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FOREWORD

The portfolio for the Professional Doctorate program has two parts. Volume 1 of the

Portfolio is the research component. Volume 2 is the course work component.

The research project in Volume 1 is a structured report contains nine chapters: a

reference section and related appendices. A summary of the project is shown in the

Abstract.

Volume 2 provides the work completed for the coursework component. Six
assignments that include the research proposal are presented. As well all

documentation concerning ethical clearance for the research is provided.
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ABSTRACT

This research aims to identify the factors that attract and the factors that prevent the
participation of male Emirati teachers in Abu Dhabi schools. The research also aims to
identify the critical factors that can increase retention and attraction of male Emirati
teachers in Abu Dhabi schools. In addition, this research will be used to propose an
action plan that can be implemented by ADEC (Abu Dhabi Education Council) in order
to enhance the participation, attraction and retention of male Emirati teachers in the

education system.
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CHAPTER 1

INTRODUCTION

1.1 Introduction

Abu Dhabi is providing educational leadership for the Emirates that comprise the United Arab
Emirates (UAE). Abu Dhabi is the capital and most populous Emirate, To provide educational
leadership within Abu Dhabi and for the entire UAE, the Abu Dhabi Education Couneil
(ADEC) was established in 2004. One of the reasons for its establishment was to develop the
education system and manage the considerable investment being made in the Abu Dhahi, and
the wider Emirati, education system. As part of its diversification strategy, the Abu Dhabi
government is investing in human capital 1o prepare for a future that will require a highly
skilled workforce. This investment in education and human capital is recent, and the education

sysiem is undergoing rapid and large scale change.

Currently, non-Emirati teachers provide the majority of teachers in Abu Dhabi and the other
Emirate states. The nationalities represented in these non-Emirati teachers (in order of highest
to lowest representation) are Egvptian, Jordanian, Syrian, Sudanese, Iragi, Tunisian, Moroccan
and Lebanese, These non-Emimati teachers have plaved an important role in staffing an
expanding Abu Dhabi education system. However, non-Emirati teachers reflect the cultures
and traditions of their own societies. As a result, they are unable to promote Emirati identity

and culture in an Abu Dhabi educational context.

ADEC has determined that, to encourage the development of Emirati culture, new wayvs need

to be found to encourage Emirati males to be attracted to and retained in the education system.
The research project explores the factors and issues that can influence attraction and retention
of Emirati male teachers in schools, as well strategics that can be used to build policies for

attracting and retaining such teachers.
1.2 Background

Currently, the majority of Emirati teachers are females, as teaching is a popular career choice
for Abu Dhabi females. This career choice is encouraged in many families and, in most other
countries; teaching is an occupation that has been feminised. It 1s only in the last ten vears that
Emirati males have been attracted to the teaching profession. However, the number of Emirati

females entering the teaching profession has increased significantly, and they represent a
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majority of teachers in the Emirate’s teaching workforce. There has been no associated
increase in the proportion of male Emirati teachers in the last decade (Al Bayan, 2008).

One of the consistent issues and problems in the development of Abu Dhabi’s education
systemn is the lack of male Emirati teachers. Emirati teachers carry with them Emirati culture.
This culture includes the traditional understandings of what it means to be Emirati; a cultural
tradition that goes back thousands of years; an understanding of Emirati students and their
behaviour, family and social context. As well, each Emirate has a slightly different culture.
This difference has a significant impact on student behaviour and family life. Emirati teachers
are aware of these differences and their impact on Emirat students. The Abu Dhabi education

systemn wishes to preserve its rich culture, and introduce new generations Lo the society and the
Emirate’s way of life. As a result, there is a need to attract and retain Emirati males to teaching

to preserve the shared understandings of the Emirati culture, Attracting and retaining Emirati
teachers is also a key part of the Emiratisation of the educational sector in Abu Dhabi, and is
one of the strategic objectives that the Abu Dhabi Education Council is seeking to achieve in

developing the education system.

Specifically, this research will identify and examine the factors and issues that can influence
attraction and retention of Emirati male teachers in schools; as well strategies that can be used
L build policies for attracting and retaining such teachers. The results are then intended to be
used by ADEC to develop human resource plans as a springboard for the future; to overcome

the problems created by having few Emirati male teachers in the teaching force,

1.2.1 The research problem
This research is concerned with attracting and retaining male Emirati teachers in Emirati
schools, According to current ADEC (2009) research, there is at present within the Emirati
schools system:
o A significant and increasing Emirati gender gap in teaching;
o  [fficulty in attracting male Emirati teachers;
= A growing dnfl of students from slate to private schools; and

 Lack of male Emirati cultural transmission to the new generation of Emirati boys.
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As well, there is a perception by the Abu Dhabi Supreme Council that there is a significant
ctudent achievement gap between Government schools and private schools. As well, the lack
of male Emirati teachers is seen to reduce the effectiveness of the process of Emiratisation of

the education svstem.

The United Arab Emirates (LUAE) is an emerging economy that is investing heavily in
education. According to the Abu Dhabi Education Council (2008) a main priority is the

increased participation of Emirate citizens in the teaching process,

Emiratisation is the process of replacing expatriates with Emirati nationals in different fields.
Edugation is one of the methods by which nations achieve their development and sustain their
national heritage. Education is entical to the implementation of the Emimatisation process.
Sheikh Khalifa bin Zayed Al Nahyan (2009), President of the United Arab Emirates and Ruler
of Abu Dhabi, defined education as “a pillar that will enable Abu Dhabi to meet standards of
excellence achieved in the most highly educated countries of the world™ Abu Dhabi
Crovernment, (2009),

The UAE has progressed with efforts towards ensuring high literacy rates: putting in place a
moden education system reflecting international standards; and increasing women's
participation in education and society. As a result, the UAE devotes about

25 percent of total federal government spending to education. In part, this is due to the fact
that, currently, the UAE has one of the lowest pupil-to-teacher ratios (15:1) in the world.

In implementing Emiratisation, the Abu Dhabi Education Council (ADEC) has a critical role.
In respect of teacher attraction and retention, ADEC (2009) developed plans to persuade
parents to encourage their sons to join the teaching profession by offerning incentives, such as:

® Salary increases;

* |ncreasing moral support for teachers by government;

*  Developing more suitable learning environments for students and teachers;

* Reducing teacher workload;

* [Increasing offers of guidance and counseling for families to encourage them to consider

choosing teaching as a protession:
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e Increasing media support of teachers through cultural programs on the role of teachers
in society; and

e Providing government support to all those men who choose teaching as a profession.
1.3 Rationale and Significance

There is no documented research in the Emirates’ context that has addressed the problems and
issues in aftracting and retaining male Emirati teachers. To solve the research problem it is

necessary to identify the factors and issues that may affect male Emirati teacher attraction and

retention.

Male Emirati teachers are likely to promote Emiratisation in the classroom; to share knowledge
about Emirati society with students; and to provide momentum 1o pass on the society’s values
to the younger generation. [t is, therefore, critically important to train well prepared Emirata

male teachers,

This research explores the reasons behind the low participation of Emirate males in the
education system. as well as reasons for the difficulties that new male teachers encounter. As
well, this research explores the difficulties of Emiratisation in the education system, with

specific reference to ways of increasing the proportion of male Emirati teachers.

The significance of the research is that it is the first time that such research has been
undertaken in the Abu Dhabi context. In this respect, the results from this research can be used
to present knowledge and insights to ADEC that can form the basis for strategies to attract

male teachers and to increase Emirati male teacher retention.

1.4 Aim

The central aim of the research is to explore attraction and retention of Emirati teachers in Abu
Dhabi schools. Specifically, this research aims to identify the factors that attract and the factors
that prevent the participation of male Emirati teachers in schools in Abu Dhabi, It also aims to
identify the critical factors that influence retention and attract male Emirati teachers to schools

in Abu Dhabi. These aims are directed toward research outcomes that can be used 1o:
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s contribute to solutions to the problem of low participation by male Emirati teachers in

the education system of Abu Dhabi;
s develop strategies to be implemented by ADEC in the context of the “Emiratisation” of

the education system; and

s generate policies that propose solutions to the problems of attracting and retaining male

Emirati teachers.

1.5 Research Questions

To address the aims noted above, the following research gquestions have been developed.

R{) 1 What are the critical factors in retaining male Emirati teachers in ADEC
schools?
RE 1.1 What cultural issues affect retention of male Emirari teachers?
RO 1.2 Whar rele do schools and the incentives in the education system play in the

retention of male Emirati teachers?

R()2 What are the critical factors in attracting male Emirati teachers to the ADEC
schools?
RO 21 Whar cultural issues affect atiraction of male Emirari teachers?

RO 2.2 How can we conceptualise Emirati participation in teaching in Abu Dhabi?

RO 3 What policies could ADEC implement to attract and retain male Emirati teachers
in boys® middle schools in Abu Dhahi?
RO 3.1 Whar palicies have been developed internationally to attract and retain male
teachers?
RQ 3.2 Which of these policies can be applied to the cultural context of the UAE s
educarion system?
RQ 4 What strategies could the Abu Dhabi Education Council (ADEC) develop to
attract and retain male Emirati teachers in schools in Abu Dhahi?
RO 4.1 What strategies have been developed to attract and retain Emirati male

teachers?
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R(} 5 How does the structure and leadership of Emirati families influence career
choice?
RQ 5.} How are career decistons made in Emirati fomilles?

R} 5.2 How da Emirati families interpret social and economic incentives in

educational employment?

1.6 Research objectives

To address each of the research questions required the following objectives to be met,
1. Undertake a review of the international literature to identify the factors and issues that
may influence attraction and retention of males in teaching. This will include:
1.1 a review of the literature that focuses on [actors and 1ssues in male teacher
attraction and retention (R 2.7) and;
1.2 a review of the intemnational policy literature on teacher attraction and
retention (R 3)
2. Examine the literature and government policy from ADEC to establish new strategies that
could be used to attract and retain male Emirati teachers. These will include:
2.1 policies for attracting and retaining teachers; (RO 3.1)
2.2 areview of current studies on Emiratisation in the workforee; (RG 2.1)
2.3 investigate the current state of the Emirati teaching service; (RQ 3)
2.4 identify the eritical factors in Emirati career decision making; (RO 2.2}
2.5 investigate the nature of Emirati family leadership and communication and its
relationship to a teaching career choice (RO 5.1)
3. Survey teachers to explore the family and personal decision making process among
Emirati males in joining or leaving teaching. This includes Emirati culturally based Afbarza
and Lega to explore the social and cultural aspects of teachers” decisions to join or leave
teaching (RQI&RO 1.2, ROS)
3.1 Albarza and Lega investigate the social and cultursl aspects of decisions to join or
leave teaching (RQ1 & ROQ1.2, RQ3).
4. Interview family members through Emirati communication channels to explore ways that
males can be attracted to the teaching profession.
3. Use the analysis of data to penerate a framework and puidelines that ean be used to

address the existing problems concerning male teachers” employment; (RQ4)
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5.1 Propose strategies and policies that will address current problems of teacher

retention: (R 3.1)

1.7 Scope and limitation

The research is confined to male teachers in Abu Dhabi. [t explores the attraction and retention
of Fmirati male teachers in the profession and the reasons male teachers leave the profession.
This then is the scope of the research.

The following limitations of the research are noted:

# The study only concerns the attraction and retention of teachers in ADEC schools.
Therefore, the findings of the studv cannot be applied to all schools in Abu Dhahbi, nor
all those in the UAE,

s The data collection is confined to only three groups of respondents. This is a limitation
as the sample is not representative of the entire range of teachers in schools, nor that of
families in the community. The views of other groups in the education sector are not
canvassed, eg. school principals, female teachers, ADEC personnel; and

# The research has assumed that the samples in each group are representative of all those

in the potential sample. However, this may not be the case.

1.8 Chapter structure

Chapter I - Introduction

This chapter will introduce aspects of teacher retention and attraction in the Emirati
context, The chapter will also define the scope of the research, and state the significance
and rationale for undertaking the project. It will also state the aims and objectives and the

research guestions. It will then conclude with an outline of the structure of this project.

Chapter 2 — Characteristics of the context of the study
I'his chapter puts the research into context through a discussion of the literature, with
particular reference to the Emirates and Abu Dhabi. Factors that may affect retention

and attraction of male teachers are to be identified and used to inform the research.

Chapter 3 — Literature review
This chapter details selection of the research design and of the project methodology to be
used 1o examine the stated research guestions. This chapter will introduce the Emirati

communication strategies developed in this research, and the way that Albarza and Lega,
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contribute to the collection of eritical cultural data at the focus of the research guestions.

These chapters will also overview the questionnaires developed and the strengths of this

method of data analysis.

Chapter 4 - Results and discussion
This chapter is devoted to the description of the results from the data analysis. Data

callection results will be explained with respect to the original research questions.

Chapter 5 — Instrument design and development

This chapter outlines the design and development of the research instruments used in this
research project. [t then details the development of the culturally appropriate Albaza and
Lega communication research methods that are a feature of the research.

Chapter 6 — Results
This chapter presents the findings of the study, their implications and will then conclude

with some recommendations. Emergent themes in the analysis phase are considered in
terms of a set of factors that are entical toward developing a frmamework and guidelines

that address retention and attraction of Emirati male teachers.

Chaprer 7 —Discussion of results
This chapter considers the results in relation to the research gquestions presented in
chapter 1. The results are interpreted and the findings considered in terms of the state

research questions.

Chapter 8 — Conclusion and recommenduaiions
This chapter presents the overall conclusions of the study. Tt will also provide a context
for the development of strategies and policies and outline future research to inform and

provide new insights into this area of study and research.

Chapter 9 - Reflection

This chapter documents the professional research journey undertaken in this professional
doctorate. The reflection highlights my interpretation of the current literature in this area
and its weaknesses and strengths and details my increased understanding of both the
research and the research area as the research unfolded. The reflection also documents
the way that my understanding of Emirati research and culture are at the eore of
educational research in Abu Dhabi.
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CHARACTERISITICS OF THE CONTEXT OF THE STUDY

2.1 Introduction

Education policy in Abu Dhabi is developed by the Abu Dhabi Education Council (ADEC).
ADEC was established in 2005 and manages the school system in three education zones in
Abu Dhabi; Abu Dhabi, Al Ain and Western.

ADEC provides the education system 1n Abu Dhabi, develops educational policies, curriculum,
assesement and school funding procedures. ADEC seeks to improve and develop the school
system to allow students to enhance achievement and outcomes. ADEC particularly seeks to
create an educational system to meet international standards as reflected in the OECD

societies. In 2011 for the first time Abu Dhabi will participate in the OECD PISA (Program

for International Student Evaluation) student assessment.

2.2 Overview of the school system

The UAE has achieved much in the field of education in building a comprehensive education
system in & very short time frame. The momentum in this investment in human capital stems
from a real awareness that constant updating of policy and continual investment in
infrastructure is required to ensure that graduates are properly equipped to enter the workforce
and assist the development of Abu Dhabi and the UAE. Primary and secondary education is
provided for all UAE citizens.

The existing educational structure, which was established in the early 1970s, is a four-tier

system, covering 14 years of education,

Education is compulsory through to the ninth grade, although this requirement is not enforced.
Government policy is to provide stafffstudent ratios of 1:20 at kindergarten and primary levels;
and 1:15 at intermediate and secondary levels. The current staffistudent ratios are well within

this range, Table 2.1 provides summary details of the schooling structure in Abu Dhabi.
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Table 2.1 Schooling structure in Abu Dhabi and the UAE

No | Grade Age
1 Kindergarten | 4-6

Primary 6-12

Preparatory | 12-13

e | Ged| Bed

Secondary 15-18

Source: MOE 2009

Young children commence school in Kindergarten approximately at the age of four and a half.
In 2006, primary school participation rates were 85% of males, and 82% of females. 97% of
school entrants at Kindergarten reach 5th grade (UNICEF, 2006). Secondary school enrolment
figures are lower than those for primary school, with retention rates at 62% for males, although
retention is higher for females, at 66% (UNICEF, 2006).

In 20045 approximately 10% percent of students in grades one through from grade one 1o
five, and 8.3% percent of students in grades six through from grades six to nine did not
complete their education;. This rate rose to 9.3% percent in grades 10-12 (LINICEF, 2006),

1.3 Education system governance initiatives

In the education sector, the strategic plan of the UAE is to improve the quality and level of
education, so that UAE students can better contribute to the country’s development, as detailed
in the Abu Dhabi Policy Agenda (Abu Dhabi Government, 2009). The policy indicates that the
development goals of the United Arab Emirates will be achieved only with the support of a
sophisticated and entrepreneurial workforce, In order to meet standards of excellence achieved
in the OECD countries, a series of reforms is 10 be implemented o allow Abu Dhabi to evolve
as an education centre for the Emirates and the region. The reform effort has begun with
administrative restructuring so that the Government reduces its role in the direct provision of

educational services and strengthens the private sector to deliver more educational services on
its behalf,
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The current governance strategy 1s focused on the government becoming a regulator and
supervisor of an education system with newly created standards, matching the world's best

educational practices.

In relation to attracting and retaining Emirati teachers, the success of this strategy will require
increased participation of Emirati nationals in teaching and educational administration. A key
feature of the educational policies promoted by ADEC is to increase the proportion of Emirati
teachers in general and male Emirati teachers specifically. A key measure and indicator of the
sucoess of the ADEC polices and governance will be the extent to which Emirati teachers will
comprise a larger proportion of the teaching service in Abu Dhabi and the UAE.

2.4 Teachers in Abu Dhabi

Table 2.2 provides data on the size, ethnicity and gender composition of the UAE government

school teaching service,

Tahle 2.2 Size, ethnicity and gender composition af the UAE government school
teaching force 2008

Teachers | Male | Female | Total

Non-Emirati | 5511 D423 14934 |

Emirati | 910 | 14095 | 15005 |

b= o e ——————— ——— —

| ISt Sl
Source; Ministry of Education 2008

The data shows that the number of male Emirati teachers in all schools is 910, representing
only 6% of all Emirati teachers. In comparison, the number of Emirati female teachers is
14095, or 94% (90 %4). In the non Government school sector in the UAE there are no male
Emirati teachers and only a few high profile Emirati female principals. The total number of
Emirati males in the educational leadership positions in the Government school system

(principals, senior administrators) in all 552 government schools about 301 (in 2008).

Table 2.3 illustrates the size, gender and ethnic composition of the Abu Dhabi government
school teaching service in all three educational zones in Abu Dhabi.

11
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Table 2.3 Size, ethnicity and gender composition of the Abu Dhabi government school

teaching force 2009
T e e e
Gender | | AlAin | Western ‘Total
e non e e  aE
| Female 2231 | 2,461 277 4,969
Emirati | Male 202 |42 24 847
[ Total 2,633 | 2,882 301 5,816
~ | Female 1,138 | 879 640 2,657
‘Non-
7 Male 1,696 | 1,794 580 4,070
Emirati
| Total 2,834 2,673 1,220 6,727
Grand Total 5467 | 5,555 1,521 12,543

Source: ADEC 2009

Table 2.3 clearly shows the small proportion of Emirati male teachers (in public schools) in the
three zones. In the Western zone male Emiratis comprise only 2 percent of the entire teaching
service or 1 Emirati male teacher per 3 schools. In Al Ain zone the proportion of male Emirati -
teachers is 7 percent, or 3 Emirati male teachers per school. In the Abu Dhabi zone male
Emirati teachers comprise only 7 percent of the entire teaching service, approximately 2.5 male
Emirati teachers per school. Teaching is a feminized profession in Abu Dhabi government and

non-Government schools.

Figure 2.1 below illustrates that in all three educational zones in the Government schools
females comprise over 90% of the Emirati teaching service. However, in the non-Emirati
teaching service female teachers comprise only 40 percent of the teaching service with many
more non-Emirati males than females as shown in Figure 2.2. This imbalance and the low
level of Emirati male participation in teaching is the most significant characteristic of the

composition of the Abu Dhabi teaching service.
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Figure 2.1 Emirati teacher gender composition

3,000

2,500

2,000

B Female

1,500
H Male

1,000
&

500

Abu Dhabi Al Ain Westren

Source: ADEC 2009

Figure 2.2 Non- Emirati teacher gender composition
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2.4.1 Teacher training and teacher professional development in Abu Dhabi

Teacher education can be a critical influence on teacher attrition and teacher retention. The

decisio
Jiterature review in Chapter 3. The decision to enter teaching can be linked to the decision to

n to enter teaching has been the subject of considerable research that is discussed in the

stay in teaching.

Teacher education can be critical in preparing new teachers realistically for the school and
social context of teaching, and in supporting new teachers entering the profession through

explication of career phases, pathways for professional preparation and certification.

Teacher education can provide high quality experiences for teachers that include induction and
staged and supported entry into the profession. To be employed as a teacher, potential teachers
must complete a minimum four year Bachelors degree and a minimum three month teacher
education training program. In Abu Dhabi and UAE, teacher training programs are planned by
ADEC. Taken after the Bachelors degree has been completed teacher education programs are
aimed to equip prospective national teachers with attitudes, knowledge, behaviors and skills
they require to enable them to performing different educational tasks in an effective manner in
classrooms, schools and in the community within which they live and interact. Training

national teachers will also help in retaining them.

National teacher training programs in Abu Dhabi are conducted within United Arab Emirates
University. All Emirati teachers have entered teaching through the United Arab Emirates

University teacher education program. Non-Emirati teachers must be four degree trained and
have teaching experience of three years to meet certification requirements to teach in all Abu

Dhabi schools.

Many international teacher training agencies and institutions and other Universities in Abu
Dhabi contribute to the teacher education program through providing elements and

components of training programs.

Central to the development of teacher expertise and professional experience is the role of
teacher professional development. As a relatively new education system, in the context of
significant new investment, ADEC aims to provide increased professional development

Opportunities for teachers to support their professional growth.
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Once teachers have commenced teaching teachers are selected for further training based on

reviews of their performance and recommendations received from Head Teachers or school

principals

Another important criterion for selecting teachers for further training is based on Abu Dhabi's
market needs. ADEC seeks to fill training gaps by announcing training on special topics, such
as behavior management. ADEC also provides salary and workload incentives for those
teachers who participate in further training. Around 10% of national teachers in Abu Dhabi are
encouraged to participate in regularly conducted training sessions.

Research has shown that schools who encourage further teacher training demonstrate improved

educational outcomes for students.
2.4.2 Teacher retention data

Abu Dhabi exhibits a unique teacher retention profile. For the last decade, approximately 120
Emirati male graduates are accepted into and graduate from the UAE teacher education
programs. These graduates commence teaching in Abu Dhabi government schools. ADEC
data shows that 50% of these male Emirati teachers leave teaching within 5 years of entering

service. Those male Emiratis retained in teaching after 5 years, tend to stay in teaching.

The retention pattern for Emirati female teachers is different. Approximately 250 female
Emirati graduates are accepted into and graduate from UAE teacher education programs and
commence teaching in Abu Dhabi Government schools. However, ADEC data shows that
only 20% of female Emiratis leave teaching within 5 years of service. 80% of female Emirati

teachers tend to stay in teaching.

This pattern of entry and retention has been consistent over a number of years. Exploring the
reasons for this pattern of attraction and retention is the source of this research. In particular
one of the most important issues to research is to know why qualified and experienced Emirati
male teachers are leaving the profession; and why so few are attracted to teaching in the first

place.

High quality teacher recruitment and retention is a national problem in the UAE. Abu Dhabi

needs to find quality teachers and retain them to impact the profession and provide the
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pecessary support so talented, experienced, dedicated and highly qualified teachers are

attracted and retained over the long term.

2.5 Conclusion

The UAE devotes 25% of total federal government spending to education. As a result, the
education system in the UAE is witnessing transformation; restructuring and expansion. New
strategic plans and projects are being launched by ADEC and the Ministry of Education, which

will help to meet the challenges of the new millennium and assist Abu Dhabi to achieve its

long-term goals.

As this chapter has shown, at the present time, the UAE suffers a high turnover of Emirati male
teachers. In a bid to resolve this chronic and serious problem of Emirati male teacher
attraction and high teacher turnover, ADEC wishes to prepare a plan to ensure Emirati male

teacher attraction and retention.
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LITERATURE REVIEW

3.1 Introduction

The aim of this study is to develop research that supports the attraction and retention of Emirati
male teachers. The research will be trans-disciplinary. It will explore incentives for teaching
and teacher supply and demand in the market for teaching in Abu Dhabi. It will also explore
the way that individuals within Emirati families gain knowledge of the teaching profession
(Emirates Foundation, 2009). This exploration will occur within the cultural framework of the
operation of an Emirati family. Incentives, expectancy values and career choices will be
scaffolded for the family; and interpreted and mediated by the wider family and its leadership
for individuals in Emirati culture. This family process of interpreting the incentives and values
of teaching reflects Emirati culture. As a result, the research will explore a range of paradigms
within the current research and literature; but also identify a trans-disciplinary framework
provided by the culture of the Emirati family. The purpose of the review is twofold:

e to examine the existing literature concerning attraction and retention of male

teachers, with a view of informing the research; and
e to provide an explanation of the context of the proposed research in terms of

Emiratisation.

The context of the research is the Abu Dhabi school system, and this review of the literature
commences with a consideration of the Emiratisation policy in Abu Dhabi, followed by an
exploration of a range of government policies that have been developed to attract and retain
teachers. The Abu Dhabi government’s Emiratisation policy that is currently being

implemented in the education system is also discussed.

3.2 Overview of the literature

There is a significant volume of research in the international literature that has explored the
attraction and retention of teachers and, more recently, that concerning male teachers. This
literature can be used to inform this research. This literature and its associated research has
been driven, in part, by the predictions of a teacher supply shortage in the OECD countries
(Dolton, 2006), problems in early career teacher retention (Hunt et al, 2003), and concerns that
not enough males are entering teaching and that teaching is becoming more feminised.

As a result, the OECD produced a major report, “Teachers matter: attracting, developing and

retaining effective teachers” (OECD, 2005).
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This report built on a number of new quantitative studies, conducted mostly in the discipline of
economics, and summarised by Dolton (2006) in the Handbook of the Economics of Education
2 (2006). The OECD report also reflected a number of qualitative studies on teacher attraction
and retention, associated with the publication of “No Dream Denied: A pledge to America’s
children”, published by the National Commission on Teaching and America’s Future (2003), a

body representing America’s leading teacher educators.

This literature review will concentrate on the following:
e The main factors that may influence attraction and retention from the perspectives
of a number of disciplines; and
e Gaps in the literature, particularly from an Abu Dhabi cultural perspective.
A summary review of the literature reveals that:
o the attraction and retention of teachers has been extensively researched across a
wide range of discipline areas;
o different paradigms have been used to explore teacher attraction and retention; and
e significant gaps in the literature can be identified, especially in the area of the

impact of Emirati cultural traditions on teaching as a career choice.

A recent review of research on retaining teachers of colour in the United States (Achinstein,
Ogawa and Sexton 2010) identified some general categories of influence that contribute to
teacher attraction and retention. In relation to attraction these categories include; the personal
and professional experiences of teachers, their home communities and their career phases and,
finally, their pathways to professional preparation and certification. In relation to school
contexts linked to retention, the categories included characteristics of the student body; the
schools’ financial, human and social capital linked to their teacher retention; and power

structures in schooling.

3.3 Paradigms and disciplines in the literature

From the review of the literature above the following conclusions can be made.

The factors that affect attraction include:

e Government support;

o Increased salary and financial remuneration;
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e Improved teaching conditions in schools; and
o The expectancy value of teaching;
o The role of status of teaching.
The factors that affect retention include
e Working conditions;
e Job satisfaction;
e Perceptions on the role and status of teaching;
e Financial incentives for teachers; and
e Supply and demand and salaries in other professions and the general

economy.

Despite the foregoing, it is noteworthy that most of the literature on attraction and retention is
from a Western perspective, employing western originated research questions and
methodologies. There are currently no published studies from an Arabic or Emirati perspective
that incorporates critical elements of Emirati or Arabic culture. Therefore, this review has

established that there is this gap in current research.

3.4 Approaches and disciplines for examining teacher attraction and
retention

A number of approaches or paradigms exist for exploring teacher attraction and retention.
Current literature from three of these disciplinary approaches are examined that can inform this

research.
3.4.1 Approaches from the discipline of economics

The dominant approach in the literature is represented by the discipline of economics.
Economists have considered teacher attraction and retention in terms of the structure of the
underlying market for teacher supply and demand. Furthermore, economists have utilised
methodologies that allow them to understand the forces impacting on the market for teachers
(Dolton, 2006). A key study reflecting this approach was conducted by Wooden, Webster and
Marks (2008). This research locates teacher attraction and retention within the framework of
incentives that reflect aspects of teacher supply and demand. The Wooden, Webster and
Marks’ study identifies salaries, conditions, wége compression and salary distribution as the

key explanatory variables influencing teacher attraction and retention.
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Key studies in this area have been published by Dolton (2006), the OECD (2005), Odden and
Kelley (1997) and Hanushek, Kain and Rivkin (1995).

In regard to male teachers, Horsley and Stokes (2005) also applied a salary analysis to teacher
attraction and retention. They developed data examining male teacher attraction and retention
by choosing teaching subjects with a high proportion of male teachers, and then analysing
salary relativities in these subject areas with cognate professions outside teaching. These
approaches reflect an economic paradigm. Horsley and Stokes (2005) claimed that the main
challenge for retaining the education workforce in NSW, Australia is the system of wage
determination for teachers in NSW. The study explored how teachers’ salaries were
comparable to those of other professions and professionals. This research has generally
assumed that teacher attraction and teacher retention are similar phenomena and that incentives

act on teacher attraction and retention in the same way.
3.4.2 Expectation/motivation paradigms

A contrasting paradigm to explain the decision to enter or leave teaching has been developed
through the research of Richardson and Watt (2006). Their research focuses on individual
motivations to explain why people chose to teach or leave teaching. In a series of publications
(Richardson and Watt, 2005, 2006, 2008) have developed an expectancy value model of career
decision making (Wigfield and Eccles 2002). This model construes entry to teaching as
reflecting positive pre-teaching experiences. This model is sourced from the discipline of
educational psychology, and the expectancy value methodology has been used previously to

explain how learners approach the learning of mathematics.

Richardson and Watt (2006) conducted a study on 1653 educational students enrolled at three
Australian universities. Their research explored career (attraction) motivation for individuals
choosing the teaching profession. The research concluded that the motivation for choosing
teaching as a profession is due to perceived teaching abilities, the intrinsic value of teaching

and the desire to make a social contribution, shape the future and work with children.

Richardson and Watt (2005) also conducted another study to explore the reasons behind
graduates’ decisions to pursue teaching as a career. A survey collected data about respondents’
reasons for choosing teaching as a career, with open-ended questions eliciting rich qualitative

data to elaborate on rating-scale responses. Richardson and Watt (2005) found five factors
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related to the choice of teaching as a career. These factors are related to social status, career fit,
prior considerations, financial reward and time for family.

In relation to expectations and motivation paradigms the key to attracting teachers is for
potential teachers to experience positive prior teaching and learning experiences, as well as a
desire for job security, job transferability and time for family (Watt and Richardson, 2008). In
addition, the research reported that pre-service teachers rated teaching as a highly satisfying

career, but perceived teaching as relatively low in social status, and as paying a low salary.

Although similar factors to attraction influence retention in the expectation motivation
paradigms, some of the attraction factors do not endure and decay. Difficult working
conditions, working with difficult children in isolated or hard to staff schools mean that
difficult professional features of teaching begin to outweigh the personal expectancies that lead

to the decision to enter teaching in the first place.
3.4.3 Career choice and personal development concerns

This literature indicates that career choice and career development, for most people is a long
process reflecting school and family factors and the economy and employment situation at the
time of leaving school and entering the workforce. Changes in school and higher education
polices, the opportunities for vocational education, and social and family influences all
contribute to individuals decisions to pursue certain careers and employment. Some young
people develop occupational foreclosure as a result of experiences and expectations of certain
types of employment. However, most young people’s career choices are shaped by the local

economy and its employment profile and educational opportunities and training possibilities.

Most career choices are taken during at toward the end of high school. Family and community
appear to see these decisions as an indication that students are planning for life beyond school
in the world of work. Decisions at this time are very important, as they can determine work

opportunities in the future.

The career choices that high school students make are affected by their maturity in choosing a
career path and by their perceptions of various professions. In addition, as alluded to earlier in
this Chapter, choosing a profession is not a simple process, and is influenced by many factors.
Knowledge and understanding may indicate a student’s suitability for a considered profession,

and influence the choice process (Watson, Quatman and Edler, 2002).
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This literature indicates that, concerning job choice, it is important to take the following issues
into consideration:
o Students should understand their strengths and weaknesses, both educationally and
personally. They need to understand that attairﬁng a job requires more than just
obtaining qualifications. It’s also about making the right choice. It is important for

students to assess their values and beliefs before choosing careers;

e Students should choose careers themselves, despite pressure from family and friends.
In other words, students should not choose careers just to please parents or other
relatives, although it is acknowledged that parents want the best for their children.

Others should keep in mind that students have to live with their choices (Katie, 2009);

e Students should collect the information necessary for career selection. This can involve
career experts, who may inform students about difficulties and challenges associated
with particular careers. This assists students to assess if they are mentally, emotionally
and physically suitable for various professions (Schwebel et al, 1996); and

e Teachers are important providers of career education.
3.4.4 Policy perspectives in the literature

The OECD (2005) published an international study of policies for attracting, developing and
retaining effective teachers in schools. The OECD reported that if teaching is not perceived as
an attractive profession, and teaching does not change in fundamental ways, there is a risk that
the quality of schools will decline. The OECD project focused on teacher policy issues in 25
countries: Australia; Austria; Belgium (Flemish Community); Belgium (French Community);
Canada (Quebec); Chile; Denmark; Finland; France; Germany; Greece; Hungary; Ireland;
Israel; Italy; Japan; Korea; Mexico; the Netherlands; Norway; the Slovak Republic; Spain;
Sweden; Switzerland; the United Kingdom and the United States.

The study revealed that there are differences among countries in their approaches to teacher
recruitment, teacher education, teacher pay and working conditions, teacher employment and
evaluation and career structures. Such an international analysis provides people in different
countries with an opportunity to learn rﬁore about themselves by examining their experiences
against those of other countries, as well as building evidence of the impact of differenf

approaches to teacher policy. The report recommended that the teaching profession needs to be
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ompetitive with other occupations in order to attract talented and motivated people. In
¢

ddition, there should be a strategy to improve the status of teaching in general. Moreover,
a g

more inc
research paradigms.

entives for teachers should be provided. The report surveyed studies from a variety of

3.5 The influence of traditions and customs in Emirate families in career
choice

The literature appears devoid of factors concerning family matters and issues that may
influence career choice and, particularly, the attraction and retention of teachers. This is an
aspect that, whilst not documented in the literature, could be a factor in Abu Dhabi and is
considered in this section. This gap arises from the western focus of the literature, and the way

that research questions and research methodologies reflect western cultural understandings

(Bishop, 2005).

