health Organization, 2009). Gender is the range of characteristics pertaining to, and differentiating between masculinity and feminity (Ann-Maree, 2004). Gender refers to the social attributes and opportunities associated with being male and female and the relationship between men and women, boys and girls as well as the relationship between men and men and those of women and women. These attributes, opportunities and relationships are socially constructed and are learned through socialization process. They are context/time specific and changes. Gender determines what is expected, allowed and valued in a man or woman in a given context (Hanna, 2001). In the view of Akinboye (2004) gender refers to the socially-constructed roles and responsibilities of men and women. He further stated that the concept of gender includes the expectations held about the characteristics, aptitudes and likely behaviour of both men and women (masculinity and femininity). These roles and expectations are learned, changeable overtime and varies within and between cultures.
Gender is said to be the roles, behaviours and actions performed by males and females in relation to their society and culture. These roles, behaviours and actions change overtime and they vary within and between societies and cultures. Take for example, the Tiv culture; most of the roles played by men like making of farms, bringing up of children, maintenance of the house among others are being shifted to women. Some men now once they marry their wives, they shift their responsibilities to them. Also in Nigeria in the olden days women were not allowed to wear trousers and go about with them, but now women wear them at will and go about with them as they like.
There are different definitions given to experience. According to Akpan (2007), experience is a process of gaining knowledge or skill. Richard (2007) defined experience as an event or series of events participated in or lived through. Tom (2007) posits that experience is the knowledge gained by repeated trials. In the view of Paula (2007) experience is the particular instance of personally encountering or undergoing through something. The above definitions all point to the fact that the more years one stays on the job, the higher the performance, in that he/she has put into practice all the experiences he/she has acquired over the years; hence a saying that practice makes perfect. Experience can thus be referred to as the length of years of service one has put on the job.
A profession is an occupation requiring extensive education or specialized training (Ezike, 2005). Professional qualification is a body of knowledge acquired by a person after a programmed learning, purposely designed for performance of a specific task or job (Mbaebu, 2002). Professional qualification is the increased growth and advancement in knowledge, skills, attitudes and sophistication needed for continued effective performance of a profession (Ogbonnaya,2004). Professional qualification according to Akpan (2007) is the knowledge and skills acquired after a period of training and instruction by seasoned experts. Purkey (2004) stated that, professional qualifications are qualifications required to be practiced at a high level in certain jobs or professions. The above definitions given by the writers above showed that all of them have agreed that professional qualification is the specialized knowledge and skills acquired for effective performance of a specific job, for example, teaching, administration and supervision, medicine, law among others.
A qualified supervisor is the one that is well trained professionally and academically for supervisory job. For the purpose of this study, a supervisor is supposed to acquire any of the following professional qualifications: B.Ed/B.A. Ed/B.Sc.Ed, PGDE, M.Ed and Ph.D.
Age can be referred to as the number of years that one has lived since he/she was born. There are different types of ages such as: Chronological age, mental age, psychological age, subjective age, relative age, biological age, functional age and social age (Bol Dorien & Rousseau, 2010). Mental age can be referred to as the level of an individual’s ability to think and understand compared to the person’s age mates. Psychological age can be referred to a person’s mind and the way in which it works. Subjective age can be based on an individual’s own idea or opinion on what he/she takes his/her age to be, rather than his/her actual age. Relative age can be referred to the age considered and judged by comparing with somebody else’s age. For example, in the olden days some people’s age were not written down by their parents and to know their age, the parents used to compare with some events that happened at that time or other person born at that time. The biological age can be referred to the age of a person which can be connected with the processes that take place within the person. The functional age on the other hand refers to the practical age. Social age can be connected with the society and the way it is organized. For example, some societies organize themselves into age groups in which they do things together as people of the same age mates. Though there are many types of ages as mentioned above, the study has focused on chronological age.
Chronological age is a measure of the time that has passed since a person’s birth (Schwall, 2012). Chronological age is a measure of an individual’s age based on the calendar date on which he/she was born (Bal, Dorden & Rousseau, 2010). The age of a person can also be said to be the age of a person measured in years, months and days from the date the person was born. For the purpose of the study, the chronological age of supervisors is classified as below 30 years younger age and above 30 years as older age.
TEACHER TENURE
Teacher (academic) tenure is part and parcel of the education laws governing the conduct of affairs of secondary education in Nigeria. It is a policy which provides for teachers permanent contractual service (unless terminated by either employees or employees for good reasons) until the age of compulsory retirement which 60 years or 35 years of service, which ever comes first. By attracting and retaining talented teachers, tenure ensure that teachers do not suffers from the capricious actions of managers.
