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Abstract

This paper attempts to highlight the issues of agricultural science teachers’ retention in
public secondary schools in Akwa Ibom State. It examines retention and work
environment. It also discusses the issues of teacher’s status, salary, morale and their
value in the society and acknowledges that teachers are not getting a deserved pat at the
back for their contribution to educational and national development.

Introduction

It is the goal of the secondary school system in Akwa Ibom State to provide
quality education in agriculture to every student. To do so requires adequate supply of
competent individuals who are willing and able to serve as agricultural science teachers.
Despite the number of agricultural science teachers trained by the Universities and
Colleges of Education to provide quality instructions to students, their numbers keep
dwindling year after year.

The problem of teaching Agricultural Science in Akwa lbom State secondary
school is not in the adequacy of the supply of teachers but the teachers in the system do
not remain on the job. Oftentimes the realization of the dual aims of recruiting and
retaining teachers becomes difficult because of the high rate of attrition. Teachers’
attrition in this context refers to the voluntary withdrawal of agricultural science teachers
from teaching job to other occupations.
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Over the years, there has been a steady attrition of Agricultural Science teachers
to other sectors of the economy in search for greener pastures. Henke, Zahn and Carrol
(2001) observed an attrition rate of 18% among college graduates who entered teaching
in 1997 in United State of America. Teacher’s attrition, if allowed can negatively affect
the cohesiveness and effectiveness of school communities by disrupting educational
programmes and professional relationships intended to improve students learning (Otu,
1998; Ingersol, 2003; Ikpe, 2005).

Kelly (2004) and Ingersol (2003) observed differently that Agricultural Science
teachers leave their job for personal reasons such as the desire for career change or
family pressures but many organizational conditions are part of the story. This scenario
impacted negatively on the stability and retention of Agricultural Science teachers.
Experience by the researchers indicated that most Agricultural Science teachers leave
the school system without notifying the state government, thereby causing disruption of
organized academic activities on the school system. This trend is likely to continue if
nothing is done to stop the mass exodus of Agricultural Science teachers from the school
system.

The situation in Ibesikpo Asutan Local Government Area as observed by the
researchers may be applicable to the other 30 Local Government Areas of the State as
Agricultural Science teachers generally manifest aversion and apathy to teaching as a
career. The desire for political positions in government gingers teachers to resign from
the classroom. The resultant effect of this is the declining engagement in instructional
delivery and poor job performance among those who remain in the system. Teachers
seem to feel cheated, underpaid and made to work in insecure conditions without dignity
and self-esteem (Lassa, 1998; Ehiozuwa, 2005).

Table 1: No of Agricultural Science Teachers in Public Secondary Schools in
Akwa Ibom State.

Year Number of Agricultural Science Teacher

2000 543

2001 439

2002 403

2003 400

2004 381

2005 335

2006 316

Source: SSEB(2007).

Table 1 shows the number of qualified Agricultural Science teachers in Akwa
Ibom State Public secondary schools. It is deduced that the yearly decline in the number
of qualified Agricultural Science teachers, in the school system is mostly caused by the
steady attrition to other higher paying jobs, although retirements and death could also
contribute to the problem. This has resulted in the declining academic engagement of
those left behind due to overwhelming teaching load and overcrowded classroom.
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Agricultural Science teachers leaving the secondary school system could also be
attributed to poor motivation. It becomes necessary to find out what motivational
mechanisms could be put in place to ensure the retention of teachers in the secondary
school system for the teaching of Agricultural Science.

Who is Agricultural Science Teacher?

The Agricultural Science teacher is the one who perform the role of educating,
tutoring, directing, mentoring, coaching, training and advising the learners in the
learning situation related to agriculture discipline. Ekong (2003) described Agricultural
Science teachers as one who has received professional training in academic and
vocational programmes aimed at imparting knowledge and skills of practical values to
youths, both in and out of school.