The Emirate people enjoy customs and traditions with deep roots developed a long time ago,
inherited by generations from ancient times (Alkhaleej, 2009). One of these traditions is that
each family is represented by the head of family, who is directly responsible for major family
decisions (Zayed Bin Sultan Al-Nahyan, 2009). The head of the family maybe the father or
grandfather, or the eldest person in the family which usually consists of 10 to 30 people and, in
some cases, it may reach 100 or more. It is Emirati cultural practice that the head of the family
is responsible for all major decisions such as financial matters, living arrangements and
marriage and social networks (Alittihad, 2009). This responsibility extends to career and study
choice. Western conceptions of the nuclear family and the prime notion of individual choice
in careers is not reflective of the communal choice made by large extended families in non-

western cultural contexts (Bishop, 2005; Horsley and Walker, 2005)

The head of an Emirati family, usually the father, determines his sons’ futures through taking
decisions in planning, which includes education, choice of career specialization and profession
and future studies. In most, but not all cases, the father chooses his sons’ specialization, based
on his personal preferences, rather than the expressed wishes of children. Many of these
decisions are made without discussion (Abtsaam, 2008). In the Emirati cultural tradition most

children will follow the choice of the head of the family and comply with such decisions.
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These cultural traditions have a significant impact on the gender balance of the Emirati
teaching workforce. Traditionally, some parents choose special professions for their daughters,

such as teaching and nursing.

Many factors may influence the head of the family’s decision in planning the future of their
sons’ careers. Some of these factors include:
e The working conditions for each career or profession;
e The future vision of the career;
e Avoiding repetition of the same professions and careers in the family;
e Better opportunities for promotion in employment and access to higher
qualifications; '
e Community perception in regard to the career and profession and family;
and

e The closeness to the place of residence.

Most parents would rather not choose their sons’ future in the career of teaching due to:
e Perceived workload;
e Community perceptions of teachers;
e The belief that the teaching profession is for those who are unable to secure
entry to other professions; and

e Lack of financial incentives.

In circumstances where families promote teaching as a career, there is a great deal of success

for male teachers from these families.

In the area of teacher attraction and retention in Abu Dhabi, in some cases, individuals may
have chosen the teaching profession against the wishes of the head of the family. In these
circumstances, heads of families will continue to exert pressure to persuade family members to

leave the teaching profession.

It follows from the foregoing that this research deemed it necessary to explore how Emirati
families influence attraction and retention of teachers, and investigate the importance of their
roles in choosing teaching as a profession for their children, in particular, their sons. Moreover,
this research will examine the main reasons that make parents reject teaching as a profession -

for their children.
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3.6 Conclusion

The literature review has overviewed the literature on teacher attraction and retention. The
research reviewed has identified three different paradigms for investigating teacher attraction
and retention; incentives mostly developed from an economic perspective on supply and
demand conditions in teaching and other professions; an expectation and motivation model
pased on an expectancy value approach to explain the attraction of individuals to teaching and
their retention after gaining experience and a career approach reflecting research paradigms on
career development and career choice. All of these approaches to research on teacher attraction
and retention have employed a western epistemology that reflects individual agency and

decision making in explaining the decision to enter and stay in teaching.

However, a major conclusion of the literature review is that the cultural factors critical to
explaining career choice in an Emirate context have been neglected. Few studies of teacher
attraction and retention have been undertaken in more collective cultures where families are
very large and family decision making is more collective and decisions do not necessarily
reflect individual agency, but are determined by family authority and family leadership. These
factors in male teacher attraction and retention are important in Abu Dhabi and the other
Emirates that constitute the UAE. The research methodology and design explored in chapters
4 and 5 seek to identify the role of family and individual factors in explain male Emirati

teacher attraction and retention.
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investigate the social and cultural aspects of decisions to join or leave teaching. These tools

will help to establish issues that may effective attract and retain teaching.

42 Qualitative and quantitative research
4.2.1 Introduction

This section, following a brief overview of qualitative and quantitative approaches to research,

considers the case for using a mixed methodology for this research project. The researcher’s

position is then presented.
4.2.2 Defining qualitative and quantitative research

Quantitative and qualitative research approaches are based on different epistemological
assumptions about the nature of the investigated issue. According to Denzin and Lincoln
(2005), quantitative research methods measure and analyse casual relationships between
variables. Quantitative research is based on a positivism that supports empirical research. On
the other hand, qualitative research examines the process of assigning meanings in articulated
contexts. It is based on interpretation, taking into account that there exist many realities and
truths (Denzin and Lincoln 2005). Qualitative research is a field of inquiry that cuts across
disciplines and subject matters and aims to gather an in-depth understanding of human

behaviour and the reasons that govern such behaviour (Denzin and Lincoln 2005).

Lee (1994) insists that quantitative research methods derived from the natural sciences.
Quantitative research stresses objectivity, measurement, reliability and validity (Lee 1994) that
reflects the social sciences. Quantitative research, according to Lee (1992), has become
‘increasingly inadequate, especially in cross-cultural research. Attention has been devoted to a
search for effective alternatives, and this leads to the qualitative approach which emphasizes
the description of culture and meaning’. In some areas of the social sciences, such as
anthropology., qualitative research has long been the primary strategy for developing and
testing hypotheses. Qualitative research has, likewise, had a long history in education, dating
back at least to Barker's (1964) Large Schools, Small Schools project, which presented
overwhelming evidence of the benefits of small schools for the personal and social growth of
adolescents. In another sense, however, qualitative research in education is a new field. Recent
theorists have pointed out that, since human behaviour is complex, and often highly subjective,

interpretive research strategies are necessary to supplement traditional, quantitative educational

research (Erickson, 1986).
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New approaches in qualitative research reflected in the writings of Bishop (2005) and Horsley
(2007) argue that western approaches to qualitative research have ignored non- western
approaches to epistemology. In this respect, recent qualitative approaches to research

acknowledge non-western communication patterns and cultural structures in developing

qualitative research design.
4.2.3 Using quantitative and qualitative approaches

Quantitative and qualitative researchers have simply responded in different ways to the
challenge posed by the fact that experimental control, in the tradition of physics and biology, is
clearly impossible in education and the other social sciences. Quantitative researchers have
responded by developing or applying numerical data collection processes, research designs,
and statistical procedures that enable research and measurement in social sciences to parallel
closely the work of natural science researchers. According to Daly (1992) qualitative
researchers, on the other hand, have responded by using strategies focusing on the objective

analysis of subjective meaning.
4.2.4 Mixed methodology approach

This research used mixed methods to explore research questions, in order to address the
research questions stated in Chapter 1. This approach also allows the researcher to triangulate
data as much as possible. Items that are included in the questionnaires are used as the basis for

interviews, based on traditional communication patterns in Emirati culture.

The nature of this project requires that both closed and open ended instrument be adopted.
Questionnaires that use a Likert scale explore respondents’ general reactions to the items
investigated in the scale. A deeper probe of participants’ responses through a more open ended

approach occurs using the Lega and Albarza framed interview research.
4.2.5 The researcher’s position

Based on Section 4.2.2, using a mixed methods approach is most suited to this research for the
following two reasons. Firstly, there is a need for the researcher to obtain some base line data
about the problems and issues that are faced by all the participants, that is, teachers, families

and others in Abu Dhabi. This is done using questionnaires that explore the following matters:
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Reasons for leaving teaching ;

Reasons for choosing teaching as profession

4.3 Research Design

What is so different about being a male teacher in Abu Dhabi;

How a family influences Emirati males’ career choices.

Reasons for a family to influence the choice of teaching as a career; and

Based on the foregoing, the research design consists of 2 stages, as shown in Figure 4.1 below:

Figure 4.1: Research design

3 Questionnaires:
- teachers in teaching
- teachers who have
left the profession
- family perceptions

Interviews:
- Albarza
- Leqa

Quantitative
Data

Qualitative
Data

As can be seen from Figure 4.1, the research design includes the questionnaires and interviews

with teachers currently in the teaching profession, and teachers who have left the profession.

These research instruments were supplemented by Lega and Albarza with families who exert

cultural influences on the decision making processes of males joining and leaving the teaching

profession (see section 4.7).

Male Emirati teachers who resigned to establish other careers are provided the opportunity to

outline their reasons for leaving.
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4.4 Data collection instruments
4.4.1 Overview of questionnaires

This section provides an overview of the questionnaires and interviews used as data collection
methods for this research. Details concerning the design and development of the questionnaires

and interviews are presented in Chapter 5.

Table 4.1 shows the links between the questionnaire instruments and the variables and factors

being considered in this research.

Table 4.1: Questionnaires used

Variables Participation Characteristics | Instruments
1-Incentives/Working conditions Questionnaire
2-Culture/Frameworks Teachers currently in the for 150
3-Expectancy profession teachers in
4-Education policy (TQ-IP) ADEC schools
1-Incentives/Working conditions Questionnaire
2-Culture/Frameworks Teachers who have left the for 150
3-Expectancy profession teachers in
4-Education policy (TQ-LP) ADEC schools
1-Incentives/Working conditions | Family incentives in the Questionnaire
2-Culture/Frameworks teaching profession in for 75 families
3-Expectancy ADEC schools in Abu Dhabi
4-Education policy (FOAT)

The table above also identifies that the questionnaires will be used with three participant
groups:

e teachers currently in the profession;

e teachers who have left the profession; and

e families who have a family member in the teaching profession.

Table 4.1 presents and overview of the questionnaires used.
The variables that are examined are the same for each of the questionnaires, and were

identified in the literature review, as discussed in Chapter 3.
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nterview schedules were developed and used with the same groups listed in Section 4.4.2.

Table 4.2 presents an overview of variables used, participants’ characteristics and instruments

d. The remainder of this section will explain in greater detail the approach that was used.

= Table 4.2: Leqa and Albarza Interview schedules
W Participation Instruments
Characteristics
1-Incentives/Working conditions Albarza & Leqa for 150
2-Culture/Frameworks Teachers currently | teachers in ADEC schools
3-Expectancy in the profession
4-Education policy
1-Incentives/Working conditions Albarza & Leqa for 150
2-Culture/Frameworks Teachers who have | teachers in ADEC schools
3-Expectancy left the profession

4-Education policy

1-Incentives/Working conditions | Family incentives Albarza & Leqa for 75

2-Culture/Frameworks in the teaching families in Abu Dhabi
3-Expectancy profession in
4-Education policy ADEC schools

Questionnaires and interview results obtained from the various samples were used to explore

the variables influencing attraction and retention of male teachers in Abu Dhabi.

Ultimately, this exploration of these variables were analysed to develop data that can inform
human resources’ policy and practice in the area of male teacher attraction and retention. This

will allow the research to contribute to the following objectives:

® create a framework of guidelines that can be used to address the existing problems
concerning male teacher employment; and

® propose policies that will address the current problem of teacher retention.

4.4.2 Introduction to Albarza and Leqa

In some of the data collection, the interviews needed to conform to Leqa and Albarza cultural
norms. There is a strong case for this approach, supported by new developments in

epistemology and research. For example, research in the South Pacific (Tonga and Samoa) has
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ledto @ re-evaluation of research instruments and research methodology in the Pacific. In

particulaf the bounded nature of much western sourced and based qualitative research, its

disemp

Jed to the de
Taloanoa does not reflect western concepts of reliability and validity, but the researchers’

owering impact, and its neglect of the links between what is said and who said it have

velopment of a taloanoa approach in the Pacific to research methodologies.

understanding of and trust in the contribution of the group’s culture to wellbeing through

connectedness. In summary this approach to research:
e Avoids researchers retelling stories from their perspectives, making judgments and,
thus, appropriating the narrative

e Avoids ignoring loyalty, kin and spiritual and cultural order;

e Avoids ignoring the cultural order that affects the realities of everyday behaviour;

o Answers the question about who this research will benefit;

e Highlights potentiality;

e Promotes holistic intermingling of researchers’ emotions, knowledge and
experiences;

e Promotes the provision of space, time and conditions for co-construction of stories
and, hence, meaning that is culturally bound to the group involved in the
discussion;

e Promotes talking things over; being in possession of the oratory and verbal

negotiation required in Emirati culture; and

¢ Sees the participants select who should talk and decide what should be said?

The collective sociocultural base of experience is highlighted by this research approach. This

research approach also uses the language of the group and the collective.

Albarza and Lega are similar concepts in that some data can only be collected and interpreted
using traditional Emirati ways of discussing problems, and understanding how Emirati culture

provides systems for influencing career choice.

4.4.3. Albarza and Leqa cultural research frameworks

Albarza is a kind of social gathering where various interest groups and families within the
community meet to discuss diverse social issues. Such events often result in changes of view

and newly accepted values that have an impact on the future of the community.
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lbarza is usually chaired by the person of highest social status in the community; this person
y ay bea sheikh or the head of a well-respected family. Due to its significance, Albarza is
m
sually held at the home of the chairperson once a week, or as often as needed.
u

{lbarza gatherings often host a minimum of 20 community members of high social standing

but the number may reach up to 100 or more, depending on the subjects raised for discussion,
which may vary between social, economic or educational matters. During such times, the

community members sit in a formal and structured manner with their attention focused on the

chairperson of the event for that day.

During an Albarza gathering, the sheikh or the chairperson manages the discussions, giving the
members an opportunity to speak when he deems it fitting. All participants have the right to

speak and to be listened to without interruption.

4.4.4 Albarza methodology

For the purpose of conducting this research, the researcher had decided to employ 4/barza and
Leqa based research in Abu Dhabi’s three educational zones, as they are classified by the
emirate’s educational council, the ADEC.
As aresult, the researcher established A/barza and Lega in the Emirate’s 3 educational areas,
designated by the council, on different occasions where a number of community members were
gathered to discuss an array of topics regarding education. This information is summarised in
Table 4.3.

Table 4.3 Composition of meeting groups

Number of Community
ADEC zones
Members Present
Abu Dhabi Education 5
Zone
Al Ain Education Zone 25
Western Education Zone 25

As can be seen from Table 4.3 above Albarzas were hosted with a specific number of
COmmunity members, who were prominent in the education system; some of whom worked as

school supervisors, administrators, teachers or head teachers,
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Once official permission was granted by the chairperson for the researcher to attend, interview,
nc

d record the content of the session, a questionnaire was prepared and distributed to the
an

comm

Each of th

unity members to collect their views on education related issues.

e Albarza gatherings followed a specific course as follows:

The Sheikh made the opening statement at the A/barza and set forth the points of

discussion.

The Sheikh then briefed the attendees about the current situation as it stood and
welcomed the researcher. He emphasised the importance of this research and how it

will have a positive impact on the overall educational system.

Discussions were launched and interviews with all community members were

conducted and recorded.

Towards the end of the gathering, the questionnaire was distributed to the

community members, who were given ample time to complete them.

Upon collection of the questionnaires, an analysis was made of the findings in

consultation with the recordings already made during each of the sessions.

4.4.5 Use of Leqa

Lega is a type of meeting where two or more people gather to present or exchange information,

plan joint activities, make decisions, or carry out actions. Lega is part of Emirati culture. It is

worth noting that almost every group activity or project between two or more persons requires

a Lega to be convened.

For the Lega to be efficient and effective participants’ ideas should be heard; decisions should

be made through discussion and with reasonable speed; and activities are focused on desired

results. Good Legas help generate enthusiasm for the subject under discussion; build deep

understandings for the others’ point of view; and provide participants with techniques that may

benefit them in their future concerns, social life and even careers.

The following points should be kept in mind by the person who calls for a Lega:

Have a clear objective;
Make sure that only people, who support the leqa, attend;

Choose an appropriate venue;
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o Agree on a time frame for the meeting and stick to it; and

. Provide an agenda.
4.4.6 Leqa methodology

For the purpose of conducting qualitative research it was decided to convene three Lega in Abu
Dhabi’s three educational areas, as they are classified by ADEC. The Lega was used as a
research tool to meet people and explore their ideas.
Each of the Leqas followed a specific procedure, which may be summarised as follows:

e Prior to contacting potential participants, ADEC approval was sought to

establish Leqa;

e Appropriate participants in the three education zones in ADEC were contacted

to participate in Lega.

4.5 Sample

Sample groups consisted of Emirati teachers and educators in a variety of schools; the
questionnaires having been distributed to members of the organisational staff upon
management approval to conduct the study. The study also sampled family groups, using Lega
and Albarza to explore the views of families and how families influence male career choice in

teaching.

Details of the data collection instrument used for each of the groups are presented in chapter 5.
The three different groups selected in this research were as follows:
® 50 male Emirati male citizens, who used to be teachers but changed

their profession

The researcher had decided to research the three educational areas of Abu Dhabi as they are
classified by the ADEC. All authorizations granted, the researcher is planning to visit the three
educational zone (Abu Dhabi, Al Ain, Western ). The researcher located appropriate
Participants by ADEC zones, asking teachers who were certified and left the profession to call
the researcher for an interview. MOE was contacted as well as school district Fuman Resource
Directors to help locate possible candidates for this part of the study.

All of the participants were selected through snowball sampling.
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o 50 Emirate Male citizens who are still at the teaching profession
The researcher used the three educational zones of Abu Dhabi as they are classified by the
e
ADEC. The rese

sones and asking t
being interviewed for the research and to fill the accompanied questionnaire. Once possible

archer located participants by visiting different schools at the educational

eachers who are certified and still at the profession whether they accept

candidates were identified, initial communication was made to discuss more fully the scope of
the study and willingness to participate. The initial communications occurred via telephone

contact and an interview time and meeting place were secured.

o 50 Emirate families

For the purpose of conducting 4/barza the researcher used the three educational zones as they
are classified by ADEC.

After all authorizations were granted, the researcher visited the three educational zones as
designated by the ADEC to meet community members to discuss an array of topics regarding
education in Albarza.

The schedule of visits was as follows:

Table 4.4 Albarza and Leqa conducted

ADEC zones Date of Visit Number of Community Members Present
Abu Dhabi Education Zone Dec 6, 2009 25
Al Ain Education Zone Dec 9, 2009 25
LW estern Education Zone Dec 14, 2009 25

These Albarzas, being family social gatherings, hosted a number of community members who
were prominent in the education system, some of whom worked as school supervisors,

administrators, teachers or head teachers.

4.6 Ethical clearance

Ethical clearance was sought after the development of the research methodology and research
design. An ethics application was submitted to the Central Queensland University Human
Research Ethics Committee, in December 2009. The application was considered at the January
meeting of the committee. The committee accepted the application and made a number of
Suggestions to improve the research design, enhance the participant information statements and

Provide contacts addresses at Central Queensland University for participants in

36



CHAPTER 4
the research to communicate to in the event that ici
participants reported
adverse events. Th
. The

committee ap
was ¢ i i
he research was onducted with no adverse ethical events in February, March
» March, and April in

proved the research and provided ethi
ethical clearance in
early February 2010
and

2010.

4.7 Conclusion

This chapter has detailed the research m
ethodology and the
research design for the

investigation. Chapter 5 detai .
p etails the design and development of the instruments ref
ents referred to in

this chapter.
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CHAPTER 5
INSTRUMENT DESIGN AND DEVELOPMENT

51 [ntroduction

Chapter 4 provided details of the research design methodology to be used to address the
search questions. The types of data collection methods to be used were also considered.

The first part of this chapter presents details of the design and development of the

questionnaires used with male teachers in the profession; and those used with those male

reachers who have left the profession; and with members of families, in which there is a

teacher.

The second part of this chapter presents details concerning the design and development of the

interviews schedule, using Albarza and Lega.

5.2 Design, development and administration of the instruments

5.2.1 Overview

This section covers the steps used in the design and development of the 3 questionnaires — one
for each of the sample groups, namely:
Teachers in the Profession — (TQ-IP): This is a sample of teachers presently in the profession.

Teachers who have Left the Profession — (TQ-LP): This is a sample of teachers who have left

the profession.

Family Opinion about Teaching — (FOAT): This is a sample of family members (usually the

father) where there is a teacher in the family.

The process used to develop these quantitative research instruments is shown in Figure 5.1. It

can be seen that there are three stages. These are considered in the following sections.
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Figure 5.1 Process for questionnaire development

Identify themes

4

Instrument Design

4

Draft questionnaires

4

Final questionnaires

5.2.2 Identification of the themes for questionnaire

Based on the review of the literature presented in Chapter 3, the researcher’s professional
background and experience and information from ADEC, four main themes were used in the
questionnaires. These themes were:

¢ Motivation

® Teaching skills and competencies

¢ Family and Social issues

¢ Economic and financial incentives

An explanation of each of the themes is as follows:
* Motivation
This theme is framed by study of the motivations that influenced teachers to shift from the
teaching profession to other professions. It includes items that were selected by the
Tesearcher before inclusion in the questionnaires so as to make sure that different types of

motivation, as they may relate to Abu Dhabi, were considered.
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hing skills and competencies

o Teac . .
is framed by the researcher’s intent to measure the impacts of expectancy

This theme

values such as t¢
ptofcssion and move ton

aching skills and competencies, on male teachers’ decisions to leave the

ew professions. A range of possible expectancy related issues and

influences wWere included.

o Family and Society
This theme was framcd in the questionnaires through the intent to capture, and then

analyse, family and social circumstances, that could influence male Emirati teachers to
enter other professions to satisfy the desires of the family and wider society

e Economic and financial incentives

This theme was framed around economic incentives and aspects of decisions to enter stay

in and leave teaching.

5.2.3 Design of instrument

5.2.3.1 Introduction

The literature was examined to find out if existing questionnaires on attraction and retention of
teachers were available. As shown in Chapter 3, no previous similar research has been
undertaken in Abu Dhabi and, therefore, no suitable questionnaires existed. However, the
literature did help in establishing the themes to be used, and also served as a basis for
generating the questions. The remainder of this section describes matters addressed in the

design of the questionnaires.
5.2.3.2 Questionnaire design considerations

It was decided that three distinct groups of respondents were to be used in this part of the
research. This had implications for the design of the questionnaires.
* Same type of questionnaire for all respondents. |
It was deemed necessary to use the same type of questionnaire with similar items for
each of the questionnaire target groups. This enabled the more valid and reliable
comparison of results from the questionnaire across the groups. However, it was found

that only 6 common items could be used, as discussed in Section 3.
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Type of questionnaire.
people in Abu Dhabi are not very used to completing questionnaires. On this basis it

was decided to use a questionnaire design that was
- easy to undertake
- easy for participants to complete
- did not take much time to complete
e Language used
The most common language in Abu Dhabi is Emirati Arabic. Therefore, all the
questionnaires used Arabic. For the purpose of this project’s presentation,

English language translations have been used.

5.3 Draft questionnaires

5.3.1 Draft 1 — Generation of item pool

This draft concerned the preparation of a list of items. In this respect, the literature review was
extensively consulted to derive question items. The researcher’s professional background and

information from ADEC also helped to generate items for the questionnaire.

An initial pool of 45 items was generated. These were cohered into the major category groups
of items in terms of the themes as indicated in Section 5.2.2. Both the researcher and his
supervisors did the categorisation. The three versions of the instrument that were prepared for
the purposes of each of the three groups are shown in Tables 5.1, 5.2 and 5.3 respectively. It
had been hoped that similar items could be used for each of the 3 groups. However, this was
not possible. However, it was possible to include the same 6 items for each of the three groups
of participants.

The items generated, and the category each belongs to, are presented in Table 5.4.
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Table 5.1: Questionnaire for Teachers Currently in the Profession

(TQ-1P)
Motivation (M), Teaching Skills & Competencies (TS&C), Family & Society Roles (F&SR)

ﬁ@‘ (TQ-IP) Theme | RQ
! School environments encourages citizens to become teachers M 2
2 Personal motivation was behind your choice of teaching as a M 1.1
3 Emirati teachers earn good money. M 2.2
4 National motives had a role in my choice of becoming a M 4

teacher.
5 . . . . M 3
Emirati teachers’ working conditions are satisfactory
6 Media has a significant role in encouraging citizens to join the M 32
teaching.
7 ADEC encourages citizens to join the teaching career. M 3
8 My family had a role in my choosing teaching as a career. F&SR | 5.1
9 UAE families encourage their children to have a teaching F&SR | 5.2
10 | The community had a role in my becoming a teacher. F&SR | 5
11| Emirati males are interested in teaching. F&SR | 5
12| My father had a role in my selecting teaching as a career. F&SR | 5.1
13| Teaching is a female-dominated career. F&SR | 5
14 Society has a positive attitude towards Emirati male teachers. F&SR | 5.1
15 | Emirati teachers can understand students better than non TS&C | 1.1

Emirati teachers.
16 | Emirati teachers offer a better role model for the new Emirati TS&C | 1.2

male generation.

17| Emirati teachers have the same vision. TS&C 1 1.1

18 | In Emirati teachers’ classrooms, students behave well. TS&C | 1.1

19 | School management leadership encourages creativity in the TS&C | 22
teaching career.

20 | Emirati teachers face problems in preparing for classes TS&C | 2.1

21 | Emirati teachers are cooperative in schools, TS&C | 3.1
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Table 5.2 Questionnaire for Teachers Leaving the Profession (TQ-LP)

jon (M), Teaching Skills & Competencies (TS&C), Family & Society Roles (F&SR)

Motivat
<o TQ-LP | Theme RQ
7~ | Money was behind the change of your career. M 3.1
~3 | Motivation was behind the change of your career M 4.1
T—még rworking conditions are not very satisfactory M 4.1
~3 | Presence ina non-motivating school environment made you change your career. M 32
’3”— Emirati teachers earn good money M 21
"6 | Availability of other job opportunities was behind your career change. M 4
7’ Limited opportunities for promotion was behind your career change M 4.1
T The difficulty of the teaching profession was behind your career change. M 3.1
T'mty has a positive attitude towards Emirati teachers F&SR 5.1
| 10 | Emirati society has a positive attitude towards teaching F&S R 5.2
L1 Wi males are interested in teaching F&SR 3.1
‘le-_ Emirati teachers have no social lives F&S R 1.2
13 | Your family played a role in changing your career. F&SR 5.1
14 | Social status of teachers has had a role in changing your career. F&SR 5.1
J\ 15 | Lack of family support had a role in changing your career. F&S R 52
| 16 | Teaching is a female-dominated profession F&S R 52
17 | Burden on teachers played a role in changing your career. TS&C 3.1
‘8 | The lack of managerial competency is the reason behind the career change TS&C 3.1
19 | Emirati teachers have a role in changing the profession TS&C 4.1
20 | Emirati teachers lack skills and qualifications TS&C 2.1
21 | Foreign teachers had a role in changing your career. TS&C 32
22 | Students are better behaved in Emirati teachers’ classrooms. TS&C 32
f2‘3 Lack of opportunity for promotion had a role in changing career. TS&C 4.1
24 | Students’ problems have motivated the teachers to change careers. TS&C 3.1
25 ’—D?ﬁculty in managing classroom & student behaviour was behind your career TS&C 3.1
‘ change.
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5.3 Questionhaire Jor Families’ Perceptions of the teaching Profession (FOAT)

Table . .
Motivation M), EconomlfliE), Social (S)
/F//" FOAT Theme RQ
' No
Ll/m as a career has become a national imperative M 2.1
L,/‘mé'a role in c‘hoosing teaching is a career. M 2.1
,/'3"“ ADEC had a role in motivating citizens to work as teachers. M 3.1
»’4—-4 My teaching career from this family’s point of view is encouraging. M 31
Tmeer from this family’s point of view is motivating. M 2.1
& | The teaching profession is as good as other professions. M 4.1
Tma] importance that there are more Emirati teachers E 4.1
8 | Incentives in the teaching profession have a role in selecting it as a career choice. E 4.1
"9 | Emirati teachers earn good money. E 2.2
10 | Emirati society has a positive attitude towards teaching F&SR 4.1
F_T]—- Society has a positive attitude towards Emirati teachers F&SR 4.1
‘; 12 | Family social status affects career choice. F&SR 52
| 13 | Family history has a role in the selection of the teaching career. F&SR 5.1
14 | The family leader has a role in career selection. F&SR 52
15 | Emirati teachers can understand students more effectively than Foreign teachers. F&SR 1.1
16 | Emirati teachers offer a role model for the new male generation. F&SR 1.1
17 | Emirati teachers have the same mission. F&SR 1.1
18 | Emirati teachers have the same vision. F&SR 1.2
19 | Teaching is a female-dominated career. F&SR 4.1
20 | Customs and traditions have a role in the choice of career F&SR 5
| 21 | The Emirati family feels proud when a family male member becomes a teacher. F&SR 5.1
Table 5.4: Common Items in the Questionnaire
Q.No | Items description Questionnaire
Name
T- | T- FOA
P [ LP T
1 Emirati teachers earn good money (M) * * *
2 Emirati teachers’ working conditions are satisfactory * *
™)
3 The community had a role in my becoming a * *
teacher(F&SR)
4 Emirati males are interested in teaching(F&SR) N *
6 My father had a role in my selecting teaching as a career | * *
F&SR)
7 Teaching is a female-dominated career (F&SR) * *
8 Emirati society has a positive attitude towards * *
teaching(M)
9 Your family played a role in changing your career(M) * *
10 Emirati teachers have the same national mission and * *
vision (M)
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|1t can be seen from this table that TQ-IP and TQ-LP have more items in common than FOAT

has in the other questionnaires. The above nine (9) items will be analysed specifically in

Chapter 6 for comparison purposes.
5.3.2 Draft 2 - Selection of response scale

When the item questions were generated it had not yet been decided as to the response scale to
be used. Many different item response scales can be located in the literature. In discussion
with my supervisor, it was decided to use a Likert type scale. This type of scale is used
extensively in the social sciences and is deemed very reliable and valid (De Vaus, 2005).

Likert scales are also easy to use, as indicated by their popularity in the literature.
The Likert scale chosen for this research is a 5 point Likert scale.
Strongly Agree Agree Don’t know Disagree Strongly Disagree

Following this decision, items generated were checked to align their expression with a Likert

type response scale. This required a number of items to be changed to fit the response scale.

5.3.3 Draft 3 - Preparation of final versions of questionnaires

Three versions of the questionnaire were prepared in both Arabic and English, as shown in
Appendix B. A breakdown of the number of items used in each of the questionnaires is shown
in Table 5.5 below. It can be seen that FOAT contrasts greatly from the TQ-IP and TQ-LP in

that is focuses on wider family, economic and social themes.

Table 5.5 Themes used in each questionnaire

Theme

Questionnaire Motivation Teaching Skills | Family & Economic

& knowledge Social

TQ-IP 7 6 7 0
TQ-LP 8 8 9 0
FOAT 6 0 12 3
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5.4 [nterview instrument design and development

5.4.1 Overview

This section provides a description of A/barza and Lega. It provides details of the

considerations made in the use of 4/barza and Lega. As well, questions developed for the

research using this technique, are presented.

Albarza has the following features:

Albarza is a kind of social gathering where various interest groups and families within the
community meet to discuss diverse social issues; such events often result in changes of
view and newly accepted understandings that have an impact on the future of the
community.

Albarza is usually chaired by the person of highest social status in the community; this
person may be a Sheikh or the head of a well-respected family. Due to its significance,
Albarza is usually held at the home of the chairperson once a week, or as often as needed.
Albarza gatherings often host a minimum of 20 community members of high social
standing, but the numbers may reach up to 100 or more, depending on the subjects raised
for discussion, which may vary between social, economic and educational subjects. At
such times, the community members sit in a formal and structured manner, with their
attention focused on the chairperson of the event for that day.

During an Albarza gathering, the Sheikh or the chairperson manages the discussions,
giving the all the attending family members an opportunity to speak when they see fit. All
family leaders and members are provided with an opportunity to speak, and represent their

families and their ideas are listened to without interruption by the entire group.

5.4.2 Describing the Albarza process
Calling the Albarza meeting

The head of the family, or the Sheikh, usually calls for Albarza by sending invitation letters to

participants. Albarza is usually conducted on a bi-weekly basis, just after the afternoon prayer,

in the salon of the head of the family’s place. Albarza can also be conducted whenever an

urgent issue emerges, or when an important subject that concerns the community needs an

urgent decision.
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Attendees

Heads of Jocal families residing in the village, key persons in the local community and

e

landlords are usually invited to attend A/barza. In addition, visitors, whose participation can
bring added value to subjects, may be invited by the Chairman to attend.

Encouragement to attend

[nvitations are usually sent to participants three to four days before conducting Albarza.
Invitations include the provisional agenda for Albarza, which is prepared according to subjects
of high priority that could be raised by the head of the family. Albarza agendas may contain
subjects of common interest to the community, political issues, economic concerns, social and
religious events, or other matters of interest. Participants are encouraged to recommend
including certain subjects for discussion at A/barza, but this is conditional on presenting a brief

review on the subject or problem, its current status, recommended ways of resolving the

problem and support needed.
Duration of meetings

Albarza meetings may extend from afternoon prayer to dinner time, which is considered
enough time to discuss agenda items. In case the time allowed is not sufficient to cover points
of discussion, then another meeting can be called for within one or two days at the most. For
instance, in some critical cases where the community faces a real danger or threat, Albarza

meetings will be declared as open sessions and continue until the issue is resolved.

Speakers and order of presentation

For this research, participants received an invitation from the head of the family that stated the
purpose of the meeting and listed the agenda topics. The major subject on the agenda was my
research. The head of the family opened the meeting by welcoming the participants and
Presenting the topics for this Albarza discussion. He introduced the researcher and encouraged
all Participants to cooperate and express their thoughts freely and frankly, because their
reSponses would be reflected in the outcomes of the research, and would be of great

IMportance to 't.he development of the community. Then the head of family requested each
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articipant 1 introduce themselves to the researcher. When all participants introduced
p . .
themselves, the Chairman gave the researcher the floor to brief the meeting on the purpose of

the research and to start the Albarza process.

Recording of the meeting

The entire Albarza was recorded on a digital tape recorder. It was found that the respondents
participated actively in the interview, and the questions were seen as important to the future of

their children and the development of the country.

After concluding the meeting of Albarza, the researcher listened to the tape recording of the
whole interview twice. A third listening was made to check contents against the notes made
during the Albarza. This helped rule out inconsistent information. After this process, interview
data was grouped according to similarities in responses to questions. These results are

presented in Chapter 6.