Manlove and Guzel (1997) opined that the notion of a permanent employee (teachers) has become obsolete. In the same vein, Lee (2001) argues that the psychological contract between employer and employee has changed significantly and that long term commitment to an organization (school) is no longer guaranteed by either party. The employment of a teacher is premised on the law of contract – a contract between the employee (teacher) and the secondary schools board. This contract to be viable or binding, should include all elements required by law namely mutual assent, consideration and legal bargain (Ajayi, 2008).
However, changes in global economics, and technology (high tech, high touch) and the like are currently affecting employee-employer relationships. According to Capelli (2000), it is the market not the company, that ultimately determine the movement of employees. Capelli believes that it may be difficult to counter the pull of the market – you cannot shield your people from attractive opportunities and aggressive recruiters‟. Until recently, loyalty was the epitome of relationship between employee and employer. Capelli (2000) points out that „Golden handcuffs‟ (loyalty bounses) may be used as an inducement to stay but that there is a limit to the extent which teachers can be bribed to stay. He further argued that if teachers really want to go, any golden handcuffs can be countered by the „golden hellos‟ offered by aggressive recruiters.The educational implications of this is that as attracting value talent (science and mathematics and teachers) becomes more competitive, organization are likely to shift from increasingly expensive recruiting programs to lesser expensive imitative in effort to retent valuable talent.
EMPIRICAL REVIEW OF TEACHERS’ DEMOGRAPHIC CHARACTERISTICS
The weight of empirical studies indicate that demographic factors are relevant to understanding teachers recruitment and retention (Bhuain & Al-Jubri, 1996, Efanga, 2005).
Nkang (2004) conducted a study to examine the relationship between demographic variables and teaching effectiveness of teachers in Uyo Education Zone of Akwa Ibom State. The samples consisted of 400 teachers selected through stratified random sampling technique while data were analyzed using Pearson Product Moment Correlation (PPMC) and tested at 0.05 level of significance. The study discovered a significant relationship between demographic variables, age, experience (length of service) education, gender and tenure and employees‟ decision to stay or quit teaching profession.
In yet another related study, Efanga (2007) found that age was inversely related to teachers‟ decision to stay on teaching profession. This is informed by the fact that younger teachers are lured to new opportunities by higher salaries and greater responsibility. Attraction bonuses for talented people („golden hellos‟) are becoming increasingly popular (Armstrong, 2008).
Wallace (1997) found that younger workers care more about the upfront compensation and do not care as much about the benefits that come along with the salary.
LEVEL OF EDUCATION AS A DEMOGRAPHIC VARIABLE RELATED TO TEACHERS recruitment and retention
Steers (2014) found that level of education was negatively related to employees‟ commitment to stay. Similarly, Mathieu and Zajacs (1990) meta-analysis confirmed this relationships. However, Meyer, Herscovitch and TopoInytsky (2002) found a converse and significant difference between employees‟ commitment to stay and level of education. Maslove and Guzel (1997) averred that better educated employer are more likely to quit. However in recent times in the school management system, additional educational qualification is not a guarantee of enhancement of status, salary and position.
Theoretical review
Three theories explain the problem of staff retention are reviewed in the following subsections
* Hierarchy of need theory by Maslows (1959 in Samson and Daff, 2002).
* Motivational hygiene theory by Herzberg (1966)
* Equity theory by Adams (1965).
Maslow’s Hierarchy of need theory
Maslow (1943) uses the Hierarchy of need theory to explain teacher retention and attrition. According to Maslow (1943), people are motivated to satisfy their needs and those needs can be classified into the following five categories that are in an ascending hierarchy.
* Physiological needs which may include basic pay, workspace, heat, water and company cafeteria
* Safety needs security needs which may include job security, benefits like life insurance, safety regulations.
* Belongingness needs such as good co-workers, peers, superiors, customers.
* Esteem needs like important projects, recognition, prestigious office and location
* Self actualization needs like challenging projects, opportunities for innovation and creativity training
The first three are characterized lower level needs while the last two are higher order needs. In the organizational setting, physiological needs these are reflected in the needs for adequate heat, air, and a base salary to guarantee survival safety needs are the needs for security and protection from danger. In organizational work place safety needs refers to the needs for safe, jobs, fringe benefits and job security. Social needs are needs for interaction with other people belongingness, love and so on. These needs reflect the desire to be accepted by one‟s peers, have friendships, be part of a group and be loved. In the work environment, these needs affect the desire for good relationships with co- workers, participation in work group and a positive relationship with supervisors.
Esteem is the desire for respect, which is affected by the person‟s standing reputation, the need for attention, recognition, achievement, and appreciation. Maslow illustrated two versions of esteem needs; a lower one and a higher one. The lower one is the need for the respect of others, the need for status, recognition, attention, reputation a appreciation , and dignity and the higher form includes the need for self-respect including such feelings as confidence, competence, achievement, mastery, independence and freedom.
Within organizations, esteem needs reflect a motivation for recognition, an increase in responsibility, high status and appreciation for contributions to the organization. Self- actualization refers to the desire for self-fulfillment; it is drive for individuals for self- development, creativity and job satisfaction. They are related to developing one‟s full potential, increasing one‟s competence and becoming a better person. Providing people with opportunities to grow to be creative, and to offer training for advancement are the means that self-actualization needs can be met with in the organizations.