An Agricultural Science teacher is an individual who has acquired professional
training in Agricultural Education at an appropriate level (College of Education and
University) and capable of imparting knowledge, attitudes and skills to the learners,
(Ekong & Okon, 2002). Agricultural Science teacher is therefore the heart and key
factor in the success of the students in the acquisition of relevant knowledge and skills in
the field of agriculture. He provides guidance, placement and follow-up services to
students. He plans and execute Agricultural Science instruction with due considerations
to varying capabilities and behaviour pattern of the students. He also plays the role of
the public relation personnel by liaising between the schools and the community
exposing them to modern farm operations and methods.

In their opinion Roberts, Dorley, Harlin and Morphrey (2006) described an
Agricultural Science teacher as a facilitator of students projects, adviser to student
organizations as well as a planner and operator of Agricultural Science programmes.
Since the teaching of Agricultural Science extends beyond the classroom, he must have
the practical know-how of some of the modern equipment used for agricultural
puUrposes.

What is Agricultural Science?

Agricultural Science is a vocational subject at the senior secondary school level
and is aimed at providing technical knowledge and vocational skills for agricultural,
commercial and economic development (NPE, 2004). At the Junior Secondary school, it
is taught as practical Agriculture. In other word, it is a core vocational subject in the
curriculum of the 6-3-3-4 system of education: Agricultural Science is designed to teach
students practical skills, knowledge and competences at the various agricultural aspects
such as crop production, livestock husbandry, marketing, distribution, processing,
storage and preservation that would make students develop positive attitude toward
agricultural occupations.

Agricultural Science programme at the secondary school level is directed
towards satisfying the needs of in-school youths with the objectives of acquisition of
relevant entrepreneurial skills to become self-employed, self-reliant and self-sustaining
in the society. Specifically, the broad objectives of Agricultural Science at secondary
school according to NERDC (2007), are:
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- To stimulate and sustain student interest in agriculture.

- To enable students acquire knowledge and skills in agriculture.

- To enable students apply the knowledge and skills acquired to meet societal
needs.

- To take advantage of numerous career opportunities offered by agriculture
and become fully prepared for further studies in agriculture.

In order to achieve these objectives, the curriculum content of Agricultural
Science as taught at the senior secondary level consists of major concepts of crop and
animal production and protection, agricultural economics agricultural extension and
finance, fisheries, agricultural ecology and agricultural mechanization. NERDC also
recommended that each school should establish a school farm as a field laboratory for
the training of basic education learners in practical agricultural skills.

Agricultural Science Teachers Attrition

The issue of teachers’ attrition has become one of national concern because
retaining Agricultural Science teachers is a far larger problem than training new ones. In
Akwa Ibom State the main problem is not producing new agricultural science teachers
but an exodus of those on the profession. This situation is caused largely by poor
working conditions and uncompetitive salary (Loeb, Darling-Hammond & Luczak,
2005).

Ingersoll (2003) found that 39% of the teachers leave the teaching profession in
pursuit of new jobs, while 29% leave their job due to dissatisfaction. This dissatisfaction
has been shown to be contributed by demographics regarding the organizational
structure and leadership. However, many forces drive the issue of attrition in Akwa
Ibom State school system among which are salary, working environment and social
recognition of Agricultural Science teachers.

Agricultural Science Teachers Working Environment and their Job Retention

There is no doubt that improvements in the physical teaching environment
would greatly enhance the work and effectiveness of a teacher. Most structures in public
secondary schools in Akwa Ibom State were built between 1970’s and early 1980°s.
Buildings in these schools are now without good roofs and adequate space that are
necessary for effective teaching and learning.

Agricultural Science teachers’ working environment as used in this study can be
collectively defined as the entire school plant or educational facilities such as blocks of
classrooms, staff rooms, laboratories, workshops, libraries, and audio-visual aids. It also
includes playgrounds, storage space, school farm which the Agricultural Science
teachers and their students utilize for teaching and learning experiences. It is believed
that the environment of an institution has vital influence on the total development of the
people. Aderounmu (2006) had suggested that in locating vocational and technical
institutions, priority should be accorded to sites that are adequate in size, easily
accessible from a major road, and free from distracting noise and hazards. He stated
further that availability of constant water supply and electricity (prefereably through the
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National Grid) should be given important consideration, as these are very essential for
practical work and teachers’ comfort.