5.4.3 Questions for the Albarza and Leqa

Questions for the Albarza and Leqa were generated by the researcher, in consultation with his
supervisors. Three groups of question themes were used; Motivation, Family and Society
Roles and Teaching Skills and Competencies.

The questions used are as follows:

A-Motivation:

= What do you think about the Abu Dhabi Educational Council in terms of motivating youth
lowards selecting teaching as a future career?

- Do you think financial earnings and incentives may affect your planning for your son’s
Juture profession?

- From the perspective of Emirati families, how should the development of education be
encouraged?

~ What role do salaries and other financial rewards play in entering and leaving teaching?
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B-Family & Society Roles

Has your family played a role in selecting your current profession?

What do you think about teaching as a profession for your son?

What is the social status of teachers in your region?

In your opinion, does your son’s joy and happiness lie in standing alone at the pinnacle of
success or in leading a life together with his family, relatives and friends?

Should a child make a few compromises and choose a career that enables him to live with
his family?

Should a child pursue a career to suit only his interests and aptitudes, even if it means he
would end up far away from home and family?

Does your son’s personality have a role in his selecting his profession?

Do you think that Abu Dhabi society has a well developed educational system that may
affect your decision in choosing teaching as a profession for your son?

- Inyour opinion, what is the role of the family in choosing their sons’ professions?

C-Teaching Skills & Competencies

- What is the role of parents in encouraging their children to join the teaching profession?

- What is the rank and status of the teaching profession in your opinion, in comparison to
other professions?

- Is the role of the Emirati teacher important for the development of the educational
process?

- Are you in favour of having all teachers in the UAE from the Emirati population?

- What role may a teacher play in building up a well developed generation?
5.4.4 Development testing of Albarza session questions

The questions used for Albarza and Leqa were tested to establish their validity and reliability.
For this purpose development testing was done. The procedure involved 15 community
members who agreed to participate in a trial and pilot of the questions. A briefing was done by

the researcher, and documentation provided to each participant, as shown in Appendix C.
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5.5 Administration of instruments

5.5.1 Administration of the questionnaires

All of the administration of the questionnaires was done in schools by the researcher over a 6
week period. When participants agreed to take part, each was provided with a briefing

document for the project. This document is presented in Appendix D.
5.5.2 Administration of the interviews

For the administration of the interviews, three different locations were used:
e Teachers in the profession
This was undertaken at the participants’ schools
e Teacher who have left the profession
This was undertaken and completed in the participants’ new work places
e Family participants
Family and community views and perspectives were considered in two Albarza

sessions. The sessions were conducted over a period of 2 months.

All participants received the information statement about the project, and completed the

participants ethics agreement, as shown in Appendix D.

5.6 Conclusions

This chapter has presented details for the design and development of questionnaires and
interviews/A/barza used with study participants. Chapter 6 presents the results from data

collection using the above instruments.
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RESULTS

6.1 Introduction

The previous chapter presented details of the data instrument to be used for addressing the

research questions stated in Chapter 1. This chapter presents the results of data collected using

the questionnaires, focus groups and interview schedules. The first part of the chapter presents

preliminary analysis of the questionnaires data, the focus groups and interview data. Then a

more detailed analysis of all results is then undertaken. Summaries of all results are then

presented.

6.2 Presentation of results

6.2.1 Questionnaires

The results of questionnaire items were grouped using the categories as shown in Table 6.1 as

follows.
- Teachers currently in the profession (TQ-IP)

- Motivation;

- Family & Social Roles; and

- Expectancy variables such as teaching skills and competencies.
- Teachers leaving the profession (TQ-LP)

- Motivation;

- Family & Society Roles; and

- Expectancy variables such as teaching skills and competencies.
- Families perceptions about the teaching profession (FOAT)

- Motivation;

-Economic incentives; and

- Social and family perceptions.

Table 6.1 Presentation of Questionnaire results

|

Questionnaires Motivation Family & Society Roles Expectancy Economic Social
variables incentives

TQ-Ip X X X

TQ-Lp X X X

FOAT X X X

The order of presentation of results in the following sections is in the order as shown above.
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6.2.3 Interviews/AlbarzalLeqa

The interviews used the Albarza and Leqa traditional Emirati communication methods to allow
the researcher t0 clarify, probe and contextualize the answers of the respondents. Respondents

could choose Arabic or English as their medium of expression, and they had the opportunity to
freely express their opinions, as a result of the format of 4/barza and Leqa. Before the Albarza

and Lega, respondents were informed that the exchanges were to be tape-recorded.

6.3 Description of sample

A total of 150 Emirati teachers currently teaching in the profession, were selected to reflect
current teachers. 150 Emirati teachers who had left the profession of teaching to move to other
professions were also sought for the sample for the questionnaire. Finally, 75 Families whose
children attend ADEC schools were sought for Albarza and Leqa to ascertain family
perceptions about the profession of teaching and the roles that families play in teaching career

choice.

The characteristic of the samples are presented in Appendix A and are discussed in chapter 7.
6.4 Questionnaire results
6.4.1 Teachers currently in the profession (TQ-IP).
6.4.1.1 Motivation
Q1. School environment encourages citizens to join the teaching profession.
The Table below shows that 54 % of respondents agreed that the “school environment
encourages Emiratis to join the teaching profession”. ’

Table 6.2 The school environment encourages citizen to join the teaching profession

Frequency Percent Cumulative Percent
Strongly Disagree 15 28.8 28.8
Disagree 13 25.0 . 53.8
Don't Know 9 17.3 71.1
Agree 10 19.2 90.3
Strongly Agree 100.0
sy e 5 9.7
Total 52 | 100.0
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02 personal motivation was behind my choice of teaching as a career.
¢ table pelow shows that about 55 % of respondents agreed that “personal motivation was

:chhind their choice of a teaching career”. However 11.5% of respondents disagreed with the
statement.
Table 6.3 Personal motivation was behind your choice of teaching as a career
Cumulative
Frequency Percent Percent
Strongly Disagree 6 11.5 11.5
Disagree 7 13.5 25.0
Don't Know 10 19.2 442
Agree 20 385 82.7
Strongly Agree 9 17.3 100.0
Total 52 100.0 |

03. Emirati teachers earn good money.
The table below shows that 75% of respondents strongly disagreed or disagreed that “Emirati
teachers earn good money”. Only 11.5% of participants agreed that Emirati teachers earn good

money.

Table 6.4 Emirati teachers earn good money.

/ Cumulative
Frequency ( Percent Percent
Strongly Disagree 29 55.8 558
Disagree 10 192 75.0
Don't Know 7 13.5 } 88.5
Agree 6 11.5 100.0
Total 52 ‘ 100.0 (

Q4. National motives had a role in my choice of being a teacher.
The Table shows that over 65 % of respondents agreed that “national motive has a role in
choosing to be a teacher”.

Table 6.5 National motive has a role in my choice for being a teacher

/ Cumulative
Frequency r‘ Percent Percent

Strongly Disagree 5 ( 9.6 9.6
Disagree 3 { 5.8 154
Don't Know 10 } 19.2 34.6
Agree 23 442 78.8
Strongly Agree 11 J 21.2 100.0
Total 52 ( 100.0
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3. Working conditions for Emirati teachers are satisfactory
].:he following table shows that about 54 % of respondents disagreed with the statement that
~working conditions for Emirati teachers are satisfactory”. A further 23 % strongly disagreed

with this statement. However, 26 % of the respondents agreed with the statement.

Table 6.6 Conditions in which Emirate teachers are working are satisfying

Cumulative
Frequency Percent Percent

Strongly Disagree 12 } 23.1 23.1
Disagree 16 ’ 30.8 53.8
Don't Know 10 19.2 73.1
Agree 8 15.4 88.5
Strongly Agree 6 11.5 100.0
Total 52 \ 100.0 |

Q6. The Media has a significant role in encouraging citizens fo join the teaching profession.
The following table below shows that 65 % of respondents disagree or strongly disagree that

the “media has a significant role in encouraging citizens to join the teaching profession”.

Table 6.7 Media has a significant role in encouraging citizens to join the teaching profession.

Cumulative

Frequency Percent Percent
Strongly Disagree 21 40.4 404
Disagree 13 25.0 65.4
Don't Know 7 13.5 78.8
Agree 6 11.5 90.4
Strongly Agree 5 9.6 ’ 100.0
Total 52 | 100.0

Q7. The Abu Dhabi Education Council encourages citizens to join the teaching profession.
The table below shows that about 53 % of respondents disagree that” Abu Dhabi council

€ncourages citizens to join the teaching profession”. However, 30% agree with the statement.
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Table 6.8 The Abu Dhabi Education Council encourages citizens to join the teaching

profession.
Cumulative
Frequency Percent Percent
Valid Strongly Disagree 19 36.5 36.5
Disagree 9 17.3 53.8
Don't Know 8 15.4 69.2
Agree 12 23.1 923
Strongly Agree 4 7.7 100.0
Total 52 100.0

6.4.1.2— Teaching skills and competencies
Ql. Emirati teachers can understand students better than non Emirati teachers.
The table below shows that about 80 % of respondents agreed or strongly agreed that “Emirati

teachers can understand students better than non Emirati teachers”.

Table 6.9 Emirati teachers can understand students better than foreign teachers

Cumulative
Frequency Percent Percent
Strongly Disagree 2 3.8 3.8
Disagree 5 9.6 13.5
Don't Know 4 7.7 ( 21.2
Agree 14 26.9 ( 48.1
Strongly Agree 27 51.9 100.0
Total 52 100.0
—

Q2. Emirati teachers offer a better role model for the new Emirati male generation.
The table below shows that 83 % of respondents either strongly agree or agree with the

b

statement that “Emirati teachers offer a better role model for the new Emirati male generation”.

Table 6.10 Emirati teachers offer a better role model for the new Emirati male generation

Cumulative
Frequency Percent Percent

Strongly Disagree 2 3.8 3.8
Disagree 3 5.8 9.6
Don't Know 4 7.7 } 17.3
Agree 19 36.5 / 53.8
Strongly Agree 24 46.2 100.0
Total 52 100.0 ’
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03 Emirati teachers have the same national vision.

The following table shows that over 80 % of respondents either strongly agree or agree with

the statement that “Emirati teachers have the same national vision”.

Table 6.11 Emirati teachers have the same national vision

Cumulative
Frequency Percent Percent

Strongly Disagree 1 1.9 1.9
Disagree 5 9.6 11.5
Don't Know 4 7.7 19.2
Agree 21 40.4 59.6
Strongly Agree 21 40.4 100.0
Total 52 100.0

04. During Emirati teachers’ classroom sessions students behave well
The following table shows that 73 % of respondents strongly agree or agree that “during

Emirati teachers’ classroom sessions students behave well”.

Table 6.12 During Emirati teachers’ classroom sessions students behave well

Cumulative
Frequency Percent Percent

Strongly Disagree 4 7.7 7.7
Disagree 2 3.8 11.5
Don't Know 8 15.4 26.9
Agree 18 34.6 61.5
Strongly Agree 20 38.5 100.0
Total 52 100.0

05. School management and leadership encourages creativity in the teaching career.
The following table shows that 75 % of respondents either strongly agree or agree that “school

Management and leadership encourages creativity in the teaching career”.
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Table 6. 13 School management and leadership encourages creativity in the teaching career

Cumulative

Frequency Percent Percent
Strongly 4 7.7 7.7
Disagree
Disagree 3 5.8 13.5
Don't Know 6 11.5 25.0
Agree 21 404 65.4
Strongly Agree 18 34.6 100.0
Total 52 100.0

06. Emirati teachers face problems in schools.
The table shows that nearly 70 % of respondents disagreed or strongly disagreed that” Emirati
teachers face problems in schools”. However over 20% agreed with the statement.

Table 6.14 Emirati teachers face problems in schools

Cumulative
Frequency Percent Percent
Strongly Disagree 21 40.4 40.4
Disagree 15 28.8 69.2
Don't Know 6 11.5 80.8
Agree 10 19.2 100.0
Total 52 100.0

Q7. Emirati teachers are cooperative at schools.
The following table shows that over 82 % of respondents either strongly agree or agree that,
“Emirati teachers are cooperative at school”, and 5.8 % disagree that Emirati teachers are

cooperative at schools.

Table 6.15 Emirati teachers are cooperative at schools

Cumulative
Frequency Percent Percent

Strongly Disagree 3 5.8 58
Disagree 3 5.8 11.5
Don't Know 3 5.8 17.3
Agree 22 423 59.6
Strongly Agree 21 40.4 100.0
Total 52 100.0
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6.4.1.3 Family and social roles

mily had a role in my choosing teaching as a career.

ol. Myfa

The table pelow shows a mixed response. Nearly 54 % of respondents either agree or strongly

ree with the statement that “my family had a role in my choosing teaching as a career”.
ag

ever, over 32 % of respondents disagreed with the statement.

How
Table 6.16 My family had a role in my choosing teaching as a career
Cumulative
Frequency Percent Percent

Strongly Disagree 4 7.7 7.7

Disagree 13 25.0 32.7

Don't Know 7 13.5 46.2

Agree 22 423 88.5

Strongly Agree 6 11.5 100.0

Total 52 100.0 {

02. UAE families encourage their children to enter the teaching profession.
The following table shows that there is a mixed response to the statement with a slightly higher
percentage of respondents disagreeing with the statement.

Table 6.17 UAE families encourage their children enter the teaching profession

Cumulative

Frequency Percent Percent
Strongly Disagree 15 28.8 28.8
Disagree 11 21.2 50.0
Don't Know 9 17.3 67.3
Agree 11 212 88.5
Strongly Agree 6 11.5 100.0
Total 52 100.0

Q3. The community has a role in my becoming a teacher.
The following table below shows that over 32 % of respondents indicate “don’t know” about
the statement. However, 34% of respondents agreed with the statement and 34% of

respondents strongly disagreed or agreed with the statement.
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Table 6.18 The community has a role in my becoming a teacher

Cumulative
Frequency Percent Percent

Strongly Disagree 7 13.5 13.5
Disagree 10 19.2 32.7
Don't Know 17 32.7 65.4
Agree 14 26.9 92.3
Strongly Agree 4 7.7 100.0
Total 52 J 100.0

OA. Emirati males are interested in teaching.
The table below demonstrates a most mixed response to the statement.

Table 6.19 Emirati males are interested in teaching

{ Cumulative
Frequency {‘ Percent Percent

Strongly Disagree 11 | 212 21.2
Disagree 7 [ 13.5 34.6
Don't Know 11 ' 21.2 55.8
Agree 14 26.9 82.7
Strongly Agree 9 17.3 100.0
Total 52 ‘ 100.0

Q5. My father had a role in my selecting teaching as a career.
Whilst the following table shows a wide variety of responses, 50% of respondents agreed and
strongly agreed that their father played a role in their selection of teaching as a career. Fewer

than 25 % strongly disagreed or disagreed with this statement.

Table 6.20 My father had a role in my selecting tedching as a career

) Cumulative
Frequency | Percent Percent

Strongly Disagree 4 ' 7.7 7.7
Disagree 9 r 17.3 25.0
Don't Know 13 | 250 50.0
Agree 20 f 38.5 88.5
Strongly Agree 6 11.5 100.0
Total 52 100.0
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hing is @ female-dominated career.

0b. Teac

g table shows that over 83 % of respondents or agreed or strongly agreed with the

The followin
satement.
Table 6.21 Teaching is a female-dominated career
} Cumulative
Frequency < Percent Percent
Strongly Disagree 2 I 3.8 3.8
Disagree 5 9.6 13.5
Don't Know 2 3.8 17.3
Agree 17 32.7 50.0
Strongly Agree 26 50.0 100.0
Total 52 ‘ 100.0

7. Society has a positive attitude towards Emirati male teachers.

Whilst about 50 % of respondents agreed with the statement; 23% “didn’t know;” and over

25% disagreed with the statement.

Table 6.22 Society has a positive attitude towards Emirati male teachers

] Cumulative
Frequency } Percent Percent

Strongly Disagree 8 J 15.4 F 15.4
Disagree 6 | 1Ls 26.9
Don't Know 12 j 23.1 50.0
Agree 20 385 88.5
Strongly Agree 6 / 11.5 100.0
Total 52 [ 100.0

6.4.2 Teachers leaving the profession (TQ-LP)
6.4.2.1 Motivation
QL. Money was behind the change to your career.
The following table below shows that 54% of respondents agreed that “Money was behind the
change to their career”. However, a similar percentage disagreed or strongly disagreed with

this statement (38%).
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Table 6.23 Money was behind the change to your career

Cumulative

Frequency Percent Percent
Strongly Disagree 11 22.0 22.0
Disagree 8 16.0 38.0
Don't Know 4 8.0 46.0
Agree 16 32.0 78.0
Strongly Agree 11 22.0 100.0
Total 50 B 100.0

(2. Friends’ encouragement was behind the change to your career.
The following table shows that 40% of respondents indicated that “Friends’ encouragement
was behind the change to your career”. However, a similar percentage disagreed or strongly

disagreed (44%).

Table 6.24 Friends’ encouragement was behind the change to your career

\ | Cumulative

Frequency Percent [ Percent
Strongly Disagree 8 16.0 16.0
Disagree 14 28.0 44.0
Don't Know 8 16.0 60.0
Agree 15 30.0 90.0
Strongly Agree 5 10.0 100.0
Total 50 100.0

Q3.Conditions in which Emirati teachers work are not very satisfactory.
The following table shows that over 70% of respondents agreed that “conditions in which

Emirati teachers work are not very satisfactory”.

Table 6.25 Conditions in which Emirati teachers work are not very satisfactory

Cumulative

Frequency Percent  -| Percent
Strongly Disagree 20 40.0 40.0
Disagree 16 32.0 72.0
Don't Know 8 16.0 88.0
Agree 3 6.0 94.0
Strongly Agree 3 6.0 100.0
Total 50 100.0
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ce in a non-motivating school environment made you change your career.

resen
fht :‘able shows that 66 % of respondents strongly agreed or agreed with this statement.
Table 6.26 Presence in a non-motivating school environment made you change your career
‘ } Cumulative
Frequency Percent Percent

Strongly Disagree 5 10.0 10.0

Disagree 4 8.0 18.0

Don't Know 8 16.0 34.0

Agree 23 46.0 80.0

Strongly Agree 10 20.0 100.0

Total 50 100.0

Q5. Emirati teachers earn good money.
The following table shows that over 72% of respondents disagreed or strongly disagreed with

the statement.

Table 6.27 Emirati teachers earn good money

Cumulative
Frequency Percent Percent
Strongly Disagree 16 32.0 32.0
Disagree 20 40.0 72.0
Don't Know 8 16.0 88.0
Agree 6 12.0 100.0
Total 50 - 100.0

Q6. Availability of other job opportunities was behind your career change.

The table shows that this statement produced a mixed result.

Table 6.28 Availability of other job opportunities was behind your career change

Cumulative

Frequency Percent | Percent
Strongly Disagree 5 10.0 10.0
Disagree 13 26.0 36.0
Don't Know 8 16.0 52.0
Agree 18 36.0 88.0
Strongly Agree 6 12.0 100.0
Total 50 100.0 |
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ted opportunities for promotion were behind your career change.

Q7. Limi
The following table below shows that nearly 70% of respondents indicated that the fact that
they have «imited opportunities for promotion were behind your career change”.
Table 6.29 Limited opportunities for promotion were behind your career change
Cumulative
Frequency Percent Percent
Strongly Disagree 2 4.0 4.0
Disagree 5 10.0 14.0
Don't Know 9 18.0 32.0
Agree 21 42.0 74.0
Strongly Agree 13 26.0 100.0
Total 50 100.0

08.The difficulty of the teaching profession was behind your career change.
The table below shows that 64% of respondents agreed with the statement that” the difficulty

of the teaching profession was behind your career change”. However, 28% disagreed with the

statement.

Table 6.30 The difficulty of the teaching profession was behind your career change

Cumulative
Frequency Percent Percent

Strongly Disagree 6 | 12.0 12.0
Disagree 8 ( 16.0 28.0
Don't Know 4 8.0 36.0
Agree 20 40.0 76.0
Strongly Agree 12 24.0 100.0
Total 50 100.0

6.4.2.2Teaching skills and competencies
QI.Difficutlies in teaching played a role in changing your career.
The following table shows that 72% of respondents agreed with the statement “difficulties in

teaching played a role in changing your career”.

63



CHAPTER 6

Table 6.31 Difficulties in teaching played a role in changing your career

Cumulative
Frequency Percent Percent
Strongly Disagree 3 6.0 6.0
Disagree 7 14.0 20.0
Don't Know 4 8.0 28.0
Agree 15 30.0 58.0
Strongly Agree 21 42.0 100.0
Total 50 100.0
—

02.The lack of managerial competencies(educational leadership) is the reason behind the

career change.
The following table shows mixed responses for the statement.

Table 6.32 Lack of managerial competencies (leadership) is the reason behind the career

change
7 Cumulative
Frequency J Percent Percent

Strongly Disagree 8 j 16.0 16.0
Disagree 14 28.0 44.0
Don't Know 6 12.0 56.0
Agree 18 36.0 92.0
Strongly Agree 4 8.0 100.0
Total 50 100.0

Q3. Non Emirati Arab teachers had a role in changing your profession.
The table shows that 66% of respondents agreed with the statement, “Non Emirati Arab

teachers had a role in changing your profession”.

Table 6.33 Foreign Arab teachers had a role in changing your profession

Cumulative
Frequency | Percent Percent

Strongly Disagree 20 400 40.0
Disagree 13 ; 26.0 66.0
Don't Know 9 180 84.0
Agree [ 12.0 96.0
Strongly Agree 4.0 100.0
Total 50 100.0
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cachers lack skills and qualifications.

QJ'Emirafi t

The following table shows that 84% of respondents agreed or strongly agreed with the

t.
statemer Table 6.34 Emirati teachers lack skills and qualifications

| Cumulative

Frequency Percent 4{ Percent
Strongly Disagree 27 54.0 54.0
Disagree 15 30.0 84.0
Don't Know 4 8.0 92.0
Agree 3 6.0 98.0
Strongly Agree 1 2.0 100.0
Total 50 100.0

O3 Non Emirati national teachers had a role in changing your career.

The following table below shows that 84% of respondents strongly disagreed or disagreed with
the statement.

Table 6.35 Non Emirati national teachers had a role in changing your career

Cumulative
Frequency Percent Percent
Strongly Disagree 22 44.0 44.0
Disagree 20 40.0 84.0
Don't Know 3 6.0 90.0
Agree 5 10.0 100.0
Total 50 100.0

Q6.During Emirati teachers’ classroom sessions students are better behaved.

The table shows that 68% of respondents agreed with the statement.

Table 6.36 During Emirati teachers’ classroom sessions students are better behaved

Cumulative
Frequency Percent Percent

Strongly Disagree 3 6.0 6.0
Disagree 7 140 - 20.0
Don't Know 6 12.0 32.0
Agree 14 } 28.0 60.0
Strongly Agree 20 40.0 100.0
Total 50 ( 100.0
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k ofpromotional opportunities had a role in changing your career.

g7, Lac

The followin
pmmotional opportunities had a role in changing your care.

g table shows that 78% of respondents agreed with the statement “lack of

Table 6.37 Lack of promotional opportunities had a role in changing your career

Cumulative
Frequency Percent | Percent

Strongly Disagree 1 ’ 2.0 2.0
Disagree 2 4.0 6.0
Don't Know 8 16.0 22.0
Agree 24 48.0 70.0
Strongly Agree 15 30.0 100.0
Total 50 100.0

08. Students’ problems have motivated the teachers to change careers.
The table shows that there is a mixed response to the statement. However a greater proportion

of respondents agreed with the statement.

Table 6.38 Students’ problems have motivated the teachers to change careers

Cumulative
Frequency Percent Percent

Strongly Disagree 8 16.0 16.0
Disagree 9 18.0 34.0
Don't Know 10 20.0 54.0
Agree 17 34.0 88.0
Strongly Agree 6 12.0 100.0
Total 50 100.0

Q9. Difficulty of managing classroom and student behaviour was behind your career change.
The following table shows that 54% of respondents indicated that the “difficulty of managing

classroom and student behaviour was behind your career change”.

66




CHAPTER 6

9 Difficulty of managing classroom and student behaviour was behind your career change

Table 6.3
| Cumulative
Frequency Percent Percent

Strongly Disagree 15 300 | 30.0
Disagree 12 24.0 54.0
Don't Know 7 14.0 68.0
Agree 7 } 14.0 82.0
Strongly Agree 9 18.0 100.0
Total 50 ’ 100.0

6.4.2.3 Family and Social Roles
Q1. Society has a positive attitude towards Emirati teachers.
The table shows that there is a relatively mixed response for this question, with 44% of
respondents either agreeing or disagreeing with the statement.

Table 6.40 Society has a positive attitude towards Emirati teachers

Fumulative
Frequency Percent Percent
Strongly Disagree 9 18.0 18.0
Disagree 13 26.0 44.0
Don't Know 8 16.0 60.0
Agree 14 28.0 88.0
Strongly Agree 6 12.0 100.0
Total 50 | 100.0

Q2. Emirati society has a positive attitude towards teaching.
The following table shows that 60% of respondents strongly agreed or agreed that “Emirati

society has a positive attitude towards teaching”.

Table 6.41 Emirati society has a positive attitude towards teaching

Cumulative

Frequency Percent Percent
Strongly Disagree 5 10.0 ‘ 10.0
Disagree 5 10.0 20.0
Don't Know 10 20.0 40.0
Agree 18 36.0 76.0
Strongly Agree 12 24.0 100.0
Total 50 100.0
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males are interested in teaching.

‘mirali
f;jouowmg table shows that 46% of respondents agreed with the statement and 28%
indicated “don’t know.”
Table 6.42 Emirati males are interested in teaching
Cumulative
Frequency | Percent Percent

Strongly Disagree 6 12.0 12.0
Disagree 7 14.0 26.0
Don't Know 14 28.0 54.0
Agree 20 40.0 94.0
Strongly Agree 3 6.0 100.0
Total 50 100.0

O4.Emirati teachers have reduced social life due to the demands of teaching.

The table shows that 54% of respondents agreed with the statement, but also 36% disagreed.

Table 6.43 Emirati teachers have reduced social life due to the demands of teaching

{ Cumulative
Frequency Percent ‘ Percent

Strongly Disagree 2 4.0 4.0
Disagree 16 ( 32.0 36.0
Don't Know 5 10.0 46.0
Agree 13 26.0 72.0
Strongly Agree 14 28.0 100.0
Total 50 100.0 {

05.Your family played a role in changing your career.
The following table shows that there is a mixed response to the statement. However, 30% of
respondents indicated strong and very strong agreement that families played a role in changing

from teaching to another profession.
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Table 6.44 Your family played a role in changing your career

Cumulative
Frequency Percent Percent

Strongly Disagree 4 8.0 8.0
Disagree 16 320 40.0
Don't Know 15 30.0 70.0
Agree 10 20.0 90.0
Strongly Agree 5 10.0 100.0
Total 50 100.0

06. Social status of teachers has had a role in changing your career.

The following table shows that 46% of respondent agreed with the statement, but 28%

indicated “don’t know”.

Table 6.45 Social status of teachers has had a role in changing your career

Cumulative
Frequency Percent Percent

Strongly Disagree 4 8.0 8.0
Disagree 9 18.0 26.0
Don't Know 14 28.0 54.0
Agree 11 22.0 76.0
Strongly Agree 12 24.0 100.0
Total 50 100.0

Q7. Lack of family support had a role in changing your career.
The following table shows mixed responses to the statement. However, 30% of responses

indicated “don’t know””.

Table 6.46 Lack of family support had a role in changing to your career

Cumulative
Frequency Percent Percent

Strongly Disagree 8 16.0 16.0
Disagree 13 260 - 42.0
Don't Know 15 30.0 72.0
Agree 10 20.0 92.0
Strongly Agree 4 8.0 100.0
Total 50 100.0
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08 Teaching is 4 female-dominated profession.

The following table shows that most of the teachers agree or strongly agree. 74% of

2

ndents indicated that they felt that “teaching is a female-dominated profession”.

respo
Table 6.47 Teaching is a female-dominated profession
T Cumulative
Frequency Percent Percent

Strongly Disagree 4 8.0 8.0
Disagree 5 10.0 18.0
Don't Know 4 8.0 26.0
Agree 21 42.0 68.0
Strongly Agree 16 320 100.0
Total 50 100.0

6.4.3 Families perceptions about the teaching profession (FOAT)
6.4.3.1 Motivation
Q1. Choosing teaching as a career has become a national priority.
The table below shows that 60% of réspondents agreed with the statement, “teaching as a
career has become a national priority,” but 24% of respondents disagreed with the statement.

Table 6.48 Choosing teaching as a career has become a national priority

Cumulative
Frequency Percent Percent

Strongly Disagree 5 10.0 10.0
Disagree 7 14.0 24.0
Don’t Know 8 16.0 40.0
Agree 15 30.0 70.0
Strongly Agree 15 30.0 100.0
Total 50 100.0 |

Q2. Media played a role in me choosing a teaching career.
The table below shows that 56% of respondents agreed that “visual media played a role in

teachers choosing their teaching career”, but 28% disagreed with the statement.
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Table 6.49 Visual media played a role in me choosing a teaching career

} Cumulative
Frequency Percent | Percent

Strongly Disagree 7 14.0 14.0
Disagree 7 14.0 28.0
Dont Know 8 16.0 44.0
Agree 16 32.0 76.0
Strongly Agree 12 24.0 100.0
Total 50 100.0

3. ADEC had a role in motivating citizens to work as teachers.

The table below shows that 30% of respondents indicated “don’t know” in response to this
question that “ADEC has a role in motivating citizens to work as teachers”. However 44% of
respondents indicated they agreed with the statement.

Table 6.50 ADEC had a role in motivating citizens to work as teachers.

o Cumulative
Frequency | Percent Percent

Strongly Disagree 12 24.0 24.0
Disagree 10 20.0 44.0
Don’t Know 15 30.0 74.0
Agree 8 16.0 90.0
Strongly Agree 5 10.0 100.0
Total 50 100.0 ‘

O4. My teaching career from this family's point of view is encouraging.
The table below shows that 56 % of respondents agreed that their “teaching career from their

family’s point of view is encouraging”, and 38% disagreed with the statement.

Table 6.51 My teaching career from this family's point of view is encouraging

| Cumulative
Frequency Percent ‘ Percent

Strongly Disagree 8 16.0 | 16.0
Disagree 11 220 38.0
Don’t Know 3 6.0 44.0
Agree 13 26.0 70.0
Strongly Agree 15 300 100.0
Total 50 100.0
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05 My (eaching career from this family's point of view is motivating.

below shows the results are relatively mixed with, 50% of respondents agreeing with

The table
Table 6.52 My teaching career from this family's point of view is motivating
Cumulative
Frequency Percent Percent

Strongly Disagree 8 16.0 16.0

Disagree 10 20.0 36.0

Don’t Know 7 14.0 50.0

Agree 16 32.0 82.0

Strongly Agree 9 18.0 100.0

Total 50 100.0

Q6. The teaching profession is as good as other professions.

As with the previous question, the results are very mixed.

Table 6.53 The teaching profession is as good as other professions

Cumulative
Frequency Percent Percent

Strongly Disagree 10 20.0 20.0
Disagree 7 14.0 34.0
Don’t Know 11 22.0 56.0
Agree 11 22.0 78.0
Strongly Agree 11 22.0 100.0
Total 50 100.0

Q7. It is of national importance that there are more male Emirati teachers.
The Table shows that 92% of respondents agreed that “it is of national importance that there

are more male Emirati teachers”.
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Table 6.54 11 is of national importance that there are more male Emirati teachers

[ Cumulative
Frequency Percent Percent

Strongly Disagree 1 2.0 2.0
Disagree 2 4.0 6.0
Don’t Know 1 2.0 8.0
Agree 11 22.0 30.0
Strongly Agree 35 70.0 100.0
Total 50 100.0

6.4.3.2 Economic Incentives
Ql.Incentives in the teaching profession play a role in making teaching a career choice.

The Table shows a mixed response to the statement.

Table 6.55 Incentives in the teaching profession play a role in making teaching a career choice

Cumulative

Frequency Percent Percent
Strongly Disagree 10 20.0 20.0
Disagree 14 28.0 48.0
Don’t Know 10 20.0 68.0
Agree 8 16.0 84.0
Strongly Agree 8 16.0 100.0
Total 50 100.0

Q2. Emirati teachers earn good money.
The table shows that 56% of respondents disagreed that “Emirati teachers earn good money”.

Table 6.56 Emirati teachers earn good money

Cumulative

Frequency Percent Percent
Strongly Disagree 16 32.0 32.0
Disagree 12 24.0 56.0
Don’t Know 8 16.0 72.0
Agree 7 14.0 ) 86.0
Strongly Agree 7 14.0 100.0
Total 50 100.0

73




CHAPTER 6

6.4.3.3 Social
ol Emirati society has a positive attitude towards teaching.
;he table below shows that 62% of respondents agreed that “Emirate society has a positive

itude towards teaching”. However 26% disagreed with the statement.

Table 6.57 Emirate society has a positive attitude towards teaching

Cumulative
Frequency Percent Percent
Strongly Disagree 5 10.0 10.0
Disagree 8 16.0 26.0
Don’t Know 6 12.0 38.0
Agree 17 34.0 72.0
Strongly Agree 14 28.0 100.0
Total 50 I 100.0
—

02. Society has a positive attitude towards Emirati teachers.
The table shows that 62% of respondents agree or strongly agree that “society has a positive

attitude towards Emirati teachers”.

Table 6.58 Society has a positive attitude towards Emirati teachers

} Cumulative
Frequency Percent Percent
Strongly Disagree 4 J‘ 8.0 8.0
Disagrec 5 | 100 18.0
Don’t Know 10 20.0 [ 38.0
Agree 12 24.0 62.0
Strongly Agree 19 38.0 100.0
Total 50 100.0

03. Family social status affects career choice.

The table shows that 66% of respondents agree or strongly agree that “family social status

affects the choice of career”.

74



CHAPTER 6

Table 6.59 Family social status affects career choice

‘ Cumulative
Frequency Percent Percent
Valid  Strongly Disagree 2 4.0 4.0
Disagree 5 10.0 14.0
Don’t Know 10 20.0 34.0
Agree 20 40.0 74.0
Strongly Agree 13 26.0 100.0
Total 50 100.0 L

Q4. Family history has a role in the selection of the teaching career.
The table below shows that 58% of respondents indicated that they agreed with “family history

has a role in the selection of the teaching career”.