Maslow argued that, as each lower level need is substantially satisfied in sequence. According to Maslow‟s argument, a person designing job security would dedicate ones efforts to ensure it and would not be concerned with seeking recognition. Maslow also claimed that higher levels of satisfaction for a particular need decrease its potential as a motivator. There are some criticisms to Maslow‟s monarchy of needs theory. One main criticism is that there is little empirical evidence to support Maslow‟s assumptions second his methodology was problematic (Boeree, 1998). Maslow‟s methodology was that he picked a small number of people that he himself declared self-actualizing such as Abraham Lincoln, Thomas Jefferson, Albert Einstein, then he looked at their biographies, writings the acts and words of those he knew personally and so on. From these sources, he developed a list of qualities that seemed characteristic of these people and reached conclusions about what self-actualization is. Third Maslow assumes that human beings will move up the hierarchy, satisfying one need before moving on. However, there are many examples that refute this though. Many of the best artists and authors, which can be thought of as self-actualized, suffered from poverty bad upbringing, neuroses and depression (Boeree, 1998). That is they were far from having their lower needs taken care
of. For example, Van Gogh and Galileo suffered from mental illness and yet were able to produce works that made a difference. Bartol and Martin (1993) further state that entrepreneurs frequently pursue their dreams for years despite the relative deprivation of lower level needs. In addition, individuals offer work on satisfying several needs may be more important compared to others at a given point in time. Chandan (1977) observes that Maslow‟s model is a general model in which all needs interact with each other to some degree. The needs are not necessarily linear nor is the order of needs so rigid.
* Herzberg’s motivation-Hygiene theory
To explain teachers retention, Frederick Herzberg (in Bartol and Martin 1993) building on the work of Maslow identified two elements, Motivators and Hygiene factors. He concluded that factors which seemed to make individual feel satisfied with their jobs were associated with the content of the job these were labeled motivators, yet factors that seemed to make individuals feel dissatisfied were associated with the job context these he labeled hygiene factors. Herzberg argued that two entirely separate dimensions contribute to employee behavior at work. Hygiene factors and motivator hygiene factors refer to the presence or absence of job dissatisfiers. When hygiene factors are valued, work is dissatisfying. There are considered maintenance factors that are necessary to avoid dissatisfaction but they do not themselves contribute to the jobs satisfaction and motivation of personnel. That is, they only maintain employees in the job. Therefore managers should provide hygiene factors to reduce sources of worker dissatisfaction and be sure to include motivators because they are the factors that can motivate workers and lead ultimately to job satisfaction,
In line with Herzberg‟s view, unsafe working conditions or a noisy work environment would cause employees to be dissatisfied with their job but their removal will not lead to a high level of motivation and satisfaction other examples of hygiene factors include, salary, status, security, supervision and company policy. On the other hand motivators, leading to job satisfaction are associated with the nature of the work if self. They are those job related practices such as assignment of challenging jobs, achievement, work itself, recognition, responsibility advancement and opportunities for growth in the job. Herzberg argued that when motivators are absent, workers are neutral towards work, but when motivators are present, workers are highly motivated to excel at their work. For Sergiovanni cited in Nwankwo (1982) and Cheptoek (2002) while studying factors, which affect job satisfaction, and dissatisfaction of teachers, came up with the view that the factors, which contribute to their satisfaction, are achievement, recognition and responsibility while those contributing to dissatisfaction were school policy and administration, interpersonal relationship, supervision and personal life. Chandan (1997) in agreement with Herzberg argued that it is only natural that people who are generally satisfied with their job will be more dedicated to their work and perform it well as compared to those who are dissatisfied with their jobs.
* Adams equity theory
Adams (1965) uses the equity theory to explain teacher retention. Equity theory suggests that employees‟ perceptions of a working situation in terms of how fairly they are treated compared with others influence their level of motivation. Motivation is a consequence of perceived inequity (Adams, 1965). According to equity theory, employees make comparisons‟ employees determine their own work outcomes versus the effort or input
required to achieve the outcomes and compare these with outcomes and efforts of other employees. If they recognize that their comparison is equal to what others receive for similar inputs, they will believe that their treatment is fair and equitable. Education, experience, effort, ability and so on are the inputs factors to the job by the employees that can affect employees retention. Outcomes that employees receive from a job are also the other factors of employee retention and include pay, benefits, promotions and rewards. A state of equity refers to the ratio of one person‟s outcomes to inputs being equal to the ratio of other outcomes to inputs. Inequity takes place when the situation is reverse, which results into low employee retention for example when an employee with a high level of education or experience receives the same salary as a new, less educated employee, one may perceive it as inequality and is most likely to leave the organization. The implication of equity theory for the organizations is that to motivate employees to stay with the organization, it is necessary to ensure a state of equity in the work place by establishing mechanism to deal with perceived	inequity situations other wise, organizations may face high absenteeism and turnover.