Quality Agricultural Science teaching and learning according to Oludare (2006),
require sufficient classroom and laboratories, school farms, adequate curriculum
resources, modern hand and machine tools and manageable class sizes. Availability of
these educational inputs determines, to a large extent, the quality of educational
outcome. More so, considerable research evidence has shown that the quality of teachers
working environment influences teachers’ turnover, retention and attrition.

In Akwa Ibom State there is an increasing population of public secondary
schools and students. These schools are over-populated especially in the urban areas
with inadequate human, material and financial resources. As a result, effective
instructional and learning activities cannot be carried out in such conditions. Also, in the
state a cursory look at most public schools reveals that there are inadequate provisions of
Agricultural Science laboratories, school farms and classrooms, workshops, relevant
books, well equipped libraries and professionally sound and enduringly committed
school personnel to support teaching and learning situation. It is this absolute neglect in
improving teachers working environment through the provision of necessary materials
and funds that has contributed to Agricultural Science teachers brief stay on teaching
and also worsened the quality of education as reflected in the results of public
examinations taken by Agricultural Science students.

In their own study, Corcoran, Walker and White (1988) found that the working
environment of Agricultural Science teachers is marginal and would not be tolerated by
any other profession. They concluded that the school physical environment is
substandard because of lack of maintenance and repair. Contributing on this issues
Gyuse (2009) observed that:

Teachers in many schools have no desk to sit and work and teachers have to
contend with non-existent or ill-equipped laboratories and workshop. While
teaching materials are in short supply, students often do not have text books
and in many school, libraries do not exist. It is not unusual to have more than
100 students in a classroom designed to hold not more than 40 with no desk or
chairs thereby forcing students to sit on any available contraption including
broken block. Hence many teachers simply quit the system.(p.4)

Otu (2006) had cautioned that secondary schools cannot be effectively
organized unless Agricultural Science teachers find satisfaction in their work. She
stressed that it is the major responsibility of the school Heads to create a school climate
which is conducive for a high degree of teachers satisfaction and retention. School
climate in this context refers to the prevailing quality and style of how people relate to
one another.

From the theories of motivation, a man tends to work well when he is happy
within the environment of his work. This means that the physical facilities in which the
person works must be both comfortable and secure; the people with whom he works
should be friendly and capable of creating a good social atmosphere for interaction
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among the workers. The machines, tools and equipment with which he performs his duty
must be safe and secure for his use (Nwachukwu,1988).

Salary

Some Agricultural Science teachers abandon their work because they are
dissatisfied with their salaries. Teachers, especially Agricultural Science teachers, leave
for higher paying jobs in other profession. Although teachers salaries have improved in
recent years, they remain low compared to those of other similarly-educated workers.
Overall, Akwa Ibom State teachers earn much less than other workers with the same
level of education and experience at the federal and private sectors.

Psychologists have recognized for a long time that satisfaction of needs is the
motivation behind all actions. This satisfaction or reward might be in the form money,
promotion, acceptance, receipt of information or the feeling that comes from doing a job
(Babcock, 2005). According to Rebore (2007), the basic philosophy underlying pay
system for teachers is compensation for services rendered in the form of salary and
fringe benefits. Agricultural Science teachers salary is the statutory income payable to
them at the end of every month. Money stimulates an individual to put in more efforts
because money or pay is used in fulfilling individual needs.

One factor responsible for Agricultural Science teacher’s retention, as explained
by Guarino, Santilanez and Daley (2006), is that individuals will become or remain
teachers if teaching represents the most attractive activity to pursue among all activities
available to them. A job is attractive and desirable in terms of ease of entry and overall
compensation. Overall compensation in this context refers, not only to salaries and
benefits but also, to other types of reward derived from teaching that can be grouped or
described under the heading of “working conditions” or personal satisfactions. These
elements of attractiveness are the policy incentives that can be manipulated at the
schools and state levels to keep Agricultural Science teacher supply in line with
student’s enrolments, class size targets and teaching load norms or standard. In their
opinion Ehrenberg and Smith (1997) suggested that the willingness of individuals to
obtain the necessary qualifications and work as teachers depends on the desirability of
the teaching profession relative to alternative opportunities. Individuals, they continued,
compare the overall compensation — salaries, benefits, working conditions and various
forms of rewards offered by teaching with those offered by other jobs or activities
available to them.