Table 6.60 Family history has a role in the selection of the teaching career

Cumulative
Frequency Percent \ Percent

Strongly Disagree 6 12.0 12.0
Disagree 6 12.0 24.0
Don’t Know 9 18.0 42.0
Agree 23 46.0 88.0
Strongly Agree 6 12.0 100.0
Total 50 100.0

Q3. The family leader has a role career selection.

The table below shows a mixed response to the statement. However 50 % agreed or agreed

strongly with the statement.

Table 6.61The family leader has a role career selection

Cumulative
Frequency Percent Percent

Strongly Disagree 4 8.0 8.0
Disagree 9 18.0 ] 26.0
Don’t Know 12 24.0 50.0
Agree 17 34.0 84.0
Strongly Agree 8 16.0 100.0
Total 50 100.0
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teachers can understand students more effectively than non Emirati teachers.

w. Emirai i
able below shows that 84 % of respondents agreed with the statement.
The
Table 6.62 Emirati teachers can understand students more effectively than non Emirati
teachers
Cumulative
Frequency Percent Percent
Strongly Disagree 2 4.0 4.0
Disagree 2 4.0 8.0
Don’t Know 4 8.0 16.0
Agree 17 34.0 50.0
Strongly Agree 25 50.0 100.0
Total 50 100.0

7. Male Emirati teachers offer a role model for the new male generation.

The following table shows that over 82 % of respondents agreed with the statement.

Table 6.63 Male Emirati teachers offer a role model for the new male generation

Cumulative
Frequency Percent Percent

Strongly Disagree 2 4.0 4.0
Disagree 2 4.0 8.0
Don’t Know 5 10.0 18.0
Agree 17 34.0 52.0
Strongly Agree 24 48.0 100.0
Total 50 100.0

8. Emirati teachers have the same national mission.
The following table shows that 78 % of respondents agreed with the statement.

Table 6.64 Emirati teachers have the same national mission

Cumulative
Frequency Percent Percent

Strongly Disagree 3 6.0 6.0
Disagree 3 6.0 12.0
Don’t Know 5 10.0 22.0
Agree 21 42.0 64.0
Strongly Agree 18 36.0 100.0
Total 50 100.0 L
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ti teachers have the same national vision.

0. Emira

The table shows that 76 % of respondents agreed that “Emirati teachers have the same national

vision”-

Table 6.65 Emirati teachers have the same national vision

| Cumulative
Frequency Percent | Percent

Strongly Disagree 1 2.0 2.0
Disagree 6 12.0 14.0
Don’t Know 5 10.0 24.0
Agree 18 36.0 60.0
Strongly Agree 20 40.0 100.0
Total 50 100.0

Q10.Teaching is a female-dominated career.

Whilst the following table shows that 60% of respondents agreed with the statement, 24%

disagreed.

Table 6.66 Teaching is a female-dominated career

’ Cumulative
Frequency Percent | Percent

Strongly Disagree 1 2.0 ’ 2.0
Disagree 11 22.0 ( 24.0
Don’t Know 8 16.0 40.0
Agree 14 28.0 / 68.0
Strongly Agree 16 32.0 r 100.0
Total 50 ‘ 100.0 ;

O11.Customs and traditions have a role in the choice of career.
The following table shows somewhat mixed results. However 52% of respondents did agree or

Strongly agree with the statement.
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Table 6.67 Customs and traditions have a role in the choice of career

Cumulative
Frequency Percent Percent

Strongly Disagree 2 4.0 4.0
Disagree 9 18.0 22.0
Don’t Know 13 26.0 48.0
Agree 17 34.0 82.0
Strongly Agree 9 18.0 100.0
Total 50 100.0

Q12.The Emirati family feels proud when a male family member becomes a teacher.

The following table shows that the result is a mixed response. However 42% agreed with the

statement.

Table 6.68 The Emirati family feels proud when a male family member becomes a teacher

Cumulative
Frequency Percent Percent

Strongly Disagree 4 8.0 8.0
Disagree 10 20.0 28.0
Dont Know 15 30.0 58.0
Agree 10 20.0 78.0
Strongly Agree 11 22.0 100.0
Total 50 100.0

6.5 Results from interviews using Albarza and Leqa
6.5.1 Introduction

As detailed in Chapter 5, tape recordings were made of each of the Albarza sessions. Data
from sessions were then grouped in terms of common aspects that arose from each of the
sessions. Eleven aspects were from Albarza 1, which concerned family views and
Perspectives. Seven aspects were generated from A/barza 2, which concerned the

tommunities’ views and perspectives.

Results presented below are the views and perspectives of participants in the two Albarza
sessions,
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6.5.2 Albarza family views and perspectives

1. The importance of the educational field and parents’ councils within ADEC’s
| education zones, 10 participate in marketing the concept of Emirati male teacher
recruitment.
The participaﬂts highlighted the importance of engaging teachers and parents’ councils in the
three ADEC zones, to encourage and support the concept of increasing the numbers of Emirati
and male Emirati teachers. From their perspective, it is preferable to employ Emirati teachers,
rather than expariates, because Emirati teachers belong to the same community as students and
parents; and they share the same culture, habit, social standards and understandings.
2. The necessity to offer financial rewards and moral incentives to atfract and retain
nationals to the teaching profession
Some of the suggestions aimed at encouraging Emirati nationals to choose teaching as a future
career were to grant special allowances for national teachers, providing them with financial
support and rewards. They also recommended adopting any policy that would enhance the

image of Emirati teachers, granting them great respect and focusing on their importance to the

nation.

3. Retention of Emirati teachers
The participants highlighted the need for a concerted effort to ensure the retention of Emirati
teachers. It was suggested that ADEC should do all it could to ensure a high level of job
satisfaction among Emirati and Emirati male teachers through the provision of financial and
moral incentives. This should include providing continuous professional development and
training for Emirati teachers; and the provision of special allowances or grants, aligned to

Improvements in performance.

4. The important role of family in a child’s choice of profession
Parents play an important role in influencing their children’s careér choices. It was suggested,
therefore, that it is important to raise parents’ awareness of the financial and moral incentives
and the Prestige attached to the perception that Emirati teachers are the most educated and
respected members of society, so children will understand the importance to society and the
country at large of Emirati teachers. This will encourage children, especially boys to consider

t i . .-
€aching a5 5 profession, an ambition that should be encouraged by parents.
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5. The role of the Emirati teacher, especially males, in managing classroom behaviour
petter than non-Emirati teachers, due to their understanding of culture and tradition.

participants acknowledged that Emirati teachers could expect to manage classroom behaviour
petter than non-
pe,spectives/understandings. For these reasons, students may show little respect to expatriate

Emiratis because expatriate teachers lack shared cultural, traditional and moral

reachers because shared understanding about behavior and cultural norms may be very

different from those in the Emirates.

6. Emirati teachers have greater awareness of their students.
Emirati teachers understand the cultural imperatives that may drive student behavior, and
understand influences that may affect student performance. They are more aware of their

students’ culture, habits, practices and traditions than non Emirati teachers.

7. Educational outcomes at girls’ schools are considered to be better than at boys’
schools because most Emirati teachers are female.
There are more female than male Emirati teachers, and this explains why girls’ schools are
more successful than boys’ schools, and report fewer adverse incidents and issues. Education
outcomes at schools with a low number of male Emirati teachers are poorer than at schools
with a high number of Emirati teachers. Since many schools have very few male Emirati
teachers, one way to improve education significantly is the need to encourage more Emirati

males to choose teaching as their profession, and teach in boys schools.

8. The teaching profession is not attracting undergraduates at present.
The teaching profession is not attracting undergraduate students at present, mainly due to low
wages for Emirati teachers, lack of other financial incentives and lack of training and

continuous education programs for Emirati teachers.

9. Education cannot be developed and improved unless delivered by Emiratis.
The quality of education provided by male Emirati teachers should be compared to that
Provided by non-Emirati, or expatriate, teachers. Education provided by non-Emirati teachers
Is often inferior due to the cultural, habitual and moral gaps in the expatriate teachers’
knoWledge and cultural skills. These gaps in understanding cannot be filled except by national

te ; -
3chers, who share cultural and moral standards with their students.
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10. Expatriate teachers bring with them inappropriate values and attitudes, quite alien to

our culture, and disseminate them among students.
The continuing focus on recruiting mainly expatriate teachers harms our society. This is

hecause teachers coming from expatriate cultural backgrounds lack understanding of our

culture an
Srudents may try t0 imitate their teachers in different ways including adopting fashions, moral

d thus transfer and transmit inappropriate attitudes and values to our students.

concepts; and political and social attitudes that are in contrast with the tenants of our society

and its culture.
6.5.3 Albarza 2 and 3 Community views and perspectives

1. The community has no knowledge of the vision of the Abu Dhabi Education Council
and has no role in highlighting the importance of recruiting Emirati teachers.

Lack of communication and community awareness on ADEC’s vision constitutes a weakness
in the current education system that needs to be resolved. It is quite important to enhance
community awareness, and get community members involved in the objectives and priorities
of ADEC, including those related to the importance of recruiting male and female Emirati
teachers for Abu Dhabi schools. The community should be aware of ADEC’s ideas, and should
be involved in planning for the future. This will enhance awareness and serve the objective of

encouraging our children, especially boys to select teaching as a career.

2. At present, the teaching profession is not attracting Emiratis because of poor financial
and moral rewards.
ADEC should announce a set of reforms, policies and educational re-structuring to promote
teaching careers among Emiratis, as the present incentives are not encouraging recruitment,
and retention. Factors that will support attracting increasing numbers of Emirati teachers
should be explored to achieve this objective. The working and living conditions provided for

Emirati teachers should be improved to boost the image of national teachers in Emirati society

10 an image promoting dignity and respect.
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3 Itis expected that ADEC will give priority to improving the status of Emirati teachers

inthe

e of the reforms t
teachers, who should be given substantial salaries, incentives, bonuses, grants,

community in several ways.

hat are expected to be initiated by ADEC aim to improve the image of

male Emirati
otion health insurance coverage, annual increments on base salaries, good annual leave
promO=E

‘mi[]cmeﬂts, C
anagement to discuss any problems they may have.

ontinuous training and development, capacity building and access to senior

4 Emirati teachers are able to communicate with parents, thus improving education
outcomes.
Another advantage Emirati teachers have is their ability to communicate with parents and
provide advice and guidance on their children’s school performance. Emirati teachers are
considered to have the power to convince parents to improve education outcomes, because they

speak the same language and share the same understandings, culture, beliefs and objectives.

5. Expatriate teachers are foreigners in our community and they have a limited role.
Employing so many non Emirati, or expatriate, teachers creates a socio-cultural and
behavioural barrier between students and parents on the one side, and expatriate teachers on

the other. This barrier creates difficulties that prevent the attainment of targeted educational

objectives.

6. Emirati teachers lack access to professional development and training that would assist
them to attain the desired standards.
Emirati teachers should be supported by continuous professional development and training
programs; they should utilise part of their summer vacation attending training courses and
conferences; participating in conducting research; and working on performance indicators.
They should also receive training in modern education techniques and skills, and they should
be granted scholarships and leave with pay to attend specialised courses and pursue higher
educational degrees at renowned universities in the region and overseas. National teachers

should be empowered to deliver high quality education.

7. Expatriate teachers who are employed should be limited to those with high

performance levels
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iting expatriate teachers should be limited to vacant positions that no Emirati teachers,
Recri!
especially 2!

a5t special criteria related to selecting high-level performing teachers. If a case is to be

made for the employment of expatriate teachers, it should be made on the basis of filling a gap,

where E

es, are available to fill. The selection of expatriate teachers should be made

mirati teachers of the requisite qualifications and experience are not available.

6.6 Results of other analysis
6.6.1 Characteristics of the teachers currently in the profession

Data was collected on the characteristics of the teachers in the profession who completed the

questionnaire. This is set out in table 6.69 below.

Table 6.69 Characteristics of the sample teachers currently in the profession

46% are secondary school teachers?

98% of the sample have Bachelor’s degrees

48% of the study sample has between 11 and 15 years’ experience
46% of the study sample is aged between 36 and 45.

94% of the study sample is married

6.6.2 Characteristics of the teachers who had left the profession

Data was collected on the characteristics of the teachers who left the profession who completed

the questionnaire. This is set out in table 6.70 below

Table 6.70 Characteristics of the sample teachers who left the profession

98 % of the teachers who left the profession had Bachelor’s degrees.

Most of the teachers (56.86%) who had left the profession had between 11 to 15 years of teaching experience.
Younger teachers who had left the profession (below 30 years of age) had left after on average after three years
teaching.

The majority of the teachers who had the profession were aged between 36-45 years old.

Allteachers (100%) of the study sample were married.

6.7 Conclusion

The conelusions and implications of these results will be discussed in chapter seven which

cons; .
isiders the meaning of these results.
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FINDIN GS AND DISCUSSION OF RESEARCH QUESTIONS

1.1 lntrod uction

The research developed data to answer the research questions and analyse the following issues
that forme
-ontained the following issues:
[

the reasons for low attraction of male Emirati teachers;

d the basis of the research questions outlined in chapter 1. These research questions

o the reasons of low retention and high attrition of Emirati male teachers;

o the link between attraction and retention factors;

the role of the Emirati family, particularly Emirati fathers in the career choice of their

sons;

the way that families interpret the financial incentives for teaching compared to other

professions;

o the importance that families and communities attach to having more male Emirati
teachers; and
o family and family leader perceptions of factors that contribute to increasing the status

of teaching.

This analysis will now be presented as three major findings that reflect the research questions.

1.2 Finding 1 Reasons for low attraction of male Emirati teachers

Overall, the results show that more than half of families discourage their sons to go into
teaching. This is one of the critical reasons for the low attraction of Emirati males into

teaching,

The main reason for the low attraction of Emirati males into teaching reflects the way that the
family and fathers influence career and study choice. The Emirati family, through fathers and
family leaders, interpret a profession’s financial and other incentives such as career status and
Promotion possibilities from the perspective of the ultimate contribution of this profession to

the family. The remuneration incentives, social status, and career and promotion possibilities,

and study options and qualifications of a range of professions are compared by families. In the
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. :on of many families teaching does not compare as well as other professions on these
opin!

indjces.

o a result, many fathers provide guidance and advice and study options not to pursue teaching
g5 8 career but to pursue other professions for their sons as a result of such interpretations. As a
result, many males are not encouraged to go into teaching as a profession by their families.

This decision is made in the wider family. In these cases it is not possible for the young males
in these families to develop any expectancy values about teaching, and to make career

decisions on the basis of either their career preferences, or on the basis of successful career

experiences.

This finding is confirmed by the questionnaire results for male Emirati teachers both currently

in the profession, and those who have left the profession; and by the Albarza and Lega
discussions.

Table 7.1 Summary of family and social factors in deciding to teach

No Factors TQ-IP

1 | Family role in career 53% agree

2 | Children encouraged to be teacher Mixed opinion
3 Community has role in becoming teachers Mixed opinion
4 | Emirati males want to teach Mixed opinion
5 | Father has role in choice of teaching career 56% agree

6 | Teaching is a female dominated career: 83% agree

7 | The society has a positive vision towards 50% agree;

Emirati male teachers. 23% no opinion

Table 7.1 shows that the majority of male Emirati teachers currently engaged in teaching
attribute career choice (items 1, 2 and 7) to family decision making. This is also confirmed in
table 7.2 which shows family responses to the questionnaire administered to many families.
This table shows that families also agree that they play a key role in career choice for their
Sons, with the majority of respondents agreeing that they make career choices for their sons

and daughters,

85




CHAPTER 7

Table 7.2 Family questionnaire responses to the role of family in career choice

ﬁo/, — Factors FOAP

/l" Choose teaching as a career promotes society 60% agree

—> | Visual media roles in career choice 56% agree

”3” ADEC has a role in promoting teaching 46% disagree; 30% no opinion
”’r Family encouragement of teaching career choice 56% agree

"'5'—— Family motivates teaching career choice 50% agree

L’{'_ Teaching profession as good as other profession Mixed

™7 | National importance of more Emirati male teachers 92%

The data contained in this table was confirmed during the 4/barza and Leqa with family
leaders. In Albarza and Lega family leaders outlined how they provided career guidance and

made decisions for their sons and daughters.

The data also reveal that (as would be expected) that a number of families do not play this role
in their sons’ career choice and the decision to enter the teaching profession was a more
personal, individual choice. As a result, some Emirati males (a very small proportion) have
been attracted to and commenced a teaching career. For these Emirati males the family has
either encouraged them to enter teaching, or played no role in their career choice, or they have
defied family guidance and decision making in relation to career choice. Emirati males in
teaching responded to the questionnaire by agreeing or strongly agreeing that they presented
good role models, had more success than other teachers, had improved classroom management
and shared the national cultural vision with their students, and made a different to their
students; similar expectancy type factors that are shared by teachers all over the world. This is
illustrated in table 7.3 which summarises questionnaire responses from teachers in the
profession in the area of teaching skills and competencies.

Table 7.3 Teaching skills and competencies responses of male Emirati teachers currently in the profession

No Factors ' TQ-1P

1 Emirati teachers are better 79% agree
F‘2 Emirati teachers are role models 82% agree

3 Emirati teachers share the same national vision 80% agree

4 Students behave better with Emirati teachers 73% agree

5 Creativity in teaching career 74% agree
I

6 Emirati teachers have school problems 73% disagree

7 Emirati teachers are cooperative 82% agree
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overall this group of respondents chose to become teachers because they wanted to; and

viewed
and made

being & teacher as an important job that contributed to the improvement of the country

a difference to the students.

[tis poteworthy that the questionnaire results indicated that the work environment and other
t1

aspects: such as remuneration issues such as salaries, did not appear to be motivations for

becoming a teacher.

The questionnaire data from teachers still engaged in teaching and teachers who left the
profession need to be considered in the light of the role that families play in decision to enter
and leave teaching. Whereas individuals completed the questionnaire items on general
motivation factors, economics incentives, the role of family and society and expectancy factors
and teaching conditions, it must be remembered that personal responses may not be important
in actual decision making for some of these respondents as these factors are actually

interpreted by families who play a significant role in career decision making.

One surprising finding is that there is a growing awareness of the importance of male Emirati
teachers to society by families and the community. Over 92% of family respondents agreed or
strongly agreed that having more Emirati men in teaching is important. Families can see the
impact in girls’ education of having a significant and growing number of Emirati female
teachers. The expectation expressed in Albarza and Leqa is that a greater number of Emirati
males in teaching will have similar uplifting impact on the education of boys. There was strong
agreement from families that in Emirati society, and Abu Dhabi society specifically, there
should be more teaching done by Emirati teachers in general and male Emirati teaches
specifically. The family, particularly fathers, were seen as critical in being able to motivate
their sons and daughters to become teachers. The results indicated that although females are
more likely to become teachers than males, perceptions about teaching as a desirable

profession for males are gradually changing.

There are 4 number of clear implications of this finding. One is that any policies developed to
Aitract male Emirati teachers, needs to target families and family leaders, as well as

individua]s,
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Al since family decisions occur over extended periods of time and involve study choice,
?
raction POl

wees.

cies will be less dependent on the final stages of students study in Bachelor

The Albarza and Leqa also revealed that the preservation of Emirati cultural traditions through
educatio
gatus of the teaching profession that may appeal to families.

n was important, and that this idea could form the basis of policies to increase the

2.3 Finding 2 Reasons for low retention and high attrition of Emirati male teachers

Although some degree of teacher turnover is healthy and unavoidable, research by Marvel et al
(2007) indicates that a high turnover rate diminishes the overall capacity of educational
institutions and depresses school and student performance. The high turnover rate and limited
retention rate of male Emirati teachers compared to their Emirati female colleagues was

specifically researched in this research project.

Overall, teachers who had left the profession indicated that a lack of incentives or motivations
to stay in the profession were the main reasons to leave teaching. Better opportunities and
remuneration were offered by other careers. Limited promotion opportunities and poor

working conditions were also cited as major reasons for leaving the profession.

Another key reason advanced by male Emiratis for leaving the profession were difficulties in
fulfilling the role of a teacher, particularly in the areas of classroom control and management
(specifically problems with classroom control and managerial matters). These former teachers
indicated that they lacked the skills and qualifications to cope with teaching. In addition the
work environment was not seen as conducive to a long term careers. Despite this, former
teachers considered that Emirati teachers were superior to non Emirati teachers and considered

there to be a great need to increase the numbers of male Emirati teachers.

These results need to be interpreted from the perspective of families and family decision

making in relation to career choice. In many ways the reasons advanced by former teachers for
leaving teaching refer to economic incentives and the low status of teaching, factors that
'esonate with the views of many fathers and family leaders in their advice to sons not to enter

leaching. Since these are feelings common to many families, teachers who have left the
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fession are agreeing with wider family attitudes and perceptions. For examples some male
pro

. atis reject their fathers’ advice and decisions and enter teaching. However, in some cases

finual family pressure will be brought to bear to force sons to change their career choice
con

qway from teaching.
overall economic incentives were not a significant factor identified by former teachers in

eaving the profession. However, one difference between attraction and retention factors

relating to career choice found in the research relates to working conditions, promotion and

reaching skills. Former teachers indicated that they found teaching a difficult profession,

lacked skills and that other professions provided better working conditions.

Table 7.4 Former teachers teaching skills and competencies

No Factors TQ-LP
1 Difficulties in teaching role 72% agree
2 Lack of management skill Mixed result
3 Non Emirati Arabic teacher has role in career change 66% agree
4 Emirati teachers lack skill and quality 84% agree
5 Foreign teacher has role in teaching career 84% agree
6 Emirati teachers’ classrooms are better 68% agree
7 Lack of promotional opportunities 78% agree
8 Problems with students caused me to change career Mixed result
9 Difficulties in class room 54% agree

In particular they identified lack of promotional opportunities as a key factor in motivating

career change.

There are a number of clear implications of this finding. One is that any policies developed to
retain male Emirati teachers, needs to also target their families and family leaders, as well as

teachers currently in the profession.

Also, since working conditions and lack of promotion opportunities have been advanced as key
reasons for changing careers out of teaching policies that target teacher induction, early career
SUpport and assistance and promotion pathways may act to improve retention. Since induction

ad early career support and ultimately promotion depend on developing new skills and
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policies aimed at further training and promotion may improve male teacher

qualiﬁcations
Mention-

1.4 Finding 3 How families interpret financial incentives and the status of teaching

compared to other professions?

views and perspectives from the Albazra sessions provided a number of useful insights into

how a range
interpreted by Emirati families.

of factors relating to attraction and retention of male Emirati teachers are

The importance of the leadership of Emirati families in steering and directing career choice is
evident from the results. During the last two decades, the UAE has witnessed huge
development in construction, the introduction of telecommunications businesses, satellite
television and share trading and other financial services, each of which attracted investment
from Emiratis. These businesses have provided good returns on investment and have created
employment opportunities that have diverted the interest of Emiratis from other careers,

including education.

Itis these other professions that have high profiles and are constantly in the media. At the same
time tertiary education opportunities have been developed very rapidly in a range of

professions, (including business) leading to increasing expectations that Emirati can aspire to
high qualification professions. Furthermore it was expected that an Emirati family will have a
number of different high qualification professions represented among its children and reflected

in the family.

The Albarza and Lega data indicated that families considered that salaries and working
conditions are superior in these high profile professions, especially business professions. As
well, the rapid expansion of the economy, the rise of oil prices in the 2007 to mid 2008 period
and the rapid pace of Emiratisation created a labour market rewérding highly qualified

Emiratis with professional positions with opportunities for rapid advancement.

In this context the financial incentives to enter teaching and the social status of teaching
declined in relation to other professions. Emirati families then encouraged males into other
Profession rather than teaching, as they compared professions and interpreted their advantages

for the family as well as the individual.
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although the The Albarza and Lega found that families, particularly fathers, are considered to
. ert important influences over their children’s career choices, another important finding was
ex

(hat the vision of Emiratis was that teachers have an important role in society.

The results suggest mixed views concerning how families or fathers can and should influence
career choice discussions. The role of family leaders in career choice could also assist in the
attraction and retention of male Emirati teachers if interpretations of the incentives and social
status teaching were changed to reflect Emirati social goals. The success of female Emirati
reaches in girls schools, changes in the economy with lower oil prices and the financial crises
of 2009 in Dubai, combined with community unease over the preservation and strengthening

of Emirati cultural traditions provide both a changed context and an opportunity to assist

families reinterpret the status of teaching.

It was therefore seen as crucial to convince family leaders that the interests of students,
including cultural and traditional considerations will best be served by increasing the number
of male Emirati teachers; and to enlist the support of family leaders to address the imbalance

between male and female Emirati teachers and expatriate teachers in all UAE schools.

There are a number of clear implications of this finding. One is that policies aimed at
increasing the status of teaching and its financial rewards should be targeted at families This
will allow families to reinterpret these features of teaching to make teaching a more attractive

profession compared to other professions.

Secondly it is important to raise parents’ awareness of the financial and moral incentives and
the prestige attached to the perception that Emirati teachers are the most educated and

respected members of society. This will allow families and children to understand the
importance to society and the country at large of the role of Emirati teachers. This will
tncourage children to consider teaching as a profession, an ambition that should be encouraged

by parents for both boys and well as girls.

In this respect one finding is that ADEC should engage with the parents and family leaders in
W ways that focus the families’ attention on ADEC policies to attract and retain male Emirati

teachers. This will encourage family leaders to reinterpret ADEC policies from the perspective
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ofthe family. This may encourage family leades to reevaluate the incentives and status of

eaching as contributing to the preservation of Emirati culture and values; in the opinion of

many a critical task important for the future of Abu Dhabi and the entire UAE.

7.5 Conclusion

n addressing the research questions, it is clear that Abu Dhabi and in particular ADEC can
address the problems and issues that have been identified. This matter is further considered in

Chapter 8, Conclusions and Recommendations.
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CONCLUSIONS AND RECOMMENDATIONS

8.1 lntmduction

This research project was initiated with the support of ADEC to explore the factors important

tracting and retaining male Emirati teachers. The research question arose from the
ind '

difficulties that schools are having in attracting and retaining male Emirati teachers. So few
male Emiratis are attracted and retained in teaching that a whole generation of boys attending
ADEC schools are unlikely to be taught by male Emiratis. Teacher attraction and retention,
especially for male teachers is an issue in many countries, what makes this problem unique in

Abu Dhabi is the extremely low numbers of male Emirati teachers in the entire school system.

This chapter initially considers the limitations of the research presented in this research
project. It then provides conclusions drawn from the results presented in Chapter 6.
Recommendations arising out of the research are then presented as well as actions that are

intended to address the factors identified in attracting and retaining male Emirati teachers.

8.2 Limitations

There are a number of limitations in the design of this research. These are briefly considered
below as they have implications for the conclusions that can be made from the research.

e The study is confined to government schools in Abu Dhabi in the UAE. Thus findings
cannot be generalized for schools other than government schools managed by ADEC.
However, it is possible to generalise the findings to the UAE in general because
government schools in the education systems of other Emirati states have similar

difficulties in attracting and retaining male Emirati teachers.

* The respondents in the sample may not have been representative of the population of
male teachers currently in the profession and those who left teaching for other
professions. All participants provided voluntary participation and may therefore not
have been representative of both the male teachers currently in the profession or
amongst those who have left the teaching profession. Despite this caveat, it needs to be
remembered that the sample of 50 male teachers who responded to the questionnaire
represented approximately one sixth of the male Emirati teaching force in ADEC

schools in Abu Dhabi.
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Family members who participated in the study were chosen on the basis of a
[ ]
willingness to participate. All had teachers in their families. Hence the participants

may not have been representative of a typical Abu Dhabi family.

. The samples used were relatively selective. For example, Emirati female teachers were
not involved in the teacher samples or in the study itself. Also, views of other school

staff such as principals and administrators did not participate in the study.

The above limitations warrant further research in which more representative samples can be

used.

8.3 Conclusions

This research has drawn heavily upon the existing research literature to identify possible
factors that could influence attraction and retention of teachers. Four factors were identified:
¢ Motivation factors
o Teacher knowledge and skills factors
¢ Social and family factors

¢ Economic incentives

In this research each of these factors were found to have influenced teachers to enter the
profession and commence teaching and to make choices about continuing and leaving the

profession.

The major contribution of this research is to identify and conceptualise cultural factors in
decisions to enter and leave teaching. Specifically, decisions made about career and career
choice can be affected by the wishes of the family. It is traditional in Emirati culture that
fathers play important roles in providing career advice and guidance for both sons and
daughters, Currently, fathers have been advising their daughters to enter and commit to
teaching careers. As a result, the number of female Emirati teachers has grown rapidly in
ADEC schools. So far fathers have not been providing advice and guidance to their sons to

e . . . . .
Nter and commit to teaching, because they have not regarded teaching as a profession with
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i social status and sufficient economic incentives and rewards compared to other
bt
p,ofess

ions.

Despite this contrast in the advice provided to both daughters and sons, the research also
crowed that fathers, families and the community are increasingly considering that the teaching
pr(,fession is a national priority if Abu Dhabi is to have a high quality education system as
discussed in Chapter 2. In this regard the A/bazra results in Chapter 5 indicated that fathers,
the family and community are more likely to place a higher priority on encouraging their sons
as well as daughters to become teachers. This increasing likelihood reflects concerns among
families that Emirati cultural and social values and shared understandings can only be

underpinned by increasing male Emirati teacher involvement in the education of Emirati boys.

A significant result that arose from the Albazra data (and also evident from the questionnaire
data) is that teaching is not seen (or perceived) to have a high social standing. Similar results
have been reported in research cited in Chapter 3. In Abu Dhabi a critical issue for fathers and
families is that their children, especially males choose a career that they consider to be of a

high social status. If more Emirati males are to be attracted to enter teaching through the

advice and guidance of fathers and families the perceived low social status of teaching needs to
be addressed by the government and ADEC. The research found that almost 50% of male
teachers had entered teaching as a result of the advice and guidance of their fathers. Therefore,
addressing the issue of the status of teaching, requires the government and ADEC to promote

the status of teaching to heads and leaders of families in Abu Dhabi society.

The Albarza data provides a valuable source both for these conclusions and for
recommendations to address the factors identified in the research. These conclusions are
presented below in two parts: Conclusions from family perspectives and those from a
‘ommunity perspective. During the Albarza fathers and community leaders provided advice
about how the status and role of teaching could be promoted and strengthened in ways that

may them to change their advice to their sons and encourage them to join the teaching

profession.
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§3.1 Family perspectives in teaching career choice

| The importance of educational leaders, parents’ councils and the Abu Dhabi Education

Council in promoting and raising the profile and status of teaching among family
Jeaders.
The participants highlighted the importance of engaging educational leaders (more and more
ool principals are Emiratis, both female and male) and parent’s council in discussions about

sch
al priorities for the education of boys and the role of male Emirati teachers in advancing

pation
the achievement of students in the education system. In particular the Albarza participants
supported the need to employ Emirati teachers who belong to the same community of students

and parents and who share them the same culture, habits, social standards and meanings.

2. The necessity to enhance financial rewards and highlight moral incentives for teaching.
The participants in A/barza suggested a number of ways to encourage Emirati nationals to
select teaching as a future career by granting and providing special allowances for national
teachers, providing them with much greater financial support and incentives. In addition, it was
recommended that highlighting the contribution of Emirati teachers to the preservation of
Emirati culture and society be regarded as a special moral contribution to the community. They
recommended adopting any policy that increased the profile and the image of national teachers
in the community, as a way to promote increasing respect for teaching as making a difference
to the long term future of Emirate society.

3. Retaining teachers in ADEC schools.
The research found that the factors influencing male Emirati teacher attraction were almost the
same as those responsible for male teacher retention. As a result 4/barza participants tended to
view teacher retention through the same prism as teacher attraction. Male Emirati teachers
could be retained through financial incentives, professional development. This will include
providing continuous education programs for Emirati teachers, engaging them in planning and
budgeting for developing education and related programs in the country. In addition, they
should be granted special allowances or grants according to their performance improvement
and degree of initiative personality and thoughts. All these measure were also seen to be
policies that would also raise the status of teachers and thus encourage more fathers and

families o consider teaching for their sons.
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4 The important role of family in guiding career choice.

parents play an important role in influencing choice of future careers. Raising parent’s

gwarenes

the most educ
the attention of children to the importance of Emirati teachers for the society and country. Such

s about Emirati teachers and their financial and moral incentives, perceiving them as

ated and respected members of the society were considered as helpful in bringing

licies it was felt would encourage children to express their willingness to become teachers in

po

future, an issue that should be enforced and encouraged by parents.

5. The role of the male Emirati teacher in controlling students in classroom more than
others due to the well understanding of customs and traditions.

Albarza participants expressed the view that male Emirati teachers were more likely to manage
classrooms and student behavior better than non Emirati teachers. Family leaders expressed the
view that expatriate teachers often lacked the shared cultural, traditional and moral standards of
Emirati teachers. Accordingly they believed that students would be more engaged and more
likely to achieve if taught by Emirati rather than expatriate teachers. Emirati teachers were
expected to be well aware of their student’s culture, habits, practices and traditions.

6. Education in schools for girls is considered more successful because most of the

Emirati teachers are female.

Emirati female teachers are a growing proportion of the teachers in ADEC schools comprising
almost 40% of the teaching service. Family leaders expressed the view that they encouraged
their daughters to enter teaching. There was also a strong perception by the community that the
increasing proportion of female teachers was having a very positive impact on the education of
girls and improving the educational achievement of girlé. Generally it was felt that schools
with a high proportion of Emirati teachers were more successful than schools with fewer
Emirati teachers. In A/barza these views were extrapolated, so that there were strong views that
increasing the number of Emirati male teachers could have a significant impact on boys
education,

7. Career choice timing.
Choice of teaching as a career was related to specific education milestones. One of the critical
Waypoints was towards the end of undergraduate degrees. At this time the choice of entering
the profession was open to prospective teachers. At this time fathers, sons and other family
leaders were considering the range of options for post graduate study and career entry. At this
Patticular time when families and undergraduates were making career choices, teaching was

Perceived as being uncompetitive in relation to financial incentives and social status compared
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professions. As well, teaching careers were also perceived to lack the professional

10 other . .
d elopment and training compared to other professions. The short duration of teacher training
v
ially were seen as lacking professional development. At this stage very few males elect

eacher education and training compared with female undergraduates.

8. The balance between government and non government education and the communities

values.

The education system of Abu Dhabi features a government education system managed by
ADEC that provides the majority of places for Emirati children. However, there is also a large
pon government school sector of private schools catering for the needs of a large expatriate
population. This non government school sector is almost totally staffed by expatriate teachers.
Increasingly Emirati parents seek to enroll their children in these private schools to maximize

the educational achievement of their children. However, such education opportunities lead to a

loss of Emirati cultural traditions and question the preservation of Emirati culture.