CHAPTER THREE
RESEARCH METHODOLOGY
3.1 Area of the Study
The study was carried out in Akwa Ibom State. Akwa Ibom State is one of the 36 states of the Federal Republic of Nigeria.
3.2 Design of the Study
The design used for this study was ex-post facto research design, which involves studying phenomena in retrospective. The design in suitable when the researcher does not have direct control of independent variable because their manifestations have already occurred and they are inherently not manipulative.
3.3 Population of the Study
The population consisted of all 6,400 teachers in the 2013/2014 academic session from public secondary schools in Akwa Ibom State (State Secondary Schools Board, Research and Statistics Unit, 2013/2014 school year).
3.4 Sample And Sampling Technique
The sample size for the study was 800 teachers from public secondary schools. The subjects that constituted the sample for the study were drawn through stratified random sampling technique. The basis of stratification is the senatorial districts three hundred and sixty (360) teachers were drawn from Uyo, 196 from Eket and 244 from Ikot Ekpene senatorial districts, using „hat and draw‟ method.
3.5 Instrumentation
The instrument used for data collection for this study was a structured questionnaire developed by the researcher and called Demographic Variables on Teachers‟ Questionnaire (DVOTA). It was a 4-point rating scale questionnaire with a 30 item which respondents were to indicate extent of their agreement or disagreement.
3.6 Validation of the Instrument
The instrument for the study was face validated by three experts in measurement and evaluation from the Faculty of Education, University of Uyo. The comments received were used in restructuring and selecting the items that formed part of the final form of the instrument.
3.7 Reliability of the Instrument
Test of internal consistency was performed on the instrument. By this method of reliability, the instrument was administered to 40 teachers in the area of the study who did not take part in the actual study. Data collected were analyzed using Cronbach Alpha reliability coefficient. The result was 0.76 which was substantially high and was considered appropriate for the study.
3.8 Administration of the Instrument
The instrument was administered by the researchers, with the assistance of some teachers who served in the schools sampled for the study. The mortality rate was zero.
3.9 Statistical treatment of data
Data abstracted in this study were analyzed using independent t-test analysis and one way analysis of variance ( ANOVA). The null hypotheses were tested at 0.05 alpha level of significance.