On the movement of Agricultural Science teachers to other occupation, Ingersol
(2003) reported that job dissatisfaction is the most important reason why Agricultural
Science teachers leave the profession. He also stated that the most frequently reported
causes of job dissatisfaction are low salaries, lack of support from school administration
and student discipline problems. Johnson and Birkeland (2003) noted that Agricultural
Science teachers who left teaching within three years period mentioned low pay and lack
of prestige as factors in their decision to leave. In a series of national studies conducted
in United State of America, lack of collegial and administrative support, students
misbehaviour and disinterest, insufficient salary, lack of teacher autonomy, unreasonable
teaching assignment, lack of professional development opportunities and inadequate
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allocation of time, all contributed to the turnover of teachers (Ingersol, 2003; Kelly,
2004; Luekens, Lyter, & Fox, 2004).

Social Issues

Other problems that negatively affect Agricultural Science teacher retention
may be classified as social and it includes teachers status, morale and their value rating
in the community. It is no longer news that Agricultural Science teachers in Nigeria
today are being looked down upon by other professionals. Teaching profession is no
more a force to be reckoned with. The society seems to place more emphasis on
materialism in stratifying one’s position in the society. Teachers are no more considered
as symbol of honour, integrity, prestige and astute leadership in the community
(Wokocha, 2002). This unpalatable state of affairs tends to dampen the enthusiasm of
many Agriculture Science teachers and has also eroded their self esteem and confidence.

Furthermore, to be rated as having high status, one has to be part of the vocation
or profession that command the prestige of exclusivity and high intellectual acumen. At
present, the people who are getting all the recognitions and making a lot of money
quickly are the politicians, Nollywood actors and sportsmen; while teachers who work
hard in schools as counselors, pastors, disciplinarians, fathers, mothers and judges are
poorly paid and get no recognitions whatsoever (Gyuse, 2009; Achimugu, 2005). As a
result, Agricultural Science teachers are still groping in the dark for appropriate strategy
out of the present degrading and gloomy conditions while those who could not cope seek
for greener pastures elsewhere.

Measures to Reduce Agricultural Science Teachers Attrition

Measures to ensure Agricultural Science teachers retention call for
establishment of a reward system for compensating the Agricultural Science teachers for
good performance in their jobs. In this regard, it does not concern introducing
performance payment for Agricultural Science teachers but involves rewarding or
recognizing them for their achievement both formally and informally. This can be
achieved through establishment of leadership positions in which Agricultural Science
teachers will be rewarded with position according to their achievement. Establishment of
position like lead teacher, mentor, team leaders, representative and others will help the
Agricultural Science teachers feel as being part of the teaching system and then work as
a team in achieving the system set goals and objectives.

Since most Agricultural Science teachers left the teaching profession for other
profession which provided them with professional development, it therefore means that
there is lack of professional development in schools. Hence, school principals have not
been able to help teachers to develop their profession in line with teaching career.
Therefore principals should provide training opportunities for Agricultural Science
teacher who can be identified as having potential leadership skills. This will help them
move up the ladder of administration.
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Conclusion

This paper attempted to highlight issues and conditions that negatively affect
Agricultural Science teachers retention in the secondary school system. Based on the
authors’ experience in the field and extensive literature research the conclusion is that
teaching profession would continue to lose its best brains to other professions if nothing
is done by government and the society to address the aforementioned issues. When the
issues discussed in this paper on retention of Agricultural Science teachers are given
adequate consideration and positive responses, there would be stability in the secondary
school system and investment made in the sector will be realized.
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