Expatriate teachers also provide the majority of government school teachers, though the

process of Emiratisation is gradually reducing the proportion of expatriates in the government
school system. The Albarza participants expressed the view that increasing the number of male
Emirati teachers would both increase the educational achievement of boys in ADEC schools,

but also contribute to the preservation of Emirati culture and traditions.

8.3.2 Community perspective conclusions
1. The community does not know the vision of Abu Dhabi Education Council and has no
role in highlighting the importance of Emirati teacher.

Lack of communication and community awareness of the vision of ADEC and its plans for the
education system, especially in relation to the attraction and retention of male Emirati teachers,
presents an issue that needs to be addressed. It is important to enhance community awareness
and involve the community, especially family leaders, about the objectives and priorities of
ADEC in relation to teacher attraction and recruitment. The community should share ADEC’s
Plans and be involved in planning for future. This will enhance awareness and serve ADEC’s

objectives of encouraging children, especially males to select teaching as a career for future.

2 Teaching profession is not encouraging attraction and retention of males.
ADEC should announce a set of reforms, policies and educational re-structuring to promote

teach; T . . .
aching as a career among Emirati men, as the present incentives are not sufficient. Pull
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s such as financial incentives, should be explored to promote this objective. A new
fact0 .. .. . .
ced image of the role of Emirati teachers and their importance in the society can

mote the dignity of teaching and respect for this career choice.
pro|

3 Itis expected that the Abu Dhabi Education Council will give priority to improving the
status of male Emirati teachers in the community.

some of the reforms that are expected to be initiated by ADEC aim to improve the financial

incentiv
grants, health insurance coverage, annual increments of base salary, improved annual leave

¢ to join and stay in teaching include salary incentives, bonuses, further education

vacation. To enhance retention policies could include continuous training and development,
development of clearer career promotion tracks and structures and a policy of active

engagement with male teachers and their families in relation to improved communication.

4. Promoting teaching and higher education standards through continuing professional
development.

Emirati teachers, especially males should be more supported by continuing education
programs; they should utilize their part of their summer vacation in receiving training courses,
attending conferences, participating in conducting research and working on standards and
performance indicators. Such continuing education is a feature of other professions in Abu
Dhabi. A system of scholarships and leave with pay to attend specialised courses and higher
degrees at universities in the region and the world, could provide a way of increasing the status
and profile of teaching among Emirati fathers and families. National teachers should be

empowered to deliver high quality education.

833 Summary

Regarding the importance of motivation as a factor the research findings are similar to that
'eported in other research studies as considered in Chapter 2. It is evident from the results that
teacher attraction could be enhanced if the following aspects of fhe teaching career were
addresse:

* Higher salaries and other financial incentives;

* Increased status and profile of the profession in the wider community;

* Improved communication with fathers and families about the importance of teaching

for men in the Abu Dhabi community;
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[ncreasing the status of teaching by stressing the importance of teaching in the
preservation and promulgation of national culture; and

Development of specific incentives to raise the status of teaching and the quality of
[}

reaching, such as leave to visit overseas countries and study.

s were all of greater importance to the teachers who had left the profession and

TthC aspect
had accepted neW jobs.

Although this research has shown that the factors relating to male Emirati teacher attraction are
olso critical for teacher retention, male Emirati teachers who had left the profession identified a

range of workplace factors that mitigated against them remaining in the profession. These

included:

o Problems with classroom control;

¢ Lacking teaching skills and teaching and learning strategies;

o Limited opportunities for professional development and training;

o Limited promotion opportunities compared to other professions; and

o A strong labour market with many of professional opportunities that resonated with the

wider family and community.

As in male teacher attraction, economic incentives were also a considerable factor in retention.

These financial aspects also concerned promotion and future career prospects.
8.4 Recommendations and strategies

Chapter 7 and the conclusions from the previous section have been used in this section to
provide specific recommendations and suggested strategies to address the problems examined

in this research project.
84.1 Recommendations for the government and ADEC-

ADEC can make considerable contributions to address the male Emirati teacher attraction and
tention problem. Recommendations are:
* ADEC provide greater financial incentives for Emirati teachers to enter and stay in the
Profession especially for male teachers;

* ADEC publicize these incentives among family leaders and the community;
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ADEC increases the availability of Emirati teacher professional development and

training, and further study;
o ADEC promotes of the benefit to the community of Emirati males choosing a teaching
career, and shares these benefits with the community; and
ADEC audits and assess male teacher induction and support and develop ways fo
support male teachers who enter teaching to overcome problems identified in the areas

of teaching and working conditions.

The above recommendation would help make teaching more appealing and attract and retain

male teachers. In this regard possible specific actions by ADEC are:

o lo undertake specific promotions that target the community and family leaders in
regard to the improvements that ADEC is making in financial incentives and the status
of teaching; and

o develop specific strategies to reach out to undergraduates to consider a career in
teaching, and

o the government, through ADEC, develop specific strategies to support new male
Emirati teachers at the commencement of their teaching career and to promote this

support to families and community leaders.

8.4.2 Recommendations for the family and community

The following recommendations are based mainly on the discussion of the Albazra
participants.

* The head of the family plays a critical role in career choice and guidance. As a result
heads of families need to display more responsibility in canvassing career options and
take specific responsibility for improved communication with ADEC to encourage
teaching as a career for their sons

* Heads of families should discuss career choices more wfdely in the extended family and
seek advice outside the family, especially with local schools, parents councils and
ADEC to more fully familiarize themselves with new ADEC policies to promote males

into teaching; and
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Family Jeaders should visit schools as schools develop programs to discuss teaching

career Options for males with family leaders and fathers. Family leaders should take

gdvantage of this opportunity.

8.4.3 Recommendations for teachers

Recommendations proposed are:

o Emirati teachers become more involved in the teaching career choice process in

Abu Dhabi.
This research has shown that having Emirati teachers in the schools leads to improved
educational outcomes for Emirati children. Emirati teachers should also provide positive
advice for schools children about the benefits of teaching as a career and be encouraged to
provide teacher career advice for senior students in ADEC schools. Male Emirati teachers

should be especially encouraged to promote positive views about teaching to boys as part of a

structured career choice program.

o Training for Emirati teachers should use the latest educational programs.
The results from this research show that a continuous education program should be planned
and put in place to include all Emirati teachers. They should be provided with the latest and
up-dated education techniques and methods. National teachers of high performance should be
granted scholarships to pursue higher education at universities in the region and all over the
world. This will raise the status and profile of teaching. Encouraging exchange of experiences
inschools will permit male Emirati teachers in particular, to share the career programs that

they develop for their students.

o A special teacher education and teacher training centre to develop and encourage
Emirati teachers, needs to be established.
Both the questionnaires data and Albarza indicate a need for further training. An Emirati
teacher education centre could be developed to promote teacher education and teaching as a
Career, with international organizations that deal with developing and empowering education,

like UNESCO, and with regional organizations, private intuitions or universities.
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o Implement incentives for Emirati teachers to remain in teaching.

These recommendations extend those provided in Section 8.4.1. The research in Chapter 6

indicates that Emirati teachers would benefit from enhanced incentives to stay in teaching. It is
highly recommended to work on changing the policy of education in a way to ensure retention
of male Emirati teachers. These changes may include both financial and status incentives such
gs salary enhancement, special allowances, educational grants, housing grants, annual bonuses

pased on outcome and performance and improving the image of Emirati teachers in our

communitY‘

e Provide help from female Emirati teachers to teach the second phase in order to
bridge the gap in decreasing of the number of male Emirati teachers.
It is recommended to make use of the high number of female Emirati teachers to teach senior
secondary phases to overcome the lack of male Emirati teachers and to provide positive
Emirati teacher role models. Emirati male teachers should also be deployed to senior classes to

avoid having expatriate teachers at higher grades as much as possible.

8.5 Areas for further research

Other studies could be conducted to complement and support this comprehensive research.

Some of these studies could tackle the following:

® Retrospective studies on assessing reasons behind Emirati teacher attrition in the
past can provide additional evidence that can be used to adopt/amend policies

related to retaining Emirati teachers;

* Conducting studies on cultural and behavioral aspects of expatriate teaching and

its impact on student achievement and student culture and student attitudes;

* Auditing and assessing the working environment of Emirati teachers. Such research
could provide ideas for induction programs, and to develop an evidenced based
approach to providing the appropriate support to new male and female Emirati

teachers so that this support can afford retention; and
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o [Further research on family leaders and family attitudes to teaching and how to

appeal to the family to promote teaching through consideration of the role that

teachers can play in preserving Emirati culture.

8.6 Benefits from the research

[mproving the existing situation of having very low number of male Emirati teachers is to be

sddressed through convergent efforts by two key parties, namely government and family

eaders. Generating and developing policies to attract and retain male Emirati teachers by

P

roviding acceptable work environment is needed. In addition, an important contribution from

the Emirati society, mainly family leaders, is needed encourage and promote teaching as a

future profession and highlighting the good image of teacher in society.

Finally, the research has provided a basis for other research to be done and hopefully solutions

will be found to address the problem.

In summary the research is expected to provide the following benefits:

Fill a gap in the literature which deals with the fact that UAE citizens’ refrain from
engaging in teaching. This benefit will assist future researchers investigating the
process and problems of Emiratisation;

Inspire policy makers and educators to look for innovative methods to better attract
UARE citizens to engage in teaching. This will inform future refinements of attraction
and retention policies;

Pave the way for more empirical research on improving the teaching environment for
UAE citizens, in the light of the of the findings of the research;

Assist policymakers and teacher education to rethink and reassess the components of
teacher preparation programs;

Explicate career choice in a Emirati family and individual context; and

Provide policy makers and recruiters in UAE with ideas about the best ways to attract

and retain teachers who can implement technology, successfully in their teaching.
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§.7 Concluding remarks

This research is the first in Abu Dhabi in the area of male teacher attraction and retention that
has used data from teachers, teachers who left the profession and families. It has also been

done by the researcher who is an Emirati.

The major finding in the research has been the role of the family and the Emirati culture itself
2 being a major influence in male teacher attraction and retention. Hence solutions to the

problems will need to focus on this unique aspect of teacher attraction and retention in Abu

Dhabi.
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REFLECTIONS

9.1 [ntroduction

A p,—ofessional doctorate was commenced by the researcher as a result of the researchers
interest in 2 significant problem for the Abu Dhabi (and wider Emirate) education system. This
was to find ways to help the Abu Dhabi school system attract and retain male Emirati teachers.
As Chapter 2 illustrated male Emiratis comprise only 6% of the Abu Dhabi teaching service.
My research problem was to study the reasons for this very low participation rate in teaching
and then to develop an action plan to increase the proportion of men attracted into and retained
in teaching. Up to the present time there had been no research conducted in Abu Dhabi to
develop a greater understanding of the circumstances under which male Emiratis had not been
attracted or retained in the teaching service. Furthermore I was the first Emirati to conduct

research about this issue in Abu Dhabi.

The professional doctorate program suited me because it had a course work component, and a
research project component. This meant that I could align my course work to the reason for my
study and undertake discussions in ADEC and the wider education community before I
commenced my research project and during it as the research unfolded. In the last fifteen years
Emiratis have played increasingly important roles in education and by 2010 comprised over
40% of the teaching service. Emirati women have been attracted to the teaching profession and
have stayed in teaching, leading to improvements in the education of girls. Many in the Abu
Dhabi community expect that increased attraction of male Emirati teachers will have a similar
impact on boys’ education; and play a role in the preservation and renewal of Emirati culture,

especially for boys.

For a number of years I have been employed in ADEC as a manager in the area of human
resources, and teacher recruitment and appraisal. In this role I have come to reflect on the need
for the ADEC teaching service to employ more male teachers and to improve the ratio of male
Emirati teachers to those of Emirati females and expatriate teachers. Recently, this objective
has become ADEC policy and senior ADEC policy makers assisted me to define and explicate

the research problem.
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(he pace of Emiratisation increased, many new Emirati female teachers came to play more
AS
mine

schools- Thi

arch question and my enrolment in the professional doctorate.

qt roles in education and teaching and influenced the culture and operation of ADEC

s has been a widely discussed issue in ADEC and formed the genesis for the

s chapter is about my experience in two parts; reflections about the coursework component

Thi
of my P
reflections on the research component contained in this Volume 1 in Section 9.3.

rofessional doctorate (Volume 2) and is presented in Section 9.2 below. Then I present

The reflection presented in Section 9.2 is descriptive and presents judgments about the value of
the course work program in providing the necessary tools to complete the research project and

assisting in building the solutions to the work based problem.

The reflection presented in Section 9.3 comments on how the ideas of the Professional
Doctorate have influenced the development, analysis and results of the research project

component. It also outlines the outcomes of the research project.

9.2. Reflections on coursework component

9.2.1 Coursework
The coursework component of the program was designed to develop research skills and
capacities in candidates to equip us to undertake workplace focused research. In reflecting on
the course work component a number of valuable concepts were impressed on me. I ultimately
incorporated these into the research project. These critical concepts and ideas included Mode 2
and trans-disciplinary knowledge, and scenario building. These concepts provided a framework
0 add value to existing and future work practices from my perspective as a senior ADEC
human resource expert undertaking research on the attraction and retention of male Emiratis in

ADEC’s school system.

The Professional Doctorate at this coursework component stage supported my work practice,
feflection on the research problem and research challenge that would help in determining my
future research direction. The coursework program provided me with the opportunity to

plore o range of key issues in work place research and to explore a study area that helped me

achi . o
Chieve my future research aims and objectives.

107



CHAPTER 9
9.2.2 Trans-disciplinary knowledge

The trans.clisciplinary perspective of the Professional Doctorate and the course work in this
_— offered me the opportunity of generating relevant skills and knowledge, new ways of

wolving research problems focused on work place issues and problems, and legitimised the

research associated with this project.

Tmns-disciplinary approaches alerted me to the various perspectives that researchers can use to
develop their research questions and research methodologies. Continual change in the school

of Abu Dhabi, as ADEC tries to build a world class education system, has placed new demands
on schools and teachers. At the same time there is community unease that although educational
qandards are improving these are coming at the expense of Emirati cultural and social

maditions. One solution for this conundrum is to attract and retain male Emirati teachers to

poth enhance the education of boys and to preserve Emirati culture.

By reflecting on how career choices are made in the Emirati family I came to see that the
research should concentrate on the way that the family, particularly fathers, influenced career
choice of their sons. Trans-disciplinary study of other cultures, especially South Pacific

cultures, allowed the researcher to compare the way that career decisions for males in Emirati
culture contrasted with the research paradigms that have been used to explore teacher attraction

and retention in western cultures.

Examining research on the way that families in other culture assisted in career and other
choices that are considered personal decisions in western cultures allowed me to unpack and
explore my own culture more fully, and provided me with a new paradigm to consider teacher

attraction and retention in the Emirates.

9.2.3 Mode 2 knowledge

hreflecting and thinking about the course work component I came to see that mode 2
kHOWledge is at the heart of the Professional Doctorate program. It provided an ideal
framework for considering solutions to such an intractable problem in the Abu Dhabi schools

System,

Mode 2 knowledge proposes that practical work place problems combine public evidence

baseq knowledge with the craft and operation of the workplace knowledge which is reflects the
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ific social and cultural conventions in the work place that reside in the shared
nde rstandings of the collaborative teams in the work place. The knowledge gained from
orking together in collaborative work place teams through this framework is essential for

both framing and dealing with the issues and problems that I pursued in this research project.

Understanding the focus of both mode 2 knowledge and trans-disciplinary knowledge provided
me with an opportunity to draw from different sources. This has led to a more innovative
problemn solving approach as I was more informed by many disciplines, ideas, theories and
attitudes. This has resulted in a more focused approach in looking at capacities, and
possibilities for change, and attempting to create preferable futures for my workplace.

9, 2.4 Scenario building

Scenario building was a course based process that offered me a strategy to frame my research
project and its research questions. Scenario building provided me with an approach that
generated robust and resilient strategies that resulted in my questioning broad assumptions and
ariving at better decisions, and therefore creating the opportunity for distinct research

improvement. The idea of generating a sustainable solution for a problem lies at the heart of

my research project.

Additionally, the process highlighted the fact that there is more than one solution in any given
scenario, and any solution put forward can generate a number of contradictions that in
themselves are the case of future problems. This is in line with the definitions for an inventive
problem an inventive problem includes a contradiction and for which a path to the solution is

unknown.

While a possible solution can be considered the need to investigate the contradictions from that
solution is equally paramount. These ideas were central to my research project and added value
the problem solving approach undertaken. I specifically added the idea of exploring family
Operations and Emirati communication systems, which ultimately came to reframe my original
fesearch proposal, and lead me to consider the way career choices were made in an Emirati
Gltural and social context. Thus ultimately led to me include the community as research co-

Participants as they discussed policies and action plans to explore the issues and overcome the

fesearch problem.
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02 5 Conclusion

The coursework components of the professional Doctorate program introduced a number of
concepts that provided useful tools in developing the research proposal and to apply a future
pgrspGCti"e to the research. The course work program provided me a valuable and lasting
insight info the research process and how such research can provide sustainable solution to
problems experienced in the work place environment.

9.3 Reflections on the research project

9.3.1 Development of the research problem

The research problem was selected by the researcher in cooperation with ADEC. The research
problem reflected the importance of this issue to both ADEC and the researcher. The strategy
underpinning the selection of the research problem was to find a road map to reach and answer
the research problem. The research sought to that could be used for tailoring policies that could
be applied to improve male Emirati teacher attraction and retention. It was also important to
present a report to ADEC that could be useful in generating discussions with educational

leaders and the community more widely about the shape of the problem and likely solutions in

policy and practice.

9.3.2 Research project report structure

At the commencement of the research project a research supervisor was appointed in Australia.
I Abu Dhabi and industry supervisor was also appointed to support the researcher and the
research project. The supervisors provided models of research report structure and, after

several deliberations a work place report structure was adopted. This allowed the research
Project to develop with a strong community and Emirati contextual focus. At each step and
stage in the research process, ADEC staff and community leaders overviewed the progress of
the research and its development and provided feedback and advice that enhanced the final

fesearch report and its structure.
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9.3.3 Literature review

n researching the background for the report I was made aware of the need to review the

fiterature associated with the research project.

This was undertaken to ascertain research previously undertaken in the relevant field and to

establish 2 theoretical framework to conduct the research.

The literature review covered a number of disciplinary paradigms that proceeded form western
concepts of the family the balance between individual and collective decision making. This
mans-disciplinary approach included exploration of the literature from economics, career

choice and expectancy value (educational psychological perspectives). However, the study of
family decision making and research from other cultural reference frames underpinned the use

of Albarza and Lega and the exploration of the role of the family in career choice for males.

This literature review widened my understanding of the relevant subject matter, and focused
my attention on the role of the family. This provided the basis of my industry research
presentation which allowed me to present the research literature to my colleagues and peers in

ADEC. This industry presentation provided me with feedback from both the work place and

the community.

9.3.4 Methodology

The literature review allowed me to develop and frame the research methodology. I gradually
developed my knowledge about various methodologies, how they are applied and their

influence and implications for research outcomes. For this research a mixed methodology
approach was undertaken using quantitative and qualitative methods. Knowledge of research
methodology will enhance future research. A gap in the literature review identified, was that no
Studies in Abu Dhabi had used techniques that reflected Emirati communication modes such as
Albarza and Lega in collecting and distilling the voices of Emirati families. This methodology
dlowed the research to reflect Emirati cultural norms and values and allowed the research to

trhance the cultural fit of the research by utilising deep aspects of Emirati culture.
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9.3.5 Providing solutions and presenting the recommendations

A significant aspect of the Professional Doctorate research project is to develop

reco
recommendations and solutions will be presented to ADEC to assist in the development of new

mmendations and solution to the research problem that motivated the research. These

policies and procedures to design professional development for principals. In this way the
professional Doctorate is aimed at developing insights that can inform policy and practice. In
reflecting on the results to develop the recommendations and solutions I was extremely

mindful of both the limitations of the research and its role in generating discussion about the
way forward. Part of this reflection was to identify the areas where further research needs to be

undertaken to provide even more insights for the development of further recommendations and

solutions.
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Appendix A
—

In order to achieve high quality education, we will have to
overcome fundamental problems and challenges: Challenges wi

the quality of our teachers.....

Less than 10% of the tested English teachers
across all public schools meet the ADEC minimum
requirements of English proficiency

Around 5% of teachers of subjects taught (or to be
taught) in English meet the minimum English
competency requirements

Less than 3% of teachers have a Masters degree
- the minimum qualification for teachers in best-in-
class benchmarks

Arabic language test results show that only 9 % of
the total amount of teachers reach the suggested
requirement of “Good”, with 79 % failing to reach
level “Competent”

1)

2)
3)
4)

Public School Teachers Language Skills

English Language Arabic Langu

English Language ~ Teachers of Subjects

Teachers Taught in English
InPPP, In PPP, Government
Government and and Al Ghad
Al Ghad Schools" Schools®

217
9%

[ Good or Above?
[ Competent?
Modest

[ Limited or Below

Model School Teachers of Subje
Teachers in English Taught in Arabic
and Subjects

Taughtin English?

Tests designed by ELS and administered in 2008 to teachers in Government, Al Ghad and PPP schools, The test is intended as an “approximated test score” comparable to the intemation
adopted IELTS test. The assessment did not include the newly recruited 126 teachers from Tunisia who have presented IELTS results. Subjects taught in English include Maths, Sciences,

Library teachers
Tests administered in 2007
Assessment prepared by UAEU

“Cornpetent” is the minimum required language proficiency level set by ADEC while “Good” is the required leve! for teachers of Arabic language subjects
Source:  ADEC; English & Arabic Language Diagnostic Analysis Reports, Dec 2008; ADEC Team Analysis
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Appendix B — Questionnaires

Abu Dhabi Esucation Council

To: Central Queensland University (CQUY AUSTRALIA

Re: Data collection from Abu Dhabi Education Council (ADEC)

This is to inform you that ADEC grunts permission 1o Mr. Sulaiman Al Nuaimi to collect
data from ADEC schools Tor his doctoral thesis entitled: Attracting and retaining male
Emirati teachers in Abu Dhabi: How can male Emirati teachers be attracted and

retained?

This permission includes collecting data from principals. administrators, teacher: Families, «0+i
students. Data collected for this research praject must be used only for the purposcof
educational research. The researcher must not reveal any personal information. Rather all

personal information must be kept confidential.

e

Masood Badri

Head of Research, Planning and Performance Management
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Questionnaire Addressed for Teachers Who Still at their Career

Strongly | don’t strongly
. NA | disagree agree
pomall disagree know agree
L I- Motivation
| onment encourages citizen teachers to join the teachin
ool environ s ! £l o 1 2 3 4 5
et
m was behind your choice for teaching as a career. 0 1 2 3 4 5
emirate teachers earn good money. 0 1 2 3 4 5
\gional motIVe has a role in my choice for being a teacher. 0 1 2 3 4 5
Conditions in which Emirate teachers are working are satisfying. 0 1 2 3 4 5
Wgniﬁcant role in encouraging citizens to join the 0 : 5 ; A s
aching.
?’/—i . ., . . . .
ybu Dhabi Council encourages citizens to join the teaching career. 0 1 2 3 4 5
— II- Family & Society Roles
. . . .
Wy family has a role in me choosing teaching as a career. 0 1 2 3 4 5
[AE's families encourage their children to have the teaching career. 0 1 2 3 4 5
T community has a role in me be coming a teacher. 0 1 2 3 4 5
tmirati males are interested in teaching. 0 1 2 3 4 5
Wy father's had a role in me in selecting teaching as a career. 0 l 2 3 4 5
Teching is a female-dominated career. 0 1 2 3 4 5
The society has a positive vision towards Emirati male teachers. 0 1 2 3 4 5
\;
III- Teaching Skills & Competencies
“@rati teachers can understand students better than Foreign teachers. 0 1 2 3 4 3
—
Binti teachers offer a better role model for the new Emirati male
. 0 1 2 3 4 5

Exration,
P
“rati teachers have the same vision. 0 1 2 3 4 5
g Emirati teachers classroom sessions students be have well. 0 1 2 3 4 5
Xiog| Management citizenship encourages creativity in the teaching
ey 0 1 2 3 4 5
T~
Ryt

"l teachers face problems in preparing.. 0 1 2 3 4 5
L
| U teachers are cooperative at schools. 0 1 2 3 4 5

0 Not Applicable 1 Strongly disagree 2 don’t know 3 disagree 4 agree 5 strongly agree
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Questionnaire Addressed for Teachers Who Changed their Career

) Strongly | don’t strongly
Domains NA | disagree agree
disagree know agree
I- Motivation
Vioney was behind the change of your career. 0 1 2 3 4 S
Votivation was behind the change of your career 0 1 2 3 4 5
tions in which Emirate teachers are working are not ver
Conditions 1 g y 0 1 5 3 4 5
satisfying
in a non motivating school environment made you
Presence In 4 Y 0 1 5 3 4 5
change of career.
Emirate teachers earn good money 0 1 2 3 4 5
ailability of other job opportunities was behind your career
! Availability J %Y Y 0 1 5 3 4 5
{ change. B
o %) . p —1
" Limited opportunities for promotion was behind your career
| Limited opp p y 0 1 5 3 4 5
% change
F The difficulty of the teaching profession was behind your career
Y P d 0 1 2 3| 4 5
change.
11- Family & Society Roles
| The society have a positive vision towards Emirate teachers 0 1 2 3 4 5
“ The Emirate society have a positive vision towards teaching 0 1 2 3 4 5
|
| Emirate males are interested in teaching 0 1 2 3 4 5
.-
 Emirate Teachers are not living any social live 0 1 2 3 4 5
Your family played a role in changing your career. 0 1 2 3 4 5
Social status of teachers has had a role in changing the career. 0 1 2 3 4 5
P—
Lack of family support had a role in changing the career. 0 1 2 3 4 5
h Teaching is a female-dominated profession 0 1 2 3 4 5
rx
III- Teaching Skills & Competencies
L\—
i Burden on teachers played a role in changing your career. 0 1 2 3 4 5
¥_
h The lack of managerial competencies is the reason behind the
0 1 2 3 4 5
tareer change
Inward teacher has a role in changing the profession 0 1 2 3 4 5
Emirate teachers lack of skills and qualifications 0 1 2 3 4 5
J
Foreign teacher has a role in changing the career. 0 1 2 3 4 5
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During Emirate teachers classroom sessions students are less

misbehaving:

Wg&rding the job degree had a role in changing

1" the carcer.

SAWS have motivated the teachers to change the

carecr.

Amaging classroom and student behavior was

pehind your career change.

2 3 4
2 3 4
2 3 4
2 3 4

9
T

0 Not Applicable 1 Strongly disagree 2 don’t know 3 disagree
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Questionnaire Addressed toFamilies Investigating their Opinion about Teaching as a Career

— Strongly don’t strongly

Domains NA disagree agree
disagree know agree

- I- Motivation
fpoosing teaching ag a career has become a national motive 0 1 2 3 4 5
m\/erarole in me choosing a teaching career. 0 1 2 3 4 5
£C had arole in motivating citizens to work as teachers. 0 1 2 3 4 5
, eaching carcer from this family’s point of view is encouraging. 0 1 2 3 4 5
- eaching career from this family’s point of view is motivating. 0 1 2 3 4 5
reaching profession is as good as other professions. 0 1 2 3 4 5

is of national important that there are more Emirati teachers.

II- Economical

entives in the teaching profession have a role in me selecting as a

0 1 2 3 4 5
er choice.
imte?éz;éhers earn good money. 0 1 2 3 4 5
IHI- Social
b Emirate society have a positive vision towards teaching. 0 1 2 3 4 5
mmiety have a positive vision towards Emirate teachers. 0 1 2 3 4 5
amily social status affects career choice. 0 1 2 3 4 5
wily history has a role in the selection of the teaching career. 0 1 2 3 4 5
family leader has a role career selection. | 0 1 2 3 4 5
irate teachers can understand students effectively than Foreign
hers. 0 1 2 3 4 5
irate teachers offer a role model for the new male generation. 0 1 2 3 4 5
Irate teachers have the same mission. 0 1 2 3 4 5
Iate teachers have the same vision.
*ching s a female-dominated career. 0 1 2 3 4 5
“oms and traditions have a role in the choice of career. 0 1 2 3 4 5
® Emirati family feels proud when a family male member becomes a 0 . 5 3 A 5

126



APPENDICES

‘#sﬁigsuwmtpgéwm,ﬂtwagewuugsg
BYCCH
Jel e At 2 g A Sl el o oy Lo L8R Gy sk g Lo Bla W) cany ALY (e Ao sana o ) 13 (g sia
(&) satel ¢ (@) 32y el (d) Gl Ve () alsl ¢ () sady P I i

Al 8 aulal) Liga JLARY idUlall 443 g B lalud

/u,'ﬂ* ,ﬂ ad] g | @l Jaal

— i

1 [ 2] 3 4 5 siby s manal Al S adaill L) | ]
1 (2] 3 4 5 bl JubY) diee JLaa) & Sl Joall DeYl | 2
I [2] 3 4 5 Jeall Jle (il sall ial o g al pilaill s ol o | 3
1 |21 3 4 5 Arndio Wlall jlaidgns e pledl e | 4
1 2| 3 4 5 B ine dlilal) jlaidgay o bl Liga | 5
1 2 3 4 5 Ea}.;l\ieagnd)i‘Y|M!gALbiaﬂ$th 6
1 |27 3 4 5 ST il g 5350l a5 685 O Aogall Apila gl oWl e | 7

I slalyt @

1] 2 | 4 ] 5 iy S el S 3 Ty g0 L) el Aige 8 Al [ 1
1|2 J 3 4| 5 ol B (a B Yl gal 0 gy sl gl G padedl) | 2

g
1 21 3 4 5 bl gai Alagd Ay 4 (T ey sl 1
1 | 2] 3 4 5 bl sall Cpalaall pai Ailand Zyy, Al (Al pdandl | 2
T (2] 3| 4] 5 TR T b i el Al e | 3
I 2] 3 4 5 ol gl Lyl e d AN 5 | 4
1 [ 27 3 4 5 ek jaf A e ddlel G Gy 5
1 2] 3 4 5 Opedaall e ST a8 S5 2000 agh agiSaly (g 5ibel galligaladl | 6
Oyl gy

1 [ 2] 3 4 5 all L Jaad Jmdl La g () gy ) sial sl G paladd) |7

1 23] 4] 5 AL G5 gl gl sl osded | 8
1 |21 3 4 5 A0l iy agd il sall G paladl | 9
1 21 3 4 5 Y8 O ledle hanse Aiga bl | 10
1 2] 3 4 15 Adagll L G35 s Ll sl jeialall o 11

;1 2 | 3 T s Ul sS0 Liil o s cpm 53l 50 LYl ALY e | 12

127




APPENDICES

Appendix C

Open Questions for Albarga & Lega

Development testing

',r Colleague

in the process of developing testing the above named questions for my research. The main
h—pose of the questions to establish and identify the factors that influence attraction and
tention of male teachers to teaching in Abu Dhabi schools The findings will then serve to

bp address current and future the problems and issues in this area.

our input at this stage is most valuable as I want to make sure the “right” questions are being

ked and if some of the questions below are not suitable or should be changed. You are in a

od position to provide this information.
A full copy of the questions that is to be completed in the study itself is attached.

Four suggestions and recommendations will help make sure that the questionnaire will provide

Malid and useful data on these matters that are being addressed before its wider administration

in Abu Dhabi.

Thank you again for participating in the development testing of the questions.

Sulaiman Al Nuaimi

Researcher
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Open Questions for Albarga & Lega

pirections:

1. You do not need to complete each of the three(3) questionnaire

2. Read each question and address each of the following questions

o Are the instructions for completion of the questionnaire clearly explained for
respondents? If no, please list the questions with poor instructions.

o Are the questions well constructed and not ambiguous? If no, please list the
problematic questions.

o Does the questionnaire cover all the important problems and issues related to
the topic? If no, please indicate what problems issues are not included?

3. above for each of the questions using the comments column

4. If you think the question needs to be changed do so by writing the changes on the
questions

5. For any additional questions write these in the comments column
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These are the questions that are to be used in the study

/I\’T('l’ Questions Comments
| Had your family a role in selecting your current profession?
| How do you think about teaching as a profession for your son?
3| What is the social status of teachers in you region?
4 | Do you think that Abu Dhabi society has a well developed educational system
that may affect your decision in choosing teaching as a profession to your son?
5 | What is the role of parents in encouraging their children to join the teaching
profession?
‘Tr Does the role of the Emirate teacher important for the development of the
\ educational process?
7F_ How 1s the development of education should be carried from the perspective
(\ of Emirate families
“ 8§ | In your opinion, what is the role of the family in choosing their son’s
“ profession?
9 | Are you in favor of having all teachers in UAE from emirate citizens?
t 10 | What role a teacher may play i building up a well developed generation?
11 | Do you think the financial earnings may affect your planning’s for your son’s
‘ future profession?
12} What do you think about Abu Dhabi Educational Council in terms of
motivating youth towards selecting teaching as a future career?
13| What is the rank of teaching profession in your opinion when comparing it
with others professions?
I Does your son’s personality have a role in selecting yout son’s profession?
? Should a child grow up to work according to his interest and aptitude only, far
away from home and family?
| Should a child make a few compromises and choose a career that enables him
to live with his family?
?? inion, does yout son’s joy and happiness lie in standing alone at the
your opinion, does your s joy PP g
pinnacle of success ot in leading a life together with his family, relatives and
friends?

\
Ethic Application: Sulaiman Al Nuaimi

Centraj Queensland University
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guman Ethics Committee (EC00158)

Proj

;ect Number TBA

Title of Project: Attracting and retaining male Emirati teachers in Abu Dhabi:

An action plan.

[nterview Schedule for Albarza & Leqa

Ll N

10.
11.

12.

13.

14.
15.

1.

17,

Had your family a role in selecting your current profession?

How do you think about teaching as a profession for your son?

What is the social status of teachers in you region?

Do you think that Abu Dhabi society has a well developed educational
system that may affect your decision in choosing teaching as a profession to
your son?

What is the role of parents in encouraging their children to join the teaching
profession?

Does the role of the Emirate teacher important for the development of the
educational procesé?

How is the development of education should be carried from the
perspective of Emirate families

In your opinion, what is the role of the family in choosing their son’s
profession?

Are you in favor of having all teachers in UAE from emirate citizens?

What role a teacher may play in building up a well developed generation?
Do you think the financial earnings may affect your planning’s for your
son’s future profession?

What do you think about Abu Dhabi Educational Council in terms of
motivating youth towards selecting teaching as a future career?