CHAPTER FOUR
DATA PRESENTATION AND ANALYSIS
This chapter presents the analysis of data derived through the questionnaire and key informant interview administered on the respondents in the study area. The analysis and interpretation were derived from the findings of the study. The data analysis depicts the simple frequency and percentage of the respondents as well as interpretation of the information gathered.
Table 4.1.1 Gender distribution  
	Sex 
	Frequency 
	Percentage 

	Male 
	319
	40

	Female
	481
	60

	Total 
	800
	100



The table above shows the gender distribution of the respondents, according to the table above, 481(60%) of the total respondents are female while the remaining 319(40%) were male teachers.
4.1.2  Educational Qualification of Respondents 
Table 02: Distribution of educational qualification of respondents
	Education qualification
	Frequency
	Percentage (%)

	FLSC
	72
	9%

	SSCE/GCE
	64
	8%

	OND
	136
	17%

	NCE
	112
	14%

	Bachelor’s Degree/HND
	264
	33%

	Master’s Degree
	152
	19%

	Total
	800
	100%


Source:
From the table above 72 (9%) of the respondents had first school leaving certificate; 64 or 8% of the respondents were those with SSCE or GCE; 136 (17%) were holders of OND/Equivalent, NCE were 112 (14%). Those having the Bachelor’s degree were 264 (33%); those with master’s degree were 152 (19%) From the table it is obvious that those with a bachelors had the highest respondents of 264 or 33%.
Hypothesis one (Ho1)
The null hypothesis (Ho1) stated that there is no significant difference between gender and teachers recruitment and retention in Akwa Ibom State.
Table 3. Independent t-test analysis of the difference between male and female teachers in their recruitment and retention
N = 800
	Variable
	Gender
	N
	

	SD
	t-cal

	recruitment and retention
	Male teachers
	319
	10.85
	2.76
	
4.10*

	
	Female teachers
	481
	11.08
	3.06
	


[image: ]   Significant at 0.05, df 796, t-crit 1.96

Table 3 presented information on the tested hypothesis as measured by independent t-test to determine the significance or otherwise of the difference between gender and the willingness of teachers to stay in teaching profession. The result reveals the computed t-value of 4.10 which is greater than the critical t-value of 1.96 at 0.05 alpha level and 798 degree of freedom. The null hypothesis is therefore rejected. This implies that there is a significant difference between male and female teachers in their recruitment and retention, with female teachers having a higher mean (x) of 11.08.
Hypothesis two (Ho2)
The null hypothesis stated that there is no significant difference between educational levels and teachers’ recruitment and retention in Akwa Ibom State.
Table 4. Independent t-test analysis of the difference between educational levels and teachers recruitment and retention
	Variable
	N
	

	SD
	t-cal

	Bachelor degree
	500
	11.31
	2.66
	
3.35*

	Others
	300
	10.51
	2.81
	


[image: ]   Significant at 0.05, df 796, t-crit 1.96
Table 4 presents the computed t-value as 3.35. This value was tested for significance by comparing it with the critical t-value at 0.05 alpha level of significance with 798 df. The weight of the evident shows that the calculated t-value (3.35) was greater than the table value (1.96). Hence the null hypothesis was rejected and the alternative accepted. This implies that educational levels has a significance influence in teachers‟ recruitment and retention.
Hypothesis three (Ho3)
The third null hypothesis stated that there is no significant difference between teaching experience and teachers‟ recruitment and retention in Akwa Ibom State.
In order to test the hypothesis analysis of variance (ANOVA) was employed to test for the significant
Table 5. Analysis of variance (ANOVA) of scores of teachers of different years of experiences on their recruitment and retention
	Variable
	Sum of squares
	Df
	Mean
	f-cal
	f-crit

	Corrected mode
	187.42
	2
	89.23
	14.82*
	

	Intercept
	32722.05
	1
	32722.05
	2.81
	3.06

	Experience
	184.53
	2
	89.31
	
	

	Error
	121.20
	797
	5.44
	
	

	Total
	33304.78
	800
	
	
	


[image: ]   Significant at 0.05, df 796, t-crit 1.96
As presented in Table 5, the statistics showed computed f-value of 14.83 which is greater than critical f-value of 3.06 at 0.05 alpha level. Hence, the null hypothesis is rejected in favour of alternative hypothesis. Based on the observed significant difference of experience on teachers recruitment and retention, the Scheffe post hoc multiple comparison was considered to determine the actual direction of significance.
Table 6. Scheffe’s post-hoc test for multiple comparison of teaching experience with teachers’ recruitment and retention
	(I) Teachers years of
experience
	(J) Teachers
Experience
	Difference in means
(I-J)
	Std. error

	1-10 years
	11-20 years
	-1.09*
	0.39

	
	Above 20 years
	-2.49*
	0.44

	11-20 years
	1-10 years
	1.09*
	0.39

	Above 20 years
	1-10 years
	-1.39*
	0.42

	
	11-20 years
	2.45*
	0.44

	
	