What is the rank of teaching profession in your opinion when comparing it
with others professions?

Does your son’s personality have a role in selecting your son’s profession?
Should a child grow up to work according to his interest and aptitude only,
far away from home and family?

Should a child make a few compromises and choose a career that enables
him to live with his family?

In your opinion, does your son’s joy and happiness lie in standing alone at
the pinnacle of success or in leading a life together with his family, relatives

and friends?
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Appendix D

Attracting and retaining male Emirati teachers in
Abu Dhabi schools: An action plan
Ethics Approval Project Number
PARTICIPAT INFORMATION SHEET

You are invited to participate in Albarza & Lega in a research project about how can male
Emirati teachers be attracted and retained in Abu Dhabi?

The project has three components. You are invited to participate during Albarza & Lega to find
good solution to Attracting and retaining male Emirati teachers in Abu Dhabi. Participants in
the research will have the opportunity to express their views about the importance of teaching
and the role of Emirati teachers in maintaining Emirati culture through schooling. Participants
will have the opportunity to put forward their views and those of their family about the
sructure  of incentives in teaching in Abu Dhabi to their political and educational
leadership.Participants will be able to directly inspire policy makers and educators to look for
innovative methods to better attract UAE citizens to engage in the teaching. This will inform
future refinements of attraction and retention policies. The research will also explicate teaching
career choice in a Emirati family and individual context for the participants.

The project:

The researcher will follow HREC monitoring principles. The researcher will report regularly to
the supervisors on the ethical conduct of the research and will have the National Statement on
Ethical Conduct in Human Research with them in Abu Dhabi at all times. The researcher will
monitor the Albarza and Leqa process. At this stage there is discussion of the principal
Supervisor attending the Albarza and Lega sessions to monitor ethical compliance and assist
With the research.

) ecifically the project seeks to investigate:

This research aims to identify the factors that attract and the factors that prevent the
Participation of male Emirati teachers in schools in Abu Dhabi. The research also aims to
identify the critical factors that can reduce retention and attraction male Emirati teachers in
%hools in Abu Dhabi. In addition, this research will be used to propose an action plan that can

b implemented by the ADEC in order to enhance the participation, attraction and retention of
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male Emirati teachers in the education system. In particular, the study will allow the Abu

Dhabi education system to:

Qvercome the problems of low participation by male Emirati teachers in the education of
middle schools boys in Abu Dhabi;
[dentify the strategies to be implemented by (ADEC) in the context of “Emiratisation” of the
educational system;
supply policies proposing solutions to the problems of attracting and retaining male Emirati
reachers; and
pevelop new knowledge about how Emirati family structures influence individual career
choice; and interpret the structure of social and economic employment incentives in the
Emirati culture.
The interview:
The Albarza & Lega will consist of questions about how can male Emirati teachers be attracted
and retained.
- Are the critical factors in retaining male Emirati teachers of the ADEC schools?
- What are the critical factors in attracting male Emirati teachers to the (ADEC)
schools?
- What policy could (ADEC) implement the attract and retain male Emirati teachers
in middle schools boys Abu Dhabi?
- What strategies could the Abu Dhabi Education Council (ADEC) develop to attract
and retain male Emirati teachers in schools in Abu Dhabi?
- How does the structure and leadership of Emirati families influence career choice?
Is supported by ADEC.Albarza 8&Leqga will be organized at a time mutual Convenience.

Your involvement

Your participation in the research is voluntary and any information you provide will be
@onymous. You may withdraw from the study if you wish and you can do so at any time. You
have the ri ght not to answer any question if you wish to do so.

Some interviews will be taped but your permission will be sought before this is done and you

have the right to decline this request.
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m/w_ﬁ‘iﬂm use the information

The information you provide will be combined with the information provided by other
panicipants and analysed to determine current trends to Attracting and retaining male Emirati
ceachers in Abu Dhabi. The information obtained will be presented in a PhD thesis and might
be published. The data collected in this study may be kept for a period of 5 years in accordance

+ith the Deakin University’s code of conduct.

Your permission

we need your consent in writing to confirm your involvement. You can give this consent by
completing and signing the attached ‘consent’ form. Signing the form means you have agreed
1o participate in the study but it does not stop you from withdrawing if you change your mind

later on.

If you decide to withdraw, please write or telephone the researcher at the address below:
Confidentiality

All information received from you during the study will be kept confidential. It will not be
divulged to any one that could reveal your identity. All raw information collected in this study
will be kept under lock and key and information in electronic format will be kept in a
repository that will be password protected.

For contacts and further information

If you would like further information on the research you may write, telephone or email the
researcher:

Sulaiman Al Nuaimi

Central Queensland University

Mackay Mail Centre

Mackay 4740, QLD, Australia

Tel: +61 4 2227838

¢mail: tsnuaimi@hotmail.com

Or the Principal Supervisor:

DrMike Horsley

Faculty of Informatics & Communication
Central Queensland University
ROCkhampton, Queensland 4702, Australia
Phone: 00-61-418413855

Emai; m.horsley@cqu.edu.au
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Assignment - 1

The proposed topic title and contextualization statement
l'

1.1  The Title:

Attracting and retaining male Emirati teachers in Abu Dhabi schools: An

action plan

1.2  Background and contextualization of the proposed research:

Abu Dhabi 1 providing educational leadership for the emirates that comprise the United Arab
Emirates (UAE). Abu Dhabi is the capital and most populous emirate. To provide educational
adership within Abu Dhabi and for the entire UAE, the Abu Dhabi Education Council
(ADEC) was established in 2004. One of the reasons for its establishment was to both develop
e education system, and manage the considerable investment being made in the Abu Dhabi
«ducation system. As part of its diversification strategy, the Abu Dhabi government is
mvesting in human capital to prepare for a future that will require a highly skilled workforce.

' This investment in education and human capital is recent and its education system is

dergoing rapid and large scale change (Abu Dhabi Policy Agenda 2007).

One of the consistent issues and problems in the development of Abu Dhabi’ education system
isthe lack of male Emirati teachers. Emirati teachers carry with them Emirati culture. This
alture includes the traditional understandings of what it means to be Emirati; a cultural

radition that goes back thousands of years; an understanding of Emirati students and their
behavior, family and social context. As well, each emirate has developed a slightly different
alture. This difference has a big impact on student behavior and family life. Emirati teachers

e aware of these differences and their impact on Emirati students.

The Abu Dhabi education system wishes to preserve its rich culture, and introduce new
&nerations to the shared Emirati understandings that reflect society and the style of life. As a
fesult there is a need to attract and retain Emirati males to teaching to preserve the shared
understandings of the Emirati culture. Attracting and retaining Emirati teachers also is a key
Pt of the Emiratisation. This is a process of replacing the expatriates with, Emirati people in
tifferent fields) of the educational sector in Abu Dhabi and is one of the strategic objectives
bat the Aby Dhabi Education Council is seeking to achieve, in developing the education

“stem (ADEC 2009).
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P ently the majority of Emirati teachers are female. Teaching is a popular career choice for

Ao Dhabi females. This career choice is encouraged in many families, and other countries
eschi?
gales ha

eaching has increased significantly, and they represent a majority in the female teaching force.

gisan occupation that has been feminized. It is only in the last ten years that Emirati

ve been attracted to the teaching profession. The number of Emirati women entering

However, there has been no associated increase in male Emirati teachers in the last decade (Al

Currently non-Emirati male teachers provide the majority of male teachers in Abu Dhabi and

he other emirates. The nationalities represented of these non- Emirati male teachers in order of
importance are Egyptian, Jordanian, Syrian, Sudanese, Iraqi, Tunisian, Moroccan, and

Lebanese. These non-Emirati teachers have played an important role in staffing an expanding

Abu Dhabi education system (Al Bayan 2009).

However, non-Emirati teachers reflect the culture and traditions of their own societies. As a
result they are unable to promote Emirate identity and culture in Abu Dhabi educational

context. The ADEC has determined that to encourage the development of Emirati culture that
new ways need to be found to encourage Emirati males to be attracted and retained in the
education system (Emirate of Abu Dhabi Executive Council General Secretariat 2008).

Non- Emirati teachers are experiencing a number of difficulties in their teaching of Emirati
children. These difficulties include, lack of knowledge of Emirati culture, lack of knowledge of
behavioral norms and expectations. Many of these teachers are new to teaching and experience
the problems of beginning teaches everywhere. Many parents are aware of these problems and
ssaresult are increasingly seeking private educational opportunities for their Emirati children

(Rashed 2009).

The research will identify and examine the factors and issues that can influence attraction and
®ention of Emirati male teachers in schools. As well the research will seek to identify
frategies that can be used in building policies for attracting and retaining such teachers. The
esults are then intended to be used the ADEC to develop human resource plans as a
springboard for the future to overcome the problems created by having few Emirati male

%achers in the teaching force (Mills. Martino. Lingard 2004).
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Research problem statement

Bris research 18 concerned with attracting and retaining male Emirati teachers in Emirati
i

ghools. Based on ADEC (2009) document. There is at present within the Emirati schools

stem.
F e A significant and increasing Emirati gender gap in teaching;

¢ Difficulty in attracting male Emirati teachers;
e A growing drift of students from state to private schools; and
e Lack of male Emirati cultural transmission to the new generation of Emirati
boys.
.}\S well this situation is perceived by the Abu Dhabi Supreme Council that there is a lowering
Fmdent achievement in Government schools. As well, the lack of male Emirati teachers is seen

’10 reduce the effectiveness of the process of Emiratisation of the education system.

3, Rationale statement

There exists limited research that addresses the reasons for low attraction and retention of
Emirati teachers in the Emirates. In part, to solve this problem it is necessary to identify the
factors and issues that may affect male Emirati teacher retention and attract them to the
profession of teaching. Male Emirati teachers in education are likely to be more active in the
classroom, more likely to share knowledge about Emirati society with students; and are more
aligned and provide momentum to align the society’s culture and values to the younger
generation. It will be critically important to develop well prepared Emirati male teachers in
schools. This research will explore the reasons behind the low participation of Emirate males

inthe education of middle school boys as well as reasons for difficulties new teachers.
1 Significance statement

There is no documented research in the Emirates context that has addressed the problem and

5ues in attracting and retaining male Emirati teachers.

This research will study the difficulties of Emiratisation in the education system with specific
eference to increasing the proportion of male Emirati teachers. In addition, the study is
Mended show the effect of benefits that Emiratisation of workforce in the educational sector

“n bring to the economic and social environment of the country.
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This study is significant because it attempts to identify the factors and issues that can be used
(o address this problem in attracting and retaining male Emirati teachers.
The research results can potentially be used to address the problems identified so far in this
propOSal .The research is also significant because it can address related problems in the process
ofEmiritisation in the entire workforce. Thus the research is a significant national priority. The
research is expected to provide the following:
e Fill a gap in the literature which deals with the fact that UAE citizens’ refrain from
engaging in teaching;
e Inspire policy makers and educators to look for innovative methods to better attract
UAE citizens to engage in the teaching;
e Pave the way for more empirical research on improving the teaching environment for
UAE citizens, in the light of the of the findings of the research;
e Assist policymakers and teacher education to rethink and reassess the components of
teacher preparation programs;
e Explicate career choice in a Emirati family and individual context;
e Provide policy makers and recruiters in UAE with ideas about the best ways to attract
and retain teachers who can implement technology, successfully in their teaching;
Because the research will take place in Abu Dhabi, the research issues in attracting and retaining
male Emirati teachers will be contextualized with an Emirati cultural perspectives for the first time.
In particular the research will be the first to explore career choice within Emirati families and social

structures.

J.Research aim statement

This research aims to identify the factors that attract and the factors that prevent the
participation of male Emirati teachers in schools in Abu Dhabi. The research also aims to
identify the critical factors that can reduce retention and attraction male Emirati teachers in
schools in Abu Dhabi. In addition, this research will be used to propose an action plan that can
be implemented by the ADEC in order to enhance the participation, attraction and retention of
male Emirati teachers in the education system. In particular, the study will allow the Abu

Dhabi education system to:

* Overcome the problems of low participation by male Emirati teachers in the education

of middle schools boys in Abu Dhabi;
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[dentify the strategies to be implemented by (ADEC) in the context of “Emiratisation”

of the educational system;

Supply policies proposing solutions to the problems of attracting and retaining male

Emirati teachers; and

Develop new knowledge about how Emirati family structures influence individual
career choice; and interpret the structure of social and economic employment incentives

in the Emirati culture.

6. Research questions statement

To address the above aims the following research questions have been developed:

RQ 1 What are the critical factors in retaining male Emirati teachers of the ADEC
schools?
RQ 1.1 What cultural issues affect retention of male Emirati teachers?
RQ 1.2 What role do schools and the incentives in the education system play in
retaining male Emirati teachers?
RQ 2 What are the critical factors in attracting male Emirati teachers to the '
(ADEC) schools?
RQ 2.1 What cultural issues affect attraction of male Emirati teachers?
RO 2.2 How can we conceptualise Emirati participation in teaching in Abu
Dhabi?
RQ 3 What policy could (ADEC) implément the attract and retain male Emirati
teachers in middle schools boys Abu Dhabi?
RQ 3.1 What policies have been developed internationally to attract and retain
male teachers?
RQ 3.2 Which of these policies can be applied to the cultural context of UAE
education system?
RQ 4 What strategies could the Abu Dhabi Education Council (ADEC) develop to
attract and retain male Emirati teachers in schools in Abu Dhabi?
RO 4.1 what strategies have been developed to attract and retain Emirati male

teachers?
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RQ 5 How does the structure and leadership of Emirati families influence career
choice?
RQ. 5.1 How are career decisions made in Emirati families?

RQ 5.2 How do Emirati families interpret social and economic incentives in

educational employment?
7 Research objectives statement
The following objectives well be utilised to address each of above research questions;

. Undertake a review of the international literature to identity the factors and issues that may
influence attraction and retention of males in teaching. This will this include; (RQ 3.1)

1.1. A review of the literature that focuses factors and issues on male teacher attraction

and retention ;( RQ 2.1)
2. Examine the literature and government policy from ADEC to establish new policy that could
be used to attract and retain teachers. These include survey and/or interview to. (RQ 3 &RQ
32)

2.1. Policies in attracting and retaining teachers ;( RQ 3.1)

2.2. Review of current studies on Emiratisation in the workforce generally ;( RQ 2.1)

2.3. Investigate current nature of the Emirati teaching service ;( RQ 3)

2.4. Identify the critical factors in Emirati career decision making; (RQ 2.2)

2.5 Investigating the nature of Emirati family leadership and communication and its

relationship to career choice (RQ 5.1)

3. Survey and or interview teachers to explore the family and personal decision making process
in joining or leaving teaching for Emirati males. This includes survey and or interview to.
lnvestigate the social and cultural aspects of decisions to join or leave teaching.( RO 1&RQ

12 R0 5)

4. Explore the family and personal decision making process in joining or leaving teaching for
Emirati males; (RQ 4, RO 5)

41The social and cultural aspects of decisions to join or leave teaching ;( RQ 1.1)

12T0 establish issues that may effective a attract and retain teaching ;( RQ 4)

4.3 Interview Emirate male teachers who resigned to establish their reasons for leaving

;(RQ1)
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4.4 Survey the Emirate university students in order to determine their future career

choice ;( RQ 3.2)

s Use the analysis of data of information generated from the above objectives to;
5.1 create a framework of guidelines that can be used to address the excising problems
concerning male teacher’s employment ;( RQ4)

5.2 propose policy that will address current problem of teacher’s retention; (RQ 3.1)

g. Knowledge production statement

The research rationale for the proposed study has been developed in the context of its
application, and is designed to shape practices and conversations in this context.

The research background and rationale are framed by an important issue in Abu Dhabi

education (ADEC 2009). The research problem is complex and attracts comments and ideas
from the spectrum of the Emirati community. Both political and educational leaders are
concerned with Emirati culture being preserved in the younger generation through the

attraction and retention of male Emirati teachers.

The development of the research problem and question has resulted from a conversation within
the educational community in Abu Dhabi. The proposed study has been designed to be both
reflexive and dialogic. The research will be reflexive as it will shape and enhance the
conversation about how to increase the number of Emirati males in teaching. As set out in the
rationale, the research will inform the development of policies and human resources plans. As
aresult the proposed research is iterative and related to other research and policy developments

in this educational community.

The research is dialogic because it will not only ask questions about teacher attraction and
retention, but generate new knowledge that will shape not only the continuing conversation
about this important research topic, but develop new questions and ideas to further influence
the way that the research problem is conceptualised and framed.

Furthermore, the proposed research will include a wide variety of Abu Dhabi participants and
their perspectives. The new knowledge generated by the research will reflect the hetero geneity
of these participants and the cultural context of their perspectives. In this way the proposed
esearch is mode 2 knowledge “knowledge is generated in the context of an environment in
Which theoretical/experimental and practical problems are indentified, innovative
Methodologies are developed, aimed at uses, and the process of invention and application is

“ncluded in a relatively short time”(Graham & smith 2007).
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s the rationale presented above indicates that the research has a transdisciplinary nature as it
can integrate,integrating research from disciplines such as economics, psychology and
educational psychology. The literature review presented in Assignments 2 and 3 outline will
he current disciplinary thinking about how male teachers can be attracted and retained.
gowever, the proposed research will develop new knowledge by integrating these disciplinary
ssights. This integration will be accomplished by using the transdiciplinary lens of Emirati
cultural knowledge of family and career choice. Specifically this new knowledge will result
from an exploration of how Emirati families interpret incentives and personal choices in
influencing career choice. This transdisciplinary approach reflects a mode 2 approach to the

development of knowledge.

The foregoing in this assignment has noted that the Abu Dhabi education system is undergoing
rapid and sustained change. Investment in human capital is increasing. Most of these changes
and development have proceeded from a western disciplinary paradigm that locates expertise

in expert consultants, published research and disciplinary ways of approaching research
problems. This research will build on multiple perspectives of Emirati cultural knowledge from
Emirati families. It will inform a long term conversation within the professional community.
And it will locate the research in a transdidsciplinarity, reflecting both western subject

disciplines, and Emirati culture. It represents mode 2 knowledge production.

10



Assignment - 1
g, References

sbu Dhabi Government (2009). Abu Dhabi Government policy agenda 2007-08. Retrieved 16

A February ,2009 from
http://www.uaeinteract.com/docs/Abu_Dhabi_Government_unveils_its_Policy Agenda
2007-08/26412.htm

sbu Dhabi Education Council (2009). Number of teachers (local and non local )in the
' Emirates Resource Department General Manager Office, Abu Dhabi Education
Council, Abu Dhabi ,United Arab Emirates.

Abu Dhabi Executive Council General Secretariat (2008). Policy and sirategy. Retrieved 11
February, 2009 from
http://gsec.abudhabi.ae/Sites/GSEC/Navigation/EN/Policy AndStrategy/social-and-
human-resources.html#id89942>

Albayan ,A. (2008). Education adopt names new baich of teachers. Retrieved 28 August,
2008 from
http://www.albayan.ae/servlet/Satellite?c=Article&cid=12183779068 74 & pagename=A
lbayan%2F Article%2FFullDetail

Graham ,C & Smith, R. (2007). Transdisciplinary knowledge production and learning
management. Sydney: Pearson Education Australia .

Mills, M., Martino , W. & Lingard, B. (2004 ). Attractig,recuiting and retaining male
teachers:Policy issues in the male teacher debate, Education — Overseas , British
Journal of Sociology of Education, 25, pp 355-369. Retrieved 28 June, 2009 from
http://www.bl.uk/welfarereform/issue62/educover.html

Rashed , H. (2009). The most important problems facing the new teacher. Retrieved 28 June ,
2009 from hitp://salekon.com/sal/articles-action-show-id-7. htm

11



Assignment - 2

Transdisciplinary Research

12



Assignment - 2

TABLE OF CONTENTS

1, INEPOAUCHOT . e 14

7 Paradigms and disciplines in the Literature.......c.cccoevicincmiccciciecreeenereneneineesenes 15

3, REFEIEIICES (ot ettt et

13




Assignment - 2

Sources of the literature

1. Introduction

1.1 The Title

Atracting and retaining male Emirati teachers in Abu Dhabi: How can male Emirati teachers

be attracted and retained?
1.2 Transdisciplinary research

Transdisciplinarity has been described as an ‘all encompassing framework that addresses the
problem of integration and the need for a common conception of the world” (Kockelman
1979). Transdiscipline research then develops overarching frameworks ‘that transcend the
narrow scope of the disciplinary world view” (Miller 1982). A transdisciplinary approach to
research problems is most appropriate for the complex and multidimensional unstructured
research problems that face professional communities. Transdisciplinary research also

emphasizes connections across the communities.

To identify the transdisciplinary nature of the research in this project an extensive literature
review was undertaken. This review was undertaken to explore the disciplinary paradigm
sources of the literature. This literature is presented in this assignment along with comments of

its transdisciplinary nature.
1.2 The transdisciplinary research and policy context

The policy and context of the research present a complex and transdisciplinary research
problem.

There has been significant volume of research that has explored the attraction and retention of
tachers, and more recently male teachers in the international literature. This literature and its
$sociated research been driven in part by predictions of a teacher supply shortage (Dolton
2006) in the OECD countries, problems in early career teacher retention (Hon, James & Hunt
203) and concerns that not enough males are entering teaching and that teaching is becoming
More feminized. As a result, the OECD produced a major report Teachers matter, attractive,
dEVelop,'ng and retaining effective teachers (OECD 2005). This report built on a number of

W quantitative studies conducted mostly in the discipline of economics and summarized by

14




Assignment - 2

polton (2006) in the Handbook of the Economics of Education (2006). The OECD report also
reflected @ number of qualitative studies on teacher attraction and retention associated with the
publication of No Dream Denied: A pledge to America’s Children (2003) published by the
National Commission on Teaching and America’s Future. This publication was developed by

America’s leading teacher educators.

All of these major document combined with research from a range of disciplines explore the
ahove pressing educational problem. As the main international policy literature they provide an
orientation to the complex and multidimensional nature of teacher shortages and teacher supply

and demand.

The research problem presented in this project concerns the implementation of the major
Government policy of Emiratisation and its impact on the supply and demand for Emirati male
teachers. The policy context in Abu Dhabi echoes that of other nations in providing male
teachers for their schools. However, the Emirati context of the research problem means that the
research problem will require not only application of other research approaches represented in
the international policy literature, but the development of new knowledge that applies
rransdisciplinary approaches in researching the problem of attracting and retaining Emirati

male teachers.
2. Paradigms and disciplines in the literature

The published research on teacher attraction and retention proceeds from a range of different

disciplines. The research then reflects a variety of research approaches, methodologies and data

sets.

The dominant approach in the literature is represented by the discipline of economics.
Economists consider teacher attraction and retention in terms of the structure of the underlying
market for teacher supply and demand. Furthermore economists utilize methodologies that
dlow them to understand the forces impacting on the market for teachers (Dolton 2006). A
key study reflecting this approach was conducted by Wooden & Webster and Marks (2008).
This research locates teacher attraction and retention within the framework of incentives that
Teflects aspects of teacher supply and demand. The Wooden, Webster and Marks study
idemiﬁes salaries, conditions, wage compression and wage distribution as the key explanatory

WMables influencing teacher attraction and retention.
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Key studies in this area have been developed by Dolton (2006) , OECD (2005), Odden &
Kelley (1997) , Hanushek, Kain & Rivkin (1995), Horsley & Stokes (2005), Wooden, Webster
& Marks (2008), Richardson & Watt(2006), Kockelman(1979) and ADEC (2009).

[n regard to male teachers, Horsley & Stokes (2005) also applied a salary analysis to teacher
retention and attraction. They developed data examining male teacher attraction and retention
by choosing teaching subjects with a high proportion of male teachers, and then analyzing
salary relativities in these subject areas with cognate professions outside teaching. These
approaches reflect an economic paradigm. Horsley & Stokes (2005) claimed that the main
challenge for retaining the education workforce in NSW Australia is the system of wage
determination for teachers in NSW. The study insisted that teachers’ salaries should be

compatible to those of other professionals.

A contrasting paradigm to explain the decision to enter or leave teaching has been developed
through the research of Richardson & Watt (2006). Their research focuses on individual
motivations to explain why people chose to teach or leave teaching. In a series of publications
(2005, 2006, 2008) they have developed an expectancy value model of career decision making.
This model construes entry to teaching as reflecting positive pre teaching experiences. This
model is sourced from the discipline of educational psychology and their expectancy value
methodology has been used previously to explain how learners approach to the learning of

mathematics.

Richardson & Watt (2006) conducted a study on 1653 educational students enrolled at three
Australian universities. Their research explored teaching career motivation for individuals
thoosing teaching employment. The research concluded that the motivation for choosing
teaching as a profession is due to perceived teaching abilities, the intrinsic value of teaching,
and the desire to make a social contribution, shape the future, and work with children.
Richardson & Watt (2005) also conducted a study to explore the reasons behind graduates’
decisions to pursue teaching as a career. A survey collected data about respondents’ reasons for
thoosing teaching as a career, with open-ended questions eliciting rich qualitative data to
tlaborate on rating-scale responses. Richardson & Watt (2005) found five factors related to the
thoice of teaching as a carrier. These factors are related to social status, career fit, prior

‘nsiderations, financial reward and time for family.
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The key in attracting teachers is for potential teachers to experience positive prior teaching and
[earning experiences, job security, job transferability and time for family (Watt & Richardson
1008). Finally the research reported that pr-service teachers rated teaching as a highly

satisfying career, but perceived teaching as relatively low in social status, and as paying a low

salary-

A futher key paradigm in the literature reflects a psychological approach to the individual
issues in career choice. Career development for most people is a long process of choosing
employment chances available in world of work (Watson, Quatman & Edler 2002). There are
many factors that influence this process. These include:

e The environment where the people live.

e Their ability to learn.

o Their educational achievement experience and skills.

The most important point in students’ lives is the time they make career choice in high school.
Family and community consider this as the start for work readiness (Lobel,et al 1993). This
decision plays a very important role in putting the young people (especially males) on a path

that opens or closes work opportunities.

The career choice that students make is affected by their perception of ideal job and their
maturity in choosing a job. In addition, choosing a profession is not a simple process. It is
influenced by many factors. How the individual understands at the ideal job reveals how the

job is appropriate to him/her and influences career choices (Watson, Quatman & Edler 2002).

Research by Katie (2009) has shown that at the individual level that when choosing certain
careers it is important for students to take the following points into consideration:
¢ The student should understand their strong and weak points, not only educationally,
but also personally. Attaining a job does not only mean achieving the appropriate
qualifications but understanding the wider work conditions.
® The student should choose the job himself. He should choose a career that he wants
and enjoys.
* He should not choose a job just to please his parent or relatives. Although parents
want to the best for their children it should be kept in mind that the student has to
live with his choice (Katie 2009).
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o The student should collect the necessary information for chosen careers and ask
career experts about difficulties and challenges they met in the job. This helps the
student to know if he is fit for the job mentally, emotionally, and physically
(Schwebel el at, 1996).

There is a significant policy literature that explores national policies in the area of teacher
sttraction and retention through case studies and comparative analysis. The OECD (2005)
published an international study of policies for attracting, developing and retaining effective
teachers in schools. The OECD reported that if teaching is not perceived as an attractive
profession, and teaching does not change in fundamental ways, there is a risk that the quality of
schools will decline. The project focuses on teacher policy issues in 25 countries: Australia;
Austria; Belgium (Flemish Community); Belgium (French Community); Canada (Quebec);
Chile; Denmark; Finland; France; Germany; Greece; Hungary; Ireland; Israel; Italy; Japan;
Korea; Mexico; the Netherlands; Norway; the Slovak Republic; Spain; Sweden; Switzerland;

the United Kingdom and the United States.

The OECD study revealed that there are differences among countries in their approaches to
teacher recruitment, teacher education, teacher pay and working conditions, teacher
employment, and evaluation and career structures. International analysis provides countries

with an opportunity to learn more about themselves by examining their experiences against
those of other countries, as well as building up evidence on the impact of different approaches
to teacher policy. The report recommended that the teaching profession needs to be competitive
with other occupations in attracting talented and motivated people. In addition, there should be
astrategy to improve teaching’s status in general. Moreover, more incentives for teachers

should be provided. The report surveyed studies from a variety of research paradigms.
2.1 Transdisciplinary nature of the literature and the Research Topic

The above literature review reveals that the majority of studies in this research field proceed
from long standing disciplines. As a result the current research is not transdisciplinary. It is not
tasy to identify transdiciplinary approaches sources of literature. The majority of studies reflect
the disciplines of economics (and economics of education) and psychological and educational
PSychology approaches. The research problem is complex, multidimensional and multifaceted.
Perhaps this is why disciplinary studies have not achieved major breakthroughs in providing

Policy advice for successful solutions to the research problem in this research field.
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The research literature has been unable to develop a transdisciplinary approach that has made
connections between the various disciplines that dominate research in this field. My research
proposes to develop a transdisciplinary approach by overcoming this gap in the literature. My
research proposes to develop an approach that incorporates an Emirati cultural perspective into
career choice. Assignment 3 on gaps in the research literature shows that current research

ignores family influence on career choice.

pmirati families exercise a significant influence on career choice as part of their cultural
radition. The research proposes to explore this aspect of Emirati families on male career

choice in teaching. The research will attempt interpret the research from other separate
disciplines from the perspective of career decision making within the Emirati family context.
This research proposal then plans to integrate the research from other disciplines in a truly
wransdisciplinary approach that uses the lens of Emirati family and culture to interpret the
incentives, expectancy value and individual choice provided by the disciplines of economics,
psychology and educational psychology. The research will be future oriented; it will provide an
Emirati over arching framework to consider the results from western sourced disciplines to a

critical research problem in Abu Dhabi.
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1. Conclusions from the literature

jp Assignment 2 a substantial literature review was presented. The literature had proceeded
from @ traditional disciplinary approach. It made the following conclusions:
The factors that affect retention are:

o Work conditions;

¢ Job satisfaction;

o Financial incentives for teachers.

o The factors that affect attraction are:

o Government support;

¢ Increased salary;

o Improved teaching conditions in schools;

o The expectancy value of teaching;

Most of the literature on retention and attraction is from a Western perspective employing
western originated research questions and methodologies. There are currently no published
studies from an Arabic or Emirati perspective that incorporates critical elements of Emirati
aullture. Therefore this review has established this gap in current research. This gap also exists
in practice, as no policies have been developed to take into account Emirati cultural and family
traditions and culture in making career choices. Policy in this area is undeveloped because no

research has been developed in this area.

The above review also has shown that career choice and attraction to teaching can be
influenced by the family. Existing research has not considered this key aspect in explaining
dtracting and retaining Emirati male teachers. Specifically cultural influences that affect

draction and retention are an area needing investigation.

Emirati family and communication cultural patterns need to be embedded in research
MStruments, methodology and data collection and the interpretation of results. This gap in both

Tsearch and policy and practice will be explored in the next section
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2. Exploring the gap in the literature

The literature appears devoid of factors concerning family matters and issues that may
influence attraction and retention of teachers. This is an aspect that whilst not documented in
the literature could be a factor in Abu Dhabi and ié considered in this section. This gap arises
from the western focus of the literature and the way that research questions and research
methodologies reflect western cultural understandings (Bishop 2005). It also arises from the
disciplinary basis of existing research which has neglected multiple perspectives, non
professional community views and cultural aspects of education. By neglecting
ransdisciplinary approaches the research has neglected a critical factor in career choice and

decision making: the Emirati family.

The Emirate people enjoy customs and traditions with deep roots developed a long time ago

and inherited by generations from ancient times (alkhaleej, 2009). One of these traditions is

that each family is represented by the head of family, who is the directly responsible for major
decisions in the family (Zayed Bin Sultan Al-Nahyan 2009 ) “We need to improve the care of
the children the proper direction and guidance, all our official sponsor, and we need to improve
the care of God as the best care". The head of the family maybe the father or grandfather or the
eldest person in the family which usually consists of 10 to 30 people and in some cases it may
reach100 or more. It is Emirati cultural practice that the head of the family is responsible for all
major decisions such as financial and money matters, living arrangements, marriage and social
networks (alittihad 2009). This responsibility extends to career choice and study. Western
tonceptions of the nuclear family and the prime notion of individual choice in careers is not
eflective of the communal choice made by large extended families in non-western cultural

tontexts (Bishop 2005, Horsley & Walker 2005)

The head of an Emirati family, usually the father, determines his sons’ future through taking
ecisions in planning which includes education, choice of specialization and future studies. In
Most, but not all cases, the father chooses his sons’ specialisation based on his personal
Meferences rather than expressed wishes of children. Many of these decisions are made

Without discussion (Abtsaam 2008). In the Emirati cultural tradition most children will follow

be choice of the head of the family and comply with such decisions.

25



Assignment - 3

cultural traditions have a significant impact on the gender balance of the Emirati teacher

qorkforce: Traditionally, some parents choose special professions for their daughters such as

ﬂchiﬂg and nursing.

\any factors may influence the head of the family’s decision in planning the future of their
ans’ CATEET- Some of these factors include:
o The working conditions for each specialisation profession;
o The future vision of the specialization;
¢ Avoiding repetition of the same specialisation in the family;
¢ Better opportunities for promotion in employment and access to higher
qualifications;

¢ Community perception in regard to specialisation and family;

o The closeness to the place of residence;

Most parents would rather not to choose their son's future in the domain of teaching due to:
e Perceived workload;
o Community perceptions of teachers;
o The belief that teaching profession is for those who have no profession;
e Lack of financial incentives;

e Lack of incentives for teachers;

wcircumstances where families promote teaching as a career, there is a great deal of success

for such for male teachers from these families.

b the area of teacher attraction and retention in Abu Dhabi, in some cases, individuals may
bave chosen the teaching profession for their careers against the wishes of the head of the
Emily. In these circumstances, heads of families will continue to exert pressure to change

}a:eers out of teaching.

ris fesearch will explore how Emirati families influence attraction and retention of teachers,
d investigate the importance of their role in choosing teaching as a profession for their
'hlldren, in particular their sons. Moreover this research will try to identify the main reasons

!at make parents reject teaching as a profession.
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e research will be transdisciplinary. It will explore incentives and teacher supply and
wmd in the market for teaching in Abu Dhabi. It will also explore the way that individuals
it Emirati families develop knowledge of the teaching profession (Emirates Foundation
209). However, this exploration will occur within the cultural frame of the operation of an
&mraﬂ family. Incentives, expectancy values and career choices will be scaffolded and

terpfeted and mediated by the wider family and its leadership. This family process of
pterpreting the incentives and values of teaching reflects Emirati culture. As a result, the
esearch will explore a range of paradigms for research within the transdisciplinary frame

provided by the culture of the Emirati family.

3. Benefits of the study

The main priority of the Abu Dhabi Executive Council (2009), the key decision making body
inAbu Dhabi, is to increase participation of Emirate citizens in all areas of employment. In

education , this process is known as Emiratisation of the teaching service.

The Abu Dhabi Education Council (ADEC) has a critical role in implementing Emiratisation in
the school system. Currently, ADEC (2009) plans to assist parents to encourage their sons to
join the teaching profession through developing a range of attraction incentives such as:

 Increases in salary;

e Improve teacher facilities such accommodation;

¢ Reduce teacher workload;

* Increase guidance and counseling for the family;

* Increase media support to the teacher through cultural programs on the important role

of teachers in society;

* Improve government support to all who choose teaching as a future profession.

Despite this new policy development, there is no documented research in the Emirates context
that has addressed the problem and issues in attracting and retaining male Emirati teachers.

This research will directly benefit the explication, development and implementation of this
ADEC policy. It will assist ADEC to further refine the policy because it will attempt to identify
e factors and issues that can be used to address this problem in attracting and retaining male

Emirati teachers through study of teaching career choice in Emirati families.
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e research will provide a range of other benefits. The research can address related problems
gthe process of Emiritisation in the entire workforce. As the literature review has indicated
M‘;h on career choice has neglected Abu Dhabi family and cultural traditions. It is expected
ot the research will have general applications outside education as it seks to explore the role
ofthe family in wider career choice. As a result it will directly benefit the Abu Dhabi

Erecutive Council in the process of Emiratisation. As a result the research is a significant

gtional priority.

psummary the research is expected to provide the following benefits;

o Fill a gap in the literature which deals with the fact that UAE citizens’ refrain from
engaging in teaching. This benefit will assist future researchers investigating the
process and problems of Emiratisation;

o Inspire policy makers and educators to look for innovative methods to better attract
UAE citizens to engage in the teaching. This will inform future refinements of
attraction and retention policies;

¢ Pave the way for more empirical research on improving the teaching environment for
UAE citizens, in the light of the of the findings of the research;

¢ Assist policymakers and teacher education to rethink and reassess the components of
teacher preparation programs;

* Explicate career choice in a Emirati family and individual context;

o Provide policy makers and recruiters in UAE with ideas about the best ways to
attract and retain teachers who can implement technology, successfully in their

teaching;

Because the research will take place in Abu Dhabi, the research issues in attracting and
™aining male Emirati teachers will be contextualized with an Emirati cultural perspectives for
te first time. In particular the research will be the first to explore career choice within Emirati

amilies and social structures.
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1. Introduction

his assignment is related to the research question Aitracting and retaining male Emirati
pachers in Abu Dhabi: How can male teachers be attracted and retained? In particular, in
0onsidering futures scenarios the assignment will focus on the strategies that the Abu Dhabi
Fducation Council (ADEC) of School Education may implement under different future

wenario conditions.

This paper explores four possible scenarios under which strategies to involve Emirate males in
raching in Abu Dhabi may be developed. Scenario planning is defined as a strategic planning
method that can be used to make long term plans based on generating a number of hypothetical
but possible situations. Hiejden et al (2002) suggest that ‘scenario planning is a process of |
preceding multiple, plausible and uncertain futures’. Yeoman and McMahon-Beattit (2005)

add that ‘scenario planning is a process that provides the capability to think about the future’.
Scenario planning is a way to develop future plans with various endings or outcomes (Neff,
2007). The endings are based on interpreting and extrapolating current and predicting future

events.

Generally, the result from this planning is a group of different situations such as the best case,
the worst case, and the middle case scenarios (Godet, 2001). In addition, De Geus (1988)
defines scenario planning as a thinking process that links policies and actions. Finally, in
conclusion scenario planning is a process through which understanding can be developed
regarding a certain issue (Willmore, 2001). It is a method used to predict the future impact of
forces affecting particular situations (Schoemaker, 1987). Scenario planning is helpful because

tinvolves planning the future of a profession (Ratcliffe, 2000).

Today, the UAE offers a comprehensive education to all male and female students from
kindergarten to university, with education for the country’s citizens being provided free at all
level. Tn 2005 the Abu Dhabi Education Council (ADEC), was established by his Highness
Sheikh Khalifa Bin Zaied Al-Nahyan, the UAE President, the Supreme Commander of the
Amed Forces and the Ruler of Abu Dhabi, in order to assist in the development of education
d educational institutions in the Emirate. The council works closely with the Ministry of
Bucation in formulating the Emirate’s education plan within the framework of the UAE’s
¥neral education policy. In general ADEC aims to develop education and educational

"titutions in the Emirate of Abu Dhabi, implement modern educational policies, plans and
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grams that aim to improve education, and support educational institutions and staff to
wchieve the objectives of national development. A key aim of ADEC is to promote the
Emiratisation of teaching staff in government schools. To achieve this aim ADEC has
developed a number of strategies. These include:

o Increase the desire of citizens to join the teaching profession;
o Change society's perception of the profession of teacher;

o Family support for the educational process and encourage the recruitment of their
children to work as teachers;

¢ Increase the duration of teacher education to improve teacher education;
o Improve school facilities;

¢ Enhance student results and achievement of educational outcomes;

e Develop new curriculum;

¢ Provide more encouragement for male Emirati teachers to enter teaching and stay in
teaching; and

o Promote higher professional learning and advanced professional study.

Many factors can affect the involvement of Emirate males in the teaching process in general

and in teaching in middle schools in particular. One of these factors is the strong

encouragement given by ADEC to Emirate male teachers. ADEC believes that Emirate males
should be encouraged to be teachers. This can be achieved by empowering the willingness of
the citizens to enrol in the teaching profession. Increasing number of Emirati male teachers will
change the vision of the Emirate society towards teaching and teachers. Emirati male teachers

will become role models for a new generation of Emirati male teachers.

Atthis point there is a need to stress the importance of teachers’ role in society. The starting
Point suggested in this research project is to focus research at the level of Emirate families.
Moreover, the ADEC should continue to develop its strategies in order to implement its
Yrategic plans. There should be an increase in the number of the training hours for Emirate
achers. In addition school building is an important factor that should be taken into
“nsideration. High facility school buildings and infrastructure could be a significant factor in
enhélncing the involvement of Emirate males in the teaching process. Reforming curriculum is

“sential in the development of any educational system. Curriculum should be relevant to the
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ipterests and expectations of students and teachers. Emirate male teachers should be

encoufaged' This encouragement can take the forms of improved incentives and wages

increase.
3, The Four Scenarios

2.1 Introduction
The scenarios have been developed by reference to the four scenarios developed for futures
focused professional training in Australia. Teaching for uncertain times (Teaching for Uncertain
Times 2008).
guilding on the OECD Schooling for the Future project in 2001, Teaching for uncertain times
postulates four potential future scenarios facing schools and attraction and retention of teachers
in the future. These scenarios are termed 7The Great Divide; Community; Fear; and
Corporatisation. They have been adapted for the social, economic, cultural, religious and
educational trends that are observed in the UAE and Abu Dhabi today. The scenarios are

illustrated in the diagram below.

The four scenarios and their impact on attracting and retaining male

Emirati teachers

Scenario 1 Great Divide: increased
incomes and unequal incomes increase

the emphasis of Economic Incentives

Scenario 2 Community: a resurgence
of Emirati culture and ways of living

drives social change

Decrease in the number of Emirate
Teachers in schools as a result of
changes in incentives. Economic
incentives critical to expand and retain

male Emirati teachers.

Scenario 3 Fear: Conflict between
Emirati and non Emirati community in
UAE creates fear and conflict in

society

Increase in the number of male
Emirate teachers. Cultural factors
more important, enhanced
Emiratisation process builds on
reinforced community focus on
preserving Emirati culture and

traditions.

Increase in the number of male Emirati
Teachers in schools as a result massive
investment in Emiratisation process

driven by fear and community conflict.

Scenario 4 Corporatisation: Business
and private commercial choice

increasingly drive Emirati education

Decrease in the number of male Emirati
Teachers in schools as a result of
increased use of private schools with
expatriate teachers and Emiratis seeking

schooling abroad.
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9.2 First Scenario: The great divide

n scenario 1 The Great Divide the community becomes more polarised and divided as
incomes between Emiratis and non Emiratis (in an Abu Dhabi interpretation of this scenario)
diverge even more, and as income gap between private sector and public sector employment
widen in Abu Dhabi. There is a likely future. Between June 2007 and June 2008 the Gross
pomestic Product of the UAE doubled due to the rising price of oil. This produced great
disparities in the community as some salaries increased markedly, others remained the same
and inflationary pressures forced up the price of non traded goods and services. The impact of

economic incentives in teaching are magnified in this scenario of increased inequality in the

community.

Fconomic incentives are critical in career choice. This scenario is a worst case scenario for
attracting male Emirati teachers because employment in some ways depends on increased
salaries in the public sector. Towards the end of 2008 the Abu Dhabi government doubled
salaries for UAE nationals working in the public sector because of the distorting effect of
increased incomes in the private sector and the rise in inflation. Economic incentives to attract
and retain teachers by ADEC has been designed to overcome these problems in salary changes
and economic incentives. My research will explore how families respond to these economic

incentives and influence the career choice of Emirati males in regard to teaching.
2.3 Second Scenario: Community

Inscenario 2 Community the community becomes more harmonious and tolerant and schools
increasingly reflect their community and culture. Emiratis respond less to the process of
globalisation and strengthen their traditional and long standing culture. Teaching becomes
more desirable as the Emirati community wishes to increase the pace of Emiratisation and
reintroduce Emirati cultural conventions in all aspects of education and life.

To a certain extent this trend and process can be observed in Emirati society. The process of
Emiratisation has both strengthened traditional Emirati culture in all aspects of life, and it has
Produced many Emirati role models who play leading roles in Emirati life and culture. A
Strengthening of this process of Emiratisation could accelerate the move of young men into
teaching. My research will explore how Emirati families discus career choices in teaching and

how families value Emiratisation and the attraction and retention of male Emirati teachers in

Schools.
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2.4 Third Scenario: Fear

o scenario 3 Fear the Emirati community becomes more anxious and worried. This is because
gmirati people are a minority in both Abu Dhabi and the UAE. Rising prices and inflation
fuelled riots by expatriate workers during 2007. The economic and educational boom in the
UAE has attracted a huge expatriate workforce, and encouraged illegal immigration on a huge
scale. In particular many of the illegal immigrants bring unwelcome attitudes and values to

Abu Dhabi and the UAE. This fear could drive an enhanced Emiratisation process that requires
many Emiratis to be forced into teaching as Abu Dhabi attempts to maintain their culture as a

minority in their own society.

[n some way this is the most likely scenario and is driving the government’s investment in
Emiratisation and Emirati human capital. One of the aims of ADEC is to provide male Emirati
role models for the younger generation of males in schools. This secondary cycle of
Emiratisation is much discussed in the Emirates as the first generation of Emiratisation to some
extent are reintroducing Emirati cultural practices in the life of UAE. The fear driving this
development is partly a result of the demographic changes in the population. This development

would mean that my research was of increased significance to ADEC.
2.5 Fourth Scenario: Corporatisation

Inscenario 4 Corporatisation Abu Dhabi is increasingly globalised and Emirate traditions are
neglected and lost under the weight of corporatisation. Business dominates all aspects of life.
Emiratis increasingly seek education in private schools or in overseas educational institutions

and the process of Emiratisation in education is abandoned.

This is also a worst case scenario for the future impact of my research. We can see some
tmerging aspects of this scenario in the increased use of expatriate teachers and a drift of
Emirati students to private schools. However, the government is determined to promote
Emiratsiation and is investing heavily in encouraging male Emirati teachers as a way of

Preserving Emirati culture in the future.
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3 Conclusion

Based on the above information mentioned in the four scenarios, I think that the scenario most
likely is Scenario 3. This potential scenario has positioned my research and led to my

enrolment and the joint development of my research questions with my sponsor ADEC.

gcenario 3 underlines the importance of the low involvement and participation of male
teachers in the schools. In addition, this scenario is focusing the high involvement of the
governmental sector and the public sector to achieve the Emirate educational targets. Such a
scenario will facilitate the implementation of the educational policy. It addition it will provide
job opportunities for large number of citizens. Moreover, it focuses on the importance of

teachers and their role in the society.
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Introduction and the research problem

This assignment presents details of the proposed research design and methodology to be used
1o explore the research project topic title ‘Attracting and retaining male Emirati teachers in

Abu Dhabi: How can male Emirati teachers be attracted and retained’.

Currently, non-Emirati teachers provide the majority of teachers in Abu Dhabi and the other
emirates. The nationalities represented of these non- Emirati teachers in order of importance
are Egyptian, Jordanian, Syrian, Sudanese, Iraqi, Tunisian, Moroccan, and Lebanese. These
non-Emirati teachers have played an important role in staffing an expanding Abu Dhabi

education system.

However, non-Emirati teachers reflect the culture and traditions of their own societies. As a
result they are unable to promote Emirate identity and culture in Abu Dhabi educational
context. The ADEC has determined that to encourage the development of Emirati culture that

new ways need to be found to encourage Emirati males to be attracted and retained in the

education system.

The research project will identify and examine the factors and issues that can influence
attraction and retention of Emirati male teachers in schools. As well strategies that can be used
inbuilding policies for attracting and retaining such teachers will result from the study.

The assignment has two parts:

PART A: Proposed research design and methodology.

PART B: Case studies of similar studies.

PART A:

1. Central concept to be explored

Central concepts to be explored are:
* Attraction of male Emirati teachers; and

* Retention of teachers.

The factors that influence retention and attraction of teacher have been extensively researched.
H(’WeVer, this research has proceeded from a western cultural perspective and has been
Mblished mostly in English in the ‘west’. As a result the factors identified for attraction and

®ention of male teachers may not apply in an Abu Dhabi cultural context. A gap in the
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fiterature is research on the influence of Abu Dhabi culture and family. This will be the focus

of this research project.

jnformation has been presented in previous Assignments which has explored attraction and
retention of teachers in terms of:

e Economic models;
¢ Expectancy values; and
e Career choice considerations;

In summary the literature review also showed that:

e There is limited research on the topic in the UAE;

e Culture /family factors have not been previously considered but could be important

factors in the Abu Dhabi education and cultural context.

2. Scope and limitation

The scope of the study is an exploration concerning male teaching in government schools in

Abu Dhabi.

As study will be limited to Abu Dhabi Education Council (ADEC) schools the findings of this
study cannot be generalized for all schools in Abu Dhabi.

The study is also limited to data collection in the second semester of the academic year
2009/2010 using four group of respondents (teachers, family and family leaders, students in
university, teachers who leave teaching) .This a significant limitation as the sample in not
representative of the range of males in the population. As a result the study will not collect data

tnasignificant proportion of males in employment in Abu Dhabi.

3. Choosing the methodology

3.1 Introduction

The project research data collection is to be undertaken in Abu Dhabi. As a result a number of
fctors influence the research design and methodology. These are:
* The culture of the country in an important consideration. The use of formal data

collection instruments and other ways of collecting data need to be used that are
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consistent with customs for exchanging information in Abu Dhabi. For instance people
in AD usually use traditional communication channels (Lega in Arabic) in discussing
issues together of significance. Lega methods will be used to develop family
perspectives on career choice.

o Lega in this context means that the data collection process for family views will use
barza, a traditional Emirati way of colleting the views of family leaders that includes
the traditional leadership of Emirati society.

o Leqa refers to a meeting when families come together to enter into discussion about

issues that concern mastgpba, the future of the family and the wider Abu Dhabi society.

The language to be used in the project research is be Arabic .This will lead participants to more
accurately respond to interview questions. To collect information from the above sample will
require ways of collecting data that well give reliable and informed data in an Abu Dhabi

context.

As a result the project will use barza, traditional Emirati ways of considering issues critical to
the future of the family.
o Other data will be collected in more usual qualitative ways from teachers and
students.

The data sample is being used will include:

o Males teachers in government schools;

o Male teachers who have left from teaching ;

o Family leaders in leqa and barza formats; and

o Students in universities.

3.2 Qualitative and quantitative research

3.2.1 Defining Qualitative and quantitative research

Quantitative and qualitative research approaches are based on different epistemological
Bsumptions about the nature of the investigated issue. According to Hughes (1990)the history
of qualitative and quantitative researchers retains back to the seventeenth century. According to
Denzin, and Lincoln (2005) quantitative research method measures and analyses casual
r61%1tionships between variables. Quantitative research is based on a positivism that supports
‘Mpirical research. On the other hand qualitative research examines the process of assigning

Meanings in articulated contexts. It is based on interpretation, taking into account that there
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xist many realities and truths (Denzin &Lincoln (2005). Qualitative research is a field of
inqui
understanding of human behavior and the reasons that govern such behaviour (Denzin &

Lincoln 2005).

ry that crosscuts disciplines and subject matters and aims to gather an in-depth

Lee (1994) insists that quantitative research methods derived from the natural sciences. The
qualitative research stresses on objectivity, measurement, reliability and validity (Lee 1994)
eflects the social sciences. Quantitative research, according to Lee (1992), has become
increasingly inadequate especially in cross-cultural research. Attention has been devoted to a
search for effective alternatives, and this leads to the qualitative approach which emphasizes
the description of culture and meaning’. In some areas of the social sciences, such as
anthropology, qualitative research has long been the primary strategy for developing and

testing hypotheses. Qualitative research has likewise had a long history in education, dating
back at least to Barker's (1964) Large Schools, Small Schools project, which presented
overwhelming evidence of the benefits of small schools for the personal and social growth of
adolescents. In another sense, however, qualitative research in education is a new field. Recent
theorists have pointed out that since human behavior is complex and often highly subjective
interpretive research strategies are necessary to supplement traditional, quantitative educational

research (Erickson, 1986).

New approaches in qualitative research reflected in the Bishop (2005) and Horsley (2007)
argue that western approaches to qualitative research have ignored non western approaches to
epistemology. In this respect recent qualitative approaches acknowledge non western

communication patterns and cultural structures in developing qualitative research design.
3.2.2 Using quantitative and qualitative approaches

Quantitative and qualitative researchers have simply responded in different ways to the
thallenge posed by the fact that experimental control, in the tradition of physics and biology is
clearly impossible in education and the other social sciences. Quantitative researchers have
tsponded by developing or applying numerical data collection processes, research designs,
ind statistical procedures that enable research and measurement in social sciences to parallel
losely the work of natural science researchers. According to Daly (1992) qualitative
Tsearchers, on the other hand, have responded by using strategies focusing on the objective

Walysis of subjective meaning.
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3.2.3 The researcher’s position

gased on Section 3.2.1 it is clear that using a qualitative approach in most suited for this

research for the following two reasons.

Firstly there is a need for the researcher to obtain an in depth understanding of the problems
and issues that are faced by the all of participants, that is teachers, family, and others in Abu
phabi. This will require undertaking in depth interviews and explore matters including:

o Reasons for leaving teaching ;

¢ Choice of becoming a teacher;

o What is so different about being a male teacher in Abu Dhabi;

o Reasons for a family to influence the choice of teaching as a career; and

o How a family influences the choice of careers for males.
Secondly and as a result of the above the research requires an Abu Dhabi cultural focus and
perspective. In this it is more likely to generate information using interviews rather than other
techniques. In some of the data collection the interviews will need to conform to /ega and
barza cultural norms. There is a strong case for this approach as supported by new
developments in epistemology and research. For example research in the South Pacific (Tonga
and Samoa) has led to a re-evaluation of research instruments and research methodology in the
Pacific. In particular the bounded nature of much traditional qualitative research, its
dissmpowering impact, and its neglect of the links between what is said and who says it have
led to the development of a taloanoa approach to research methodologies. Taloanoa does not
rf:ﬂect the traditional concepts of reliability and validity but the learning of researchers and
participants that in trustworthiness contributes to their group and family culture, and well being
through connectedness. In summary this approach to research,

* Avoid researchers retelling stories from their own sense making stances, and

appropriating the narrative;

* Avoids ignoring loyalty, kin, spiritual and cultural order;

* Avoids ignoring the cultural order that affects the realities of everyday behaviour;

* Answers the question who is this research going to be useful for;

* Highlights potentiality;

* Promotes Tala — holistic intermingling of researchers emotions, knowing and

experiences;
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o Promotes Noa — provision of space, time and conditions for co-construction of stories

and hence meaning;

Talanoa — researchers must deeply partake of the research experience rather than stand

back and analyse;

« Talanoa — subjective, role, collaborative, resistant to rigid institutional hegemonic
control; |

o Talking things over, being in possession of the oratory and verbal negotiation required
in pacific culture (especially in limiting writing.

o Toli —deciding and selecting how to talk. Tui — who should say? Luva — giving,

The collective sociocultural base of experience is highlighted by this research approach.

Ths research approach also uses the language of the group and collective.

Barza and leqa are similar concepts in that some data can only be collected and interprested

using traditional Emirati ways discussing problems and understanding how Emirati culture

provides systems for influencing the choice of careers.
3.2.4 Data collection method

Asnoted above, the proposed methodology of the study is a qualitative approach. Data will be
collected through interviews, and observations with participants, lega and barza approaches to
seeking the views of family leaders will be developed. The study will also conduct interviews
with male teachers, students in university, and teachers who leave teaching.

The proposed sample group will consist of responses from 100-200 UAE national teachers and
educators in a variety of schools with the questionnaire distributed to members of the
organisational staff upon management approval to conduct the study.

The study will also sample family groups using lega and barza to explore the views of families

and how families influence male career choice in teaching.

The interview schedule will involve a series of semi-structured interviews targeted at several
different layers of educators within different educational and teaching environments. The
nterviews will be structured using many closed-ended questions regarding perspectives on
®asons that make UAE nationals opt not to join teaching job, and the impact of this on the
%ocio-economic life of the UAE citizens. The semi-structured approach was considered as it
Will provide the interview respondents with an opportunity to discuss issues not originally

“nsidered in the interview design to provide unique insights into the phenomenon under

Question,
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I Research design

4.1 Introduction

ReseafCh design to be adopted has been informed by the literatures as considered above

The research design will be as follows

Identify factors that

Literature review _ _
cause attraction and
/’i l
Prepare Interviews Use literature prepare
hadnle . ..
&« Arabic vision, barza and

i

rr;f Establish problem in usage
ilot test schedule — schedule

v

Undertaken data
collection
l v
Prepare report for project

] Analysis of result ——» Prepare recommendations

The proposed sample group will consist of responses from 100-200 UAE national teachers and
wducators in a variety of schools with the questionnaire distributed to members of the

organisational staff upon management approval to conduct the study.

As well meetings of family groupings and family leaders will be conducted using lega and
barzq approaches to developing conversations in an Emirati context.

The approach to data collection and will involve the researcher using of an appropriate
erview schedule desi gned to elicit questions regarding teaching environment incentives
fracting UAE nationals to engage in teaching jobs to generate data on the contemporary

Ubjects’ viewpoints of motivational rewards.
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PART B:
5, Case Studies.

5.1 Case Studies 1
Name of the Author and the study: Ee-gyeong Kim & You-Kyung Han. (2002)
Title of the study: Korean Educational Development Institute Attracting.
peveloping and Retaining, Effective Teachers. OECD

purpose of study:

This study was a country case study (South Korea) in a series of country case studies published
by the OECD, as an international guide to policies and research on how to attract and retain
teachers in the OECD countries. The purpose of this study was to describe the attraction and
retention problems and the looming shortage of teachers in the Korean elementary education
system. The study also identifies that the problem of teacher shortage could affect the political,

economic, and social systems of the South Korean republic.
Description of Study:

The study is a descriptive study. The study presented the measures taken by the Korean

education system in order to overcome teacher shortages.
Study outcomes:

Recent changes in the Korean education system strengthened the Korean teachers union,
lowered teachers retirement age, and implemented a new curriculum. These developments
contributed to teacher shortages. As a result new attraction and retention polices were

developed.

The study referred to these measures as ‘Comprehensive Measures to Develop the Teaching
Profession. The policy and strategy aimed to reinforce teacher morale and professionalism. The
polices were designed to overcome the fact that many people were not willing enter teaching
due to the low income provided by teaching as a profession, and the weak educational
Management system. The Korean educational system is trying to increase the incentives
Provided for teachers in general, and those of the elementary system in particular, in order to
Wract and recruit talented people into teaching, even for those who do not have any

®perience in teaching.
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guch a measure is still in debate between the educational system and the teachers union. The
Korean education system is trying to develop an in-service training program in order to

ncrease teachers’ professionalism. As well, changes in the recruitment system are being made.
These changes rely more on interviews and testing the instructional skills of potential teachers,

instead of being based on paper and pencil recruitment test.

Usefulness of case study for present work:

This study is useful for the present study since it shows the measures taken by the Korean
education system in order to increase the number of elementary teachers. This study provided a
range of policies that both succeeded in attracting teachers and other that policies that failed to
increase the number of elementary teachers. These polices have informed the development of

my research questions and the literature review.

5.2 Case Studies 2. ‘
Name of the author and study: Gulf Talent, Gulf Compensation trends 2008

Purpose of study:

This study aims to identify comparative salary relativities between different professions across
the different nations in the GCC countries. The study is produced annually. It is widely
published and reported in the press in the GCC countries. Most employers, employees and
families become aware of professional and national salary relativities through this annual
report. The results of this study in 2008 showed that there is an increase in the salaries at the
private sector at the Gulf area in general and UAE in particular compared to public sector

employment such as teaching.
Description of Study:

The data on salary relativities is developed through GCC nations statistics collection and the
Use of data from human resource and career placement services. The data is current and topical
ind fus used to structure salary packages. In 2008 the results showed that the biggest salary
ncreases occurred in the construction, banking, finance, and teaching industries as Ministry of
Education’s sought to attract teachers through salary incentives. The study is also published in

Arabic to assist families to understand the employment market.
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ysefulness of case study for present work:

The study documents salary relativities for teaching and other professions, The results
of the study will be discussed with families. The study can be used to develop questions
for interviews with teacher, students and families.

The study provides contemporary, current data on economic incentives for teaching and
can be used in the literature review.

The study can be used to explore how incentives and salary and conditions can be
developed to attract teachers and retain them. These aspects of the study can be directly
used in the interviews and discussions with families.

GCC countries try to increase the salaries of their public sector staff as a result of global
changes such as increasing oil prices and food commodities, rising rents and housing.

The study provides details on these aspects of attracting staff.
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. Introduction:

Abu Dhabi is providing educational leadership for the emirates that comprise the United Arab
Emirates (UAE). Abu Dhabi is the capital and most populous emirate. To provide educational
leadership within Abu Dhabi and for the entire UAE, the Abu Dhabi Education Council

( ADEC) was established in 2004. One of the reasons for its establishment was to develop the
cducation system and manage the considerable investment being made in the Abu Dhabi
education system. As part of its diversification strategy, the Abu Dhabi government is
ivesting in human capital to prepare for a future that will require a highly skilled workforce.

This involve investment in education and human capital is recent and its education system is

undergoing rapid and large scale change.

Currently non-Emirati teachers provide the majority of teachers in Abu Dhabi and the other
Emirate states. The nationalities represented of these non- Emirati teachers in order of highest
to lowest representation are Egyptian, Jordanian, Syrian, Sudanese, Iraqi, Tunisian, Moroccan,
and Lebanese. These non-Emirati teachers have played an important role in staffing an

expanding Abu Dhabi education system.

However, non-Emirati teachers reflect the culture and traditions of their own societies. As a
result they are unable to promote Emirate identity and culture in Abu Dhabi educational
context. The ADEC has determined that to encourage the development of Emirati culture that
new ways need to be found to encourage Emirati males to be attracted and retained in the

education system.

The project concern an exploration of the factors and issues that can influence attraction and
retention of Emirati male teachers in schools as well strategies that can be used in building

policies for attracting and retaining such teachers.

L Topic identification and background to the study

Currently the majority of Emirati teachers are female. Teaching is a popular career choice for
Abu Dhabi females. This career choice is encouraged in many families, and other countries
taching is an occupation that has been feminized. It is only in the last ten years that Emirati
Males have been attracted to the teaching profession. The number of Emirati women entering

taching has increased significantly, and they represent a majority in the female teaching force.
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However, there has been no associated increase in male Emirati teachers in the last decade (Al

gayan 2009).

One of the consistent issues and problems in the development of Abu Dhabi’ education system
is the lack of male Emirati teachers. Emirati teachers carry with them Emirati culture. This
qlture includes the traditional understandings of what it means to be Emirati; a cultural
radition that goes back thousands of years; an understanding of Emirati students and their
hehavior, family and social context. As well, each Emirate has a slightly different culture. This
difference has a big impact on student behavior and family life. Emirati teachers are aware of
these differences and their impact on Emirati students. The Abu Dhabi education system

wishes to preserve its rich culture, and introduce new generations to the society and Emirates
style of life. As a result there is a need to attract and retain Emirati males to teaching to

preserve the shared understandings of the Emirati culture. Attracting and retaining Emirati
teachers also is a key part of the Emiratisation of the educational sector in Abu Dhabi and is
one of the strategic objectives that the Abu Dhabi Education Council is seeking to achieve, in

developing the education system.

Specifically this research will identify and examine the factors and issues that can influence
attraction and retention of Emirati male teachers in schools; as well strategies that can be used
in building policies for attracting and retaining such teachers. The results are then intended to
be used the ADEC to develop human resource plans as a springboard for the future to

overcome the problems created by having few Emirati male teachers in the teaching force.

3. Rational and significance of the study

3.1 Rationale statement

There is no documented research in the Emirates context that has addressed the problem and
issues in aftracting and retaining male Emirati teachers. To solve this problem it is necessary to
identify the factors and issues that may affect male Emirati teacher attraction and retention.
Male Emirati teachers in education are likely to be more active in the classroom, more likely to
share knowledge about Emirati society with students; and are more aligned and provide

- Momentum to align the society’s culture and values to the younger generation. It will be
tritically important to develop well prepared Emirati male teachers in schools. This research
Will explore the reasons behind the low participation of Emirate males in the education of

middle school boys as well as reasons for difficulties new teachers. As well this research will
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sudy the difficulties of Emiratisation in the education system with specific reference to ways
of the proportion of male Emirati teachers. In this respect the results from this research can be

used to present a case to ADEC for strategies to use to attract male teachers and to reduce

retention.
3.2 Significance statement

This study is significant because it attempts to identify the factors and issues that can be used
10 address this problem in attracting and retaining male Emirati teachers. Because the research
will take place in Abu Dhabi, the research issues in attracting and retaining male Emirati
teachers will be contextualized with an Emirati cultural perspectives for the first time. In
particular the research will be the first to explore career choice within Emirati families and

social structures.

The research results can potentially be used to address the problems identified so far in this

proposal .The research is also significant because it can address related problems in the process
of Emiritisation in the entire workforce. In the respect the result from the research can be used
to present a case of benefits that Emiratisation of workforce in the educational sector can bring

to the economic and social environment of the country.

4. Contribution to knowledge, expected outcomes and utilization of result

4.1 Contribution to knowledge

The Contribution to knowledge will be as follows:

e Fill a gap in the literature which deals with the fact that UAE citizens’ refrain

from engaging in teaching;

o Inspire policy makers and educators to look for innovative methods to better attract
UAE citizens to engage in the teaching;

¢ Pave the way for more empirical research on improving the teaching environment for
UAE citizens, in the light of the of the findings of the research;

* Assist policymakers and teacher education to rethink and reassess the components of
teacher preparation programs;

e Explicate career choice in a Emirati family and individual context;
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e Provide policy makers and recruiters in UAE with ideas about the best ways to attract

and retain teachers who can implement technology, successfully in their teaching;

4.2 expected outcomes and utilization of results

The outcomes of this project will be to:

Document a teacher development strategy that will contribute to the wider strategic
plan of Abu Dhabi, this can be used to:

improve the quality and level of education;

Promote teaching as a career for Emirati males;

Strengthen Emirati culture in education through an increase in Emirati male teachers;
Attracting better Emirati teachers with higher qualifications.

Document methods that can be used to attract and retain Emirati male teachers;

Document policies for ADEC to use attract and retain male teachers;

Document framework to support the strengthening of Emirati classroom relationships and

classroom management in the education system;

5. Research aim, questions and objectives

5.1 Project Aim

This research aims to identify the factors that attract and the factors that prevent the

participation of male Emirati teachers in middle boys’ schools in Abu Dhabi. The research also

aims to identify the critical factors that influence retention and attrite male Emirati teachers in

Abu Dhabi schools. In particular, the study will aim to specifically to

Find solutions to the problem of low participation by male Emirati teachers in the

education of middle schools boys in Abu Dhabi;

>

Develop the strategies to be implemented by (ADEC) in the context of “Emiratisation’

of the educational system;

Generate policies proposing solutions to the problems of attracting and retaining male

Emirati teachers.
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5.2 Research questions statement

To address the aims noted above the following research questions have been developed:

RQ 1 What are the critical factors in retaining male Emirati teachers of the ADEC
schools?
RQ 1.1 What cultural issues affect retention of male Emirati teachers?
RQ 1.2 What role do schools and the incentives in the education system play in
retaining male Emirati teachers?
RQ 2 What are the critical factors in attracting male Emirati teachers to the
(ADEC) schools?
RQ 2.1 What cultural issues affect attraction of male Emirati teachers?
RQ 2.2 How can we conceptualise Emirati participation in teaching in Abu
Dhabi?
RQ 3 What policy could (ADEC) implement the attract and retain male Emirati
teachers in middle schools boys Abu Dhabi?
RQ 3.1 What policies have been developed internationally to attract and retain
male teachers?
RQ 3.2 Which of these policies can be applied to the cultural context of UAE
education system?
RQ 4 What strategies could the Abu Dhabi Education Council (ADEC) develop to
attract and retain male Emirati teachers in schools in Abu Dhabi?
RQ 4.1 what strategies have been developed to attract and retain Emirati male
teachers ?
RQ 5 How does the structure and leadership of Emirati families influence career
choice?
RQ. 5.1 How are career decisions made in Emirati families?
RQ 5.2 How do Emirati families interpret social and economic incentives in
educational employment?