	1.39*
	0.42


Mean difference is Significant at 0.05
Table 6 showed that those with teaching experience of 20 years and above were more willing to stay in profession than those with length of service less than 10 years.
4.3.DISCUSSION OF FINDINGS
The finding of this hypothesis revealed that there is a significant difference between male and female in their recruitment and retention in teaching profession. The result shows that female teachers were more likely to stay in the teaching profession. The finding is consistent with the study of Efanga (2007) who found out hat female employees (teachers) stay longer with an organization than male counterparts. The finding may have been informed by cultural orientation of people of Akwa Ibom State, where female and always reluctant to relocate from their family. However, according to Capelli (2000) it is the market not the organization that determine the movement of employees. The educational implications of this is that introduction of “golden hellos” could change the perception of male teachers in their recruitment and retention in the profession.
Influence of Education and recruitment and retention
The finding of this hypothesis showed that there is a significant difference between level of education and teachers recruitment and retention on the profession. This finding was in agreement with studies of Meyer, Herscovitch and Topolnytsky (2000) who found a significant difference between level of education and employees (teachers) recruitment and retention. This was corroborated with Manlove and Guzel (1992) who reported that better educated employees are more likely to quit. This may be informed by the fact that their enhance certificate conferred on talented employees greater fluidity in labour market.
The Influence of Experiences on recruitment and retention
The finding of this hypothesis showed that here a significant influence of experience on teachers recruitment and retention on the profession. This finding agreed with the study of Nkang (2008) who reported that demographic variable such as length of service has a significant effect on teachers‟ recruitment and retention on the profession. This trend may greatly be due to the tenure nature of teaching profession.


CHAPTER FIVE
CONCLUSION AND RECOMMENDATION
5.1 CONCLUSION
Giving the outcome of this study, it was therefore concluded that demographic factors as perceived by the teachers in Akwa Ibom State significantly influenced teachers recruitment and retention in the profession. However, outstanding, talented employees (science teachers) may leave teaching because they are either underpaid or unmotivated.
5.2 Recommendations
Based on the findings and the conclusion drawn, the following recommendations were made:
1. The employers of teachers should add retention packages – like „Golden handcuff‟ to the existing ones in order to take into consideration demographic variables such, gender, age, and educational qualification.
2. Retention plan should focus actions on areas in which lack of willingness and dissatisfaction can arise.
3. Educational administrators should identify special peculiarities in the teaching force on the basis of gender and rank and design job schedules appropriate to such peculiarities; and
4. State governments should identify priority areas in academic fields of study and employ more teachers in such areas, to boost second scholarship.
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QUESTIONNAIRE
PLEASE TICK [√] YOUR MOST PREFERRED CHOICE AND AVOID TICKING TWICE ON A QUESTION
SECTION A
PERSONAL INFORMATION
Gender
Male [  ]	Female [  ]
Age 
18-25	[  ]
20-30	[  ]
31-40	[  ]
41 and above [  ]
Educational level
WAEC	[  ]
BSC/HND	[  ]
MSC/PGDE	[  ]
PHD		[  ]
Others……………………………………………….. (please indicate)
Marital Status
Single	[  ]
Married [  ]
Separated [  ]
Widowed [  ]
Duration of Service
0-2 years [  ]
2-5 years [  ]
5 and above [  ]
Section B
1.Does gender influence the recruitment and retention of teachers in Akwa-ibom state ?.
a.Strongly agreed	[  ]
b.Agreed			[  ]
c.Disagreed		[  ]
d.Strongly Disagreed  [  ]
e.Uncertain 		[  ]
2.Does level of education influence the recruitment and retention of teachers in Akwa-ibom state ?
a.	Strongly agreed		[  ]
b.	Agreed			[  ]
c.	Disagreed			[  ]
d.	Strongly Disagreed  	[  ]
e.	Uncertain 			[  ]
3. Does years of experience influence the recruitment and retention of teachers in Akwa-ibom state ?
a.	Strongly agreed		[  ]
b.	Agreed			[  ]
c.	Disagreed			[  ]
d.	Strongly Disagreed  	[  ]
e.	Uncertain 			[  ]
4. Does income level influence the recruitment and retention of teachers in Akwa-ibom state ?
a.	Strongly agreed		[  ]
b.	Agreed			[  ]
c.	Disagreed			[  ]
d.	Strongly Disagreed  	[  ]
e.	Uncertain 			[  ]
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