3.3. Research objectives statement

The following objectives well be utilised to address each of above research questions;

1. Undertake a review of the international literature to identity the factors and issues

that may influence attraction and retention of males in teaching. This will this include;

(RQ 3.1)
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1.1. A review of the literature that focuses factors and issues on male teacher attraction
and retention ;( RQ 2.1)

1.2 A review of the international policy literature;(RQ 3)

2. Examine the literature and government policy from ADEC to establish new policy

that could be used to attract and retain teachers. These will include :

2.1. Policies in attracting and retaining teachers ;( RQ 3.1)

2.2. Review of current studies on Emiratisation in the workforce generally ;( RQ
2.1)

2.3. Investigate current nature of the Emirati teaching service ;( RQ 3)

2.4. Identify the critical factors in Emirati career decision making; (RO 2.2)

2.5 Investigating the nature of Emirati family leadership and communication and

its relationship to career choice (RQ 3.1)

e 3. Survey and / or interview teachers to explore the family and personal decision making

process in joining or leaving teaching for Emirati males. This includes survey and/ or
3.1.interviews to. Investigate the social and cultural aspects of decisions to join or leave
teaching.( RQ I&RQ 1.2, RQ 5)

3.2. linvestigate other problem a respects (RQ2)

4. Explore the family and personal decision making process in joining or leaving

teaching for Emirati males; (RQ 4, RQ 5)

4.1The social and cultural aspects of decisions to join or leave teaching ;( RQ 1.1)
4.2To establish issues that may effective a attract and retain teaching ;( RQ 4)

4.3 Interview Emirate male teachers who resigned to establish their reasons for
leaving ;( RQ 1)

4.4 Survey the Emirate university students in order to determine their future career

choice ;( RQ 3.2)

5. Use the analysis of data of information generated from the above objectives to;

5.1 create a framework of guidelines that can be used to address the excising
problems concerning male teacher’s employment ;( RQ4)
5.2 propose policy that will address current problem of teacher’s retention; (RQ

3.1)
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‘ Literature review
6.1. The purpose of the review

The aim of this study is to develop research that assists in the attraction and retention of
 pmirati male teachers.The research will be transdisciplinary. It will explore incentives and
eacher supply and demand in the market for teaching in Abu Dhabi. It will also explore the
way that individuals within Emirati families develop knowledge of the teaching profession
(Emirates Foundation 2009). However, this exploration will occur within the cultural frame of
the operation of an Emirati family. Incentives, expectancy values and career choices will be
«affolded and interpreted and mediated by the wider family and its leadership. This family
process of interpreting the incentives and values of teaching reflects Emirati culture. As a
wesult, the research will explore a range of paradigms for research within the transdisciplinary
frame provided by the culture of the Emirati family. The purpose of the review is two fold

e To provide an explanation of the context of the proposed research in terms of

Emiratisation

o To examine the existing literature concerning retention and attraction with a view of
informing the research

The context of the research is the Abu Dhabi school system this review of the literature
commences with a consideration of the Emiratisation policy in Abu Dhabi followed by an
exploration of a range of government policies that have been developed to attract and retain
teacher . As well as the government’s Emiratisation policy that is currently being implemented

by the education system is discussed.

6.2, Emiritisation
6.2.1 Introduction

Emiratisation is the process of replacing expatriates with Emirati nationals in different fields.
Education is one of the methods through which nations achieve their development and sustain
their national heritage and this is critical in the implementation of the Emiratisation process .
Sheikh Khalifa bin Zayed Al Nahyan (2009), President of the United Arab Emirates and Ruler
of Abu Dhabi, defined education as “a pillar that will enable Abu Dhabi to meet standards of
“cellence achieved in the most highly educated countries of the world” (Abu Dhabi Policy

Agenda 2007). United Arab Emirates (UAE) is one of the countries that are highly investing in
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cation. According to Abu Dhabi Executive Council (2009) a main priority is to be increased

E’ﬁcipaﬁon of Emirate citizens in the teaching process.

| JAE has pro gressed with efforts of ensuring high literacy rates, a modern education system
eflecting international standards and increasing women’s participation in education and
geiety. The UAE devotes about 25 percent of total federal government spending to

currently The UAE has one of the lowest pupil-to-teacher ratios (15:1)

o the world. Education is compulsory through the ninth grade, although this requirement is not

mforced.

concerning the implementation of Emiritisation, ADEC has a critical role. In this respect,
woncerning teacher attraction and retention, ADEC (2009) plans to assist parents to in
acourage their sons to join teaching profession through some incentives such as:

¢ Increase in Salary

¢ Increase moral support to teachers by government

e Preparing suitable learning atmosphere for the student and the teacher

¢ Reduce teacher workload

e Increase guidance’s and counseling for the family to choose teaching profession

as a way to build up new well educated generation
e Increase media support to the teacher through cultural programs on the role of

teachers in society.

e Submit government support to all who choose teaching as a future profession.

6.3 Overview of the literature

There is a considerable body of research literature concerning teacher attraction and retention.
There has been significant volume of research that has explored the attraction and retention of
ttachers, and more recently male teachers in the international literature. This literature can be
ised to inform the proposed project. This literature and its associated research been driven in
Part by predictions of a teacher supply shortage (Dolton 2006) in the OECD countries,
Problems in early career teacher retention ( Hunt et al 2003) and concerns that not enough
males are entering teaching and that teaching is becoming more feminized. As a result, the
OECD produced a major report Teachers matter, attractive, developing and retaining effective
tachers (OECD 2005). This report built on a number of new quantitative studies conducted

Mostly in the discipline of economics and summarized by Dolton (2006) in the Handbook of
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the Economics of Education 2 (2006). The OECD report also reflected a number of qualitative
gudies on teacher attraction and retention associated with the publication of No Dream Denied:
ppledge to America’s Children (2003) published by the National Commission on Teaching

and America’s Future. This publication was developed by America’s leading teacher

educators. This review will concentrate on the following.

¢ The main factors that may influence attraction and retention from a transdisciplinary
perspective that reflects research on teacher retention and attraction in a number of
disciplines.

o Gaps in the literature, particularly from an Abu Dhabi cultural perspective. This review
will include aspects of Emirati family and cultural structure pertinent to the research
topic.

[nsummary a preliminary review of the literature reveals that:

o The attraction and retention of teachers has been extensively researched across a wide
range of discipline areas;

o Different paradigms have been used to explore teacher attraction and retention;

o Significant gaps in the literature can be identified, especially in the area of the impact of

Emirati cultural traditions in career choice in teaching.
6.4 Paradigms and disciplines in the literature

The published research on teacher attraction and retention proceeds from a range of different
disciplines. The research then reflects a variety of research approaches, methodologies and data
sets.

6.4.1 Approaches from the discipline of economics

The dominant approach in the literature is represented by the discipline of economics.
Economists see teacher attraction and retention in terms of the structure of the underlying
market for teacher supply and demand. Furthermore economists utilize methodologies that
allow them to understand the forces impacting on the market for teachers (Dolton 2006). A
key study reflecting this approach was conducted by Wooden & Webster and Marks (2008).
This research locates teacher attraction and retention within the framework of incentives that
teflects aspects of teacher suppty and demand. The Wooden, Webster and Marks study
dentifies salaries, conditions, wage compression and wage distribution as the key explanatory

Yariables influencing teacher attraction and retention. Key studies in this area have been
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developed by Dolton (2006) , OECD (2005), Odden and Kelley (1997) , Hanushek kain,rivkin
(1995)-

g regard to male teachers, Horsley and Stokes (2005) also applied a salary analysis to teacher
rtention and attraction. They developed data examining male teacher attraction and retention
by choosing teaching subjects with a high proportion of male teachers, and then analyzing
qlary relativities in these subject areas with cognate professions outside teaching. These
approaches reflect an economic paradigm. Horsley and Stokes (2005) claimed that the main
challenge for retaining the education workforce in NSW Australia is the system of wage
determination for teachers in NSW. The study insisted that teachers’ salaries should be

compatible to those of other professionals.
6.4.2 Expectation/ motivation paradigms

A contrasting paradigm to explain the decision to enter or leave teaching has been developed
through the research of Richardson and Watt (2006). Their research focuses on individual
motivations to explain why people chose to teach or leave teaching. In a series of publications
(2005, 2006, 2008) they have developed an expectancy value model of career decision making.
This model construes entry to teaching as reflecting positive pre teaching experiences. This
model is sourced from the discipline of educational psychology and their expectancy value
methodology has been used previously to explain how learners approach to the learning of

mathematics.

Richardson and Watt (2006) conducted a study on 1653 educational students enrolled at three
Australian universities. Their research explored (2006) teaching career motivation for
individuals choosing teaching employment. The research concluded that the motivation for
thoosing teaching as a profession is due to perceived teaching abilities, the intrinsic value of

teaching, and the desire to make a social contribution, shape the future, and work with children.

Richardson and Watt (2005) also conducted a study to explore the reasons behind graduates’
decisions to pursue teaching as a career. A survey collected data about respondents’ reasons for
thoosing teaching as a career, with open-ended questions eliciting rich qualitative data to
tlaborate on rating-scale responses. Richardson and Walt (2005) found five factors related to
the choice of teaching as a carrier. These factors are related to social status, career fit, prior

“nsiderations, financial reward and time for family.
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The key in attracting teachers is for potential teachers to experience positive prior teaching and
jearning experiences, job security, job transferability and time for family (Watt&Richardson
2008)- Finally the research reported that preservice teachers rated teaching as a highly

atisfying career, but perceived teaching as relatively low in social status, and as paying a low
salary-

6.4.3 Career choice and personal development concerns

career development for most people is a long process of choosing employment chances
available in world of work. There are many factors that influence this process as:

e The environment where the people live.

o Their ability to learn.

e Their educational achievement exp.

The most important point in students’ lives is the time they make career choice in high school.
Family and community consider this as a start to be ready to work (Lobel,et al 1993).
However, this decision plays a very important role in putting the young man in a path that

opens or closes work opportunities.

The career choice that students make is affected by their perception of ideal job and their
maturity in choosing a job. In addition, choosing a profession is not a simple process. It is
influenced by many factors. How the individual understands at the ideal job reveals how the
job is appropriate to him/her. And of course influence him choice process (Watson, Quatman,

Edler 2002).

The literature indicates that concerning job choice it is important to take the following points

into consideration:

The student should understand their strong and weak points, not only educationally but also
personally. Attaining a job doesn’t only mean getting a degree but also having the rights lowers
. Patience and hard working are important to become an entrepreneur in addition to how to
frocess a bus, because profits are not achieved in away. People who like to wait in groups
hould think of job in marketing (Chen 1997). People who long for service should think of a

b in government or of its related section.
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A student should assess his beliefs, concepts and values or thing are very important later if
what he works is contrary to what he believes in. waking in court is an example of thing, when

alow has to defend him client whether he is guilty or innocent(Super,Savickas 1996).

The student should choose his job himself. Whatever family or friends pressure in. He should
choose a career that he wants and enjoys. He should not choose a job just to please his parent
orrelatives. Although parents want to be best for their children. We should keep in mind that
the student has to live with his choice (Katie 2009).

The student should collect the necessary information for him chosen job and ask career experts
sbout difficulties and challenges they met in the job. This helps the student to know if he is fit
for the job mentally, emotionally, and physically (Schwebel el at, 1996).

From another perspective Barnett (2004) insists that teachers are the main providers of good
education. According to Barnett (2004) teaches should be highly qualified and educated.

Barnett (2004) insisted that “Better educated preschool teachers with specialised training are
more effective”. Barnett (2004) called for an educational strategy that should rely on the
following. Firstly, teachers should be of four year college graduates. Secondly, universities and
colleges should take their responsibilities in preparing well trained teachers. Thirdly, a system
should be created in order to help teachers to continue their studies. Finally, any system for
recruitment should take into consideration the ability to attract professional teaches (Fenton

&Brown 2007).
6.4.4 Policy perspectives in the literature

The OECD (2005) published an international study of policies for attracting, developing and
retaining effective teachers in schools. The OECD reported that if teaching is not perceived as
W attractive profession, and teaching does not change in fundamental ways, there is a risk that
the quality of schools will decline. The project focuses on teacher policy issues in 25 countries:
Australia; Austria; Belgium (Flemish Community); Belgium (French Community); Canada
Quebec); Chile; Denmark; Finland; France; Germany; Greece; Hungary; Ireland; Israel; Italy;
Japan; Korea; Mexico; the Netherlands; Norway; the Slovak Republic; Spain; Sweden;
Switzerland; the United Kingdom and the United States.

The study revealed that there are differences among countries in their approaches to teacher

%ruitment, teacher education, teacher pay and working conditions, teacher employment, and
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evaluation and career structures. International analysis provides countries with an opportunity
o learn more about themselves by examining their experiences against those of other countries,
g5 well as building up evidence on the impact of different approaches to teacher policy. The
eport recommended that the teaching profession needs to be competitive with other

occupations in attracting talented and motivated people. In addition, there should be a strategy
p improve teaching’s status in general. Moreover, more incentives for teachers should be

provided. The report surveyed studies from a variety of research paradigms.
6.4.5 Traditions & Customs in Emirate Family

The literature appears devoid of factors concerning family matters and issues that may
influence attraction and retention of teachers. This is an aspect that whilst not documented in |
the literature could be a factor in Abu Dhabi and is considered in this section. This gap arises |
from the western focus of the literature and the way that research questions and research

methodologies reflect western cultural understandings (Bishop 2005).

The Emirate people enjoy customs and traditions with deep roots developed a long time ago

and inherited by generations from ancient times (alkhaleej 2009). One of these traditions is

that each family is represented by the head of family, who is the directly responsible for major
decisions in the family (Zayed Bin Sultan Al-Nahyan 2009) “We need to improve the care of
the children the proper direction and guidance, all our official sponsor, and we need to improve
the care of God as the best care". The head of the family maybe the father or grandfather or the
eldest person in the family which usually consists of 10 to 30 people and in some cases it may
reach100 or more. It is Emirati cultural practice that the head of the family is responsible for all
major decisions such as financial and money matters, living arrangements, marriage and social
networks (alittihad 2009). This responsibility extends to career choice and study. Western
tonceptions of the nuclear family and the prime notion of individual choice in careers is not

rflective of the communal choice made by large extended families in non-western cultural

wntexts (Bishop 2005, Horsley & Walker 2005).

The head of an Emirati family, usually the father, determines his sons’ future through taking
keisions in planning which includes education, choice of specialization and future studies. In
Most, but not all cases, the father chooses his sons’ specialisation based on his personal

Meferences rather than expressed wishes of children. Many of these decisions are made
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| githout discussion (abtsaam 2008). In the Emirati cultural tradition most children will follow

he choice of the head of the family and comply with such decisions.

These cultural traditions have a significant impact on the gender balance of the Emirati teacher
workforce. Traditionally, some parents choose special professions for their daughters such as
reaching and nursing.
Many factors may influence the head of the family’s decision in planning the future of their
qons’ career. Some of these factors include:

¢ The working conditions for each specialisation profession.

e The future vision of the specialisation.

¢ Avoiding repetition of the same specialisation in the family.

e Better opportunities for promotion in employment and access to higher

qualifications.

e Community perception in regard to specialisation and family.

¢ The closeness to the place of residence.
Most parents would rather not to choose their son's future in the domain of teaching due to:

o Perceived workload;

e Community perceptions of teachers;

o The belief that teaching profession is for those who have no profession;

e [Lack of financial incentives;

e Lack of incentives for teachers;

In circumstances where families promote teaching as a career, there is a great deal of success
for such for male teachers from these families.

In the area of teacher attraction and retention in Abu Dhabi, in some cases, individuals may
have chosen the teaching profession for their careers against the wishes of the head of the
family. In these circumstances, heads of families will continue to exert pressure to change

tareers out of teaching.

This research will explore how Emirati families influence attraction and retention of teachers,
and investigate the importance of their role in choosing teaching as a profession for their
thildren, in particular their sons. Moreover this research will try to identify the main reasons

that make parents reject teaching as a profession.
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1 Conclusions

from the above review of the literature the following conclusions can be made
The factors that affect retention are:
e  Work conditions;
e Job satisfaction;
e Financial incentives for teachers.
The factors that affect attraction are:
e Government support;
e Increased salary;
e Improved teaching conditions in schools;
e The expectancy value of teaching;
Most of the literature on retention and attraction is from a Western perspective employing
western originated research questions and methodologies. There are currently no published
studies from an Arabic or Emirati perspective that incorporates critical elements of Emirati

aulture. Therefore this review has established a gap in current research.

The above review also has shown that career choice and attraction to teaching can be
influenced by the family. Such research has not considered this key aspect in explaining
atfracting and retaining Emirati male teachers. Specifically cultural influences that affect

atfraction and retention are an area needing investigation.

The above review of the literature will inform the proposed research in the following ways
¢ The factors that affect retention and attraction will be used in the development of the
data collection instruments for the research project.
¢ Emirati family and communication cultural patterns need to be embedded in research

instruments, methodology and data collection and the interpretation of results.

8. Research methodology and design

8.1 Introduction

The project research data collection is to be undertaken in Abu Dhabi. As a resuli a number of

fctors influence the research design and methodology. These are:
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o The culture of the country in an important consideration. The use of formal data
collection instruments and other ways of collecting data need to be used that are
consistent with customs for exchanging information in Abu Dhabi. For instance people
in AD usually use traditional communication channels (Lega in Arabic) in discussing
issues together of significance. Leqa methods will be used to develop family
perspectives on career choice.

o Lega in this context means that the data collection process for family views will use
barza, a traditional Emirati way of colleting the views of family leaders that
includes the traditional leadership of Emirati society.

o Lega refers to a meeting when families come together to enter into discussion about
issues that concern mastgpba, the future of the family and the wider Abu Dhabi

society.

The language to be used in the project research is be Arabic .This will lead participants to more
accurately respond to interview questions. To collect information from the above sample will
require ways of collecting data that well give reliable and informed data in an Abu Dhabi

context.

Asaresult the project will use barza, traditional Emirati ways of considering issues critical to
the future of the family.
o Other data will be collected in more usual qualitative ways from teachers and

students.

The data sample is being used will include:
o Males teachers in government schools;
o Male teachers who have left from teaching ;
o Family leaders in leqa and barza formats; and

o Students in universities.

8.2 Qualitative and quantitative research

8.2.1 Defining Qualitative and quantitative research

Wantitative and qualitative research approaches are'based on different epistemological
Ssumptions about the nature of the investigated issue. According to Hughes (1990)the history
"qualitative and quantitative researchers retains back to the seventeenth century. According to

Denzin, and Lincoln (2005) quantitative research method measures and analyses casual
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rlationships between variables. Quantitative research is based on a positivism that supports
empirical research. On the other hand qualitative research examines the process of assigning
meanings in articulated contexts. It is based on interpretation, taking into account that there
exist many realities and truths (Denzin &Lincoln (2005). Qualitative research is a field of
inquiry that crosscuts disciplines and subject matters and aims to gather an in-depth
mderstanding of human behavior and the reasons that govern such behaviour (Denzin &

Lincoln 2005).

Lee (1994) insists that quantitative research methods derived from the natural sciences. The
qualitative research stresses on objectivity, measurement, reliability and validity (Lee 1994)
reflects the social sciences. Quantitative research, according to Lee (1992), has become
‘increasingly inadequate especially in cross-cultural research. Attention has been devoted to a
search for effective alternatives, and this leads to the qualitative approach which emphasizes
the description of culture and meaning’. In some areas of the social sciences, such as
anthropology, qualitative research has long been the primary strategy for developing and

testing hypotheses. Qualitative research has likewise had a long history in education, dating
back at least to Barker's (1964) Large Schools, Small Schools project, which presented
overwhelming evidence of the benefits of small schools for the personal and social growth of
adolescents. In another sense, however, qualitative research in education is a new field. Recent
theorists have pointed out that since human behavior is complex and often highly subjective
interpretive research strategies are necessary to supplement traditional, quantitative educational

research (Erickson, 1986).

New approaches in qualitative research reflected in the Bishop (2005) and Horsley (2007)
argue that western approaches to qualitative research have ignored non western approaches to
epistemology. In this respect recent qualitative approaches acknowledge non western

tommunication patterns and cultural structures in developing qualitative research design.
8.2.2 Using quantitative and qualitative approaches

Quantitative and qualitative researchers have simply responded in different ways to the
thallenge posed by the fact that experimental control, in the tradition of physics and biology is
tlearly impossible in education and the other social sciences. Quantitative researchers have
®sponded by developing or applying numerical data collection processes, research designs,

ind statistical procedures that enable research and measurement in social sciences to parallel
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| dosely the work of natural science researchers. According to Daly (1992) qualitative
Iesearchers, on the other hand, have responded by using strategies focusing on the objective
galysis of subjective meaning.

8.2.3 The researcher’s position

gased on Section 3.2.1 it is clear that using a qualitative approach in most suited for this

esearch for the following two reasons.

rirstly there is a need for the researcher to obtain an in depth understanding of the problems
and issues that are faced by the all of participants, that is teachers, family, and others in Abu
phabi. This will require undertaking in depth interviews and explore matters including:

¢ Reasons for leaving teaching ;

e Choice of becoming a teacher;

What is so different about being a male teacher in Abu Dhabi;

Reasons for a family to influence the choice of teaching as a career; and

How a family influences the choice of careers for males.

Secondly and as a result of the above the research requires an Abu Dhabi cultural focus and
perspective. In this it is more likely to generate information using interviews rather than other
techniques. In some of the data collection the interviews will need to conform to /eqa and
barza cultural norms. There is a strong case for this approach as supported by new
developments in epistemology and research. For example research in the South Pacific (Tonga
and Samoa) has led to a re-evaluation of research instruments and research methodology in the
Pacific. In particular the bounded nature of much traditional qualitative research, its
lissmpowering impact, and its neglect of the links between what is said and who says it have
led to the development of a faloanoa approach to research methodologies. Taloanoa does not
eflect the traditional concepts of reliability and validity but the learning of researchers and
Participants that in trustworthiness contributes to their group and family culture, and well being
trough connectedness. In summary this approach to research,

* Avoid researchers retelling stories from their own sense making stances, and

appropriating the narrative;
¢ Avoids ignoring loyalty, kin, spiritual and cultural order;
* Avoids ignoring the cultural order that affects the realities of everyday behaviour;

* Answers the question who is this research going to be useful for;
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o Highlights potentiality;

¢ Promotes Tala — holistic intermingling of researchers emotions, knowing and
experiences;

o Promotes Noa — provision of space, time and conditions for co-construction of stories
and hence meaning;

o Talanoa — researchers must deeply partake of the research experience rather than stand
back and analyse;

o Talanoa — subjective, role, collaborative, resistant to rigid institutional hegemonic
control;

o Talking things over, being in possession of the oratory and verbal negotiation required
in pacific culture (especially in limiting writing.

e Toli— deciding and selecting how to talk. Tui — who should say? Luva — giving,

The collective sociocultural base of experience is highlighted by this research approach.

Ths research approach also uses the language of the group and collective.

Barza and leqa are similar concepts in that some data can only be collected and interprested

using traditional Emirati ways discussing problems and understanding how Emirati culture

provides systems for influencing the choice of careers.

8.2.4 Data collection method

As noted above, the proposed methodology of the study is a qualitative approach. Data will be
collected through interviews, and observations with participants, leqa and barza approaches to
seeking the views of family leaders will be developed. The study will also conduct interviews
with male teachers, students in university, and teachers who leave teaching.

The proposed sample group will consist of responses from 100-200 UAE national teachers and
educators in a variety of schools with the questionnaire distributed to members of the
organisational staff upon management approval to conduct the study.

The study will also sample family groups using leqa and barza to explore the views of families
and how families influence male career choice in teaching.

The interview schedule will involve a series of semi-structured interviews targeted at several
different layers of educators within different educational and teaching environments. The
interviews will be structured using many closed-ended questions regarding perspectives on
easons that make UAE nationals opt not to join teaching job, and the impact of this on the

Socio-economic life of the UAE citizens. The semi-structured approach was considered as it
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will provide the interview respondents with an opportunity to discuss issues not originally

considered in the interview design to provide unique insights into the phenomenon under

question.

9. Research design

9.1 Introduction
Research design to be adopted has been informed by the literatures as considered above

The research design will be as follows

Literature review N Identify factors that
cause attraction and

| :

Use literature prepare

\ 4

l Prepare interviews

Arabic vision, barza and

l ¢

Pilot test . Establish problem in usage
schedule
Undertaken data
l Prepare report for project
Analysis of > Prepare

The proposed sample group will consist of responses from 100-200 UAE national teachers and
tducators in a variety of schools with the questionnaire distributed to members of the

organisational staff upon management approval to conduct the study.

As well meetings of family groupings and family leaders will be conducted using leqa and

barza approaches to developing conversations in an Emirati context.

The approach to data collection and will involve the researcher using of an appropriate
terview schedule designed to elicit questions regarding teaching environment incentives
Wttracting UAE nationals to engage in teaching jobs to generate data on the contemporary

Wbjects® viewpoints of motivational rewards.
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10. Scope and limitation of the research

The study is limited to male teachers in Abu Dhabi. This is limitation because
o The study will be limited to Abu Dhabi Education Council (ADEC) schools Therefore,
the findings of this study cannot be generalized for all schools in ADEC.

o The study is limited a data collection in to the second semester of the academic year
2009/2010.Using 4 group of respondents. This a limitation as the sample in not
representatives of borm range of males in the population .This could be limitation

because opinions and view of other group are not concerned.

11. Projected chapter structure
Chapter 1 — Introduction

This chapter will introduce the aspect of teacher retention and attraction the Emirati context,the
chapter will also define its scope and state the significance and rationale for carrying it out. It
will also state the aims and objectives and the research questions. It will then conclude with an

outline of the structure of the thesis.
Chapter 2 — Literature review

This chapter will put the research into context through a discussion of the literature with
particular reference to the Emirates. Factors that may affect retention and attraction of male

teachers are to be identified and use to inform the research.
Chapter 3 — Research Methodology

This chapter will detail selection of the and research design of the project methodology to be
ised to examine the stated .The way interviews are used is discussed as is the method of data

inalysis.

Chapter 4 — Results and discussion

This chapter will be devoted to the description of the results from the data analysis. Data

bllection results will be explained with respect to original research questions.
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chapter 6 — Conclusions and Recommendations

This chapter will present the findings of the study, its implications and then conclude with

ome recommendations. Emergent themes in the analysis phase will be considered in terms of

aset of factors that are critical toward developing a framework and guidelines that address

rtention and attraction of male teachers. Areas for further research are considered.

12 .Timeline

The following timeline was proposed for this research.

Date Task Project write up

progress

Sept- Nov 2009 | Finalise research

Submit proposal for

proposal approach
Develop
methodology
Submit Ethical Prepare draft
clearance for Literature
approach Prepare draft
Finalise data Methodology
collection chapter
Dec- Jan 09- Commence Commence write-
2010 analysis of data up of data analysis
Continue data Draft literature
Feb-pril analysis review Chpt Draft
2010 methodology Chpt
May-Tune 2010 Draft 1 of data
analysis Prepare a
data draft of all
chapters

Submit project for

examination
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3. Operational Definition of Terms

The following terms will be used in this dissertation and need some clarification.
jAE: United Arab Emirates.

ADEC: Abu Dhabi Education Council.

MOE: Ministry Of Education.

gmiratisation: the process of replacing the expatriates with, Emirati people in different fields.
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Secretary, Human Research Ethics Committee

Ph: 07 4923 2603
Fax: 07 4923 2600
Email: ethics@cqu.edu.au

5 February 2010

Mr Sulaiman Al Nuaimi

Abu Dhabi Education Council
507/100 Harbour Esplanade
Melbourne Docklands VIC 3008

Dear Mr Al Nuaimi
HUMAN RESEARCH ETHICS COMMITTEE APPROVAL: PROJECT H10/01-002
ATTRACTING AND RETAINING MALE EMIRATI TEACHERS IN ABU DHABI: HOW CAN

MALE EMIRATI TEACHERS BE ATTRACTED AND RETAINED:?

Thank you for submitting your application to the Human Research Ethics Committee. The committee
noted that this is an interesting project and are eager to see your final report as to the outcomes of your
study.

The Human Research Ethics Committee is an approved institutional ethics committee constituted in
accord with guidelines formulated by the National Health and Medical Research Council (NHMRC) and
governed by policies and procedures consistent with principles as contained in publications such as the
joint Universities Australia and NHMRC Australian Code for the Responsible Conduct of Research. This is
available at http://www.nhmrc.gov.au/publications/synopses/_files/r39.pdf.

On 5 February 2010, the committee acknowledged compliance with the conditions placed upon ethical
approval for your research project, Attracting and retaining male Emirati teachers in Abu Dhabi: how
can male Emirati teachers be attracted and retained? (Project Number H10/01-002).

The period of ethics approval will be from 5 February 2010 to 26 June 2010. The approval number is
H10/01-002; please quote this number in all dealings with the Committee.

The standard conditions of approval for this research project are that:

(a) you conduct the research project strictly in accordance with the proposal submitted and granted
ethics approval, including any amendments required to be made to the proposal by the Human
Research Ethics Committee;

(b) you advise the Human Research Ethics Committee (email ethics@cqu.edu.au) immediately if any
tomplaints are made, or expressions of concern are raised, or any other issue in relation to the project
Wwhich may warrant review of ethics approval of the project. (A written report detailing the adverse
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pccurrence or unforeseen event must be submitted to the Committee Chair within one working day after
the event.)

() you make submission to the Human Research Ethics Committee for approval of any proposed
variations or modifications to the approved project before making any such changes;

(d) you provide the Human Research Ethics Committee with a written “Annual Report” by no later than
31 January each calendar year and “Final Report” by no later than one (1) month after the approval
expiry date; (A copy of the reporting pro formas may be obtained from the Human Research Ethics
committee Secretary, Sue Evans please contact at the telephone or email given on the first page.)

(e} if the research project is discontinued, you advise the Committee in writing within five (5) working
days of the discontinuation;

please note that failure to comply with the conditions of approval and the National Statement on Ethical
Conduct in Human Research may result in withdrawal of approval for the project.

You are required to advise the Secretary in writing within five (5) working days if this project does not
proceed for any reason. In the event that you require an extension of ethics approval for this project,
please make written application in advance of the end-date of this approval. The research cannot
continue beyond the end date of approval unless the Committee has granted an extension of ethics
approval. Extensions of approval cannot be granted retrospectively. Should you need an extension but
not apply for this before the end-date of the approval then a full new application for approval must be
submitted to the Secretary for the Committee to consider.

The Human Research Ethics Committee is committed to supporting researchers in achieving positive
research outcomes through sound ethical research projects. If you have issues where the Human
Research Ethics Committee may be of assistance or have any queries in elation to this approval please
do not hesitate to contact the Secretary, Sue Evans or myself.

Yours sincerely,

ASsociate Professor Lorna Moxham
Chair, Human Research Ethics Committee

Ce: Project File
Professor John Dekkers, Dr Othman Alsawaei and Dr Mike Horsley {Supervisors)

Application Category: A
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Proposal status: Complete

Proposal description:

Currently non-Emirati teachers provide the majority of teachers in Abu Dhabi and the other
Emirate states. These non-Emirati teachers have played an important role in staffing an
expanding Abu Dhabi education system.

Currently the majority of Emirati teachers are female. Teaching is a popular career choice for
Abu Dhabi females. This career choice is encouraged in many families, and as a result
teaching has become a feminised occupation.

Whereas the number of Emirati women entering teaching has increased significantly, and they
represent a majority in the female teaching force. It is only in the last ten years that Emirati
males have been attracted to the teaching profession. However, there has been no associated
increase in male Emirati teachers in the last decade (Al Bayan 2009).

This research aims to explore how Emirati males can be attracted to teaching and retained in
teaching. The project will explore the factors and issues that can influence attraction and
retention of Emirati male teachers in schools.

Specifically this research will identify and examine the factors and issues that can influence
attraction and retention of Emirati male teachers in schools; as well strategies that can be
used in building policies for attracting and retaining such teachers.

The research will use traditional emirati communication forums of Albarza and Leqga to discuss
teaching as a career choice for males with family leaders in Abu Dhabi.lt will also administer
Surveys to current and former emirati male teachers to triangulate the data collected through
Albarza and Leqa.
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1.1.1 What is the formal title of this research proposal?

Attracting and retaining male Emirati teachers in Abu Dhabi: How can male Emirati teachers be attracted
and retained?

1.1.2 What is the short title / acronym of this research proposal (if applicable)?

How can male Emirati teachers be attracted and retained?

1.2. Description of the project in plain language

1.2.1 Give a concise and simple description (not more than 400 words), in plain language, of the
aims of this

project, the proposal research design and the methods to be used to achieve those aims.
currently non-Emirati teachers provide the majority of teachers in Abu Dhabi and the other Emirate
states.

These non-Emirati teachers have played an important role in staffing an expanding Abu Dhabi education
system.

C):Jrrenﬂy the majority of Emirati teachers are femaie. Teaching is a popular career choice for Abu Dhabi
females. This career choice is encouraged in many families, and as a result teaching has become a
feminised occupation.

Whereas the number of Emirati women entering teaching has increased significantly, and they represent
a

majority in the female teaching force. It is only in the last ten years that Emirati males have been attracted
to

the teaching profession. However, there has been no associated increase in male Emirati teachers in the
last decade (Al Bayan 2009).

This research aims to explore how Emirati males can be attracted to teaching and retained in teaching.
The

project will explore the factors and issues that can influence attraction and retention of Emirati male
teachers

in schools.

Specifically this research will identify and examine the factors and issues that can influence attraction and
retention of Emirati male teachers in schools; as well strategies that can be used in building policies for
attracting and retaining such teachers.

The research will use traditional emirati communication forums of Albarza and Leqa to discuss teaching
asa

career choice for males with family leaders in Abu Dhabi. It will also administer surveys to current and
former

emirati male teachers to triangulate the data collected through Albarza and Lega.
Page 3 of 29
Commercial-in-Confidence

2, RESEARCHERS / INVESTIGATORS

2.2, Principal researcher(s) / investigator(s)

2.2.0 How many principal researchers / investigators are there? 1
2.2.1. Principal researcher / investigator 1

22,1, Name and contact details

Name: Mr SULAIMAN AL NUAIMI

Address: 507/100 Harbour Esplanade Docklands 3008- Melbourne VIC
P.o.box 23199 Al Ain United Arab Emirates

Abu Dhabi Education Council

Deputy Director Al Ain Education Zone

MELBOURNE VIC 3008

UAE

Organisation: CQU

Area: FABIE

Position: Professional Doctorate Student

Contact (Bus) +97137214328 (AH) +97137845647

Mob) +971506436166 (Fax) +97137214328

Email; salem-ua@hotmail.com

2.2... Summary of qualifications and relevant expertise NS 4.8.7 NS 4.8.15
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achelor of Education UAE University

Graduate Certificate of Educational Leadership UAE University

Former School Principal and Education Leader in Abu Dhabi Schools

Mamanger of Schools region with a specific role in attracting and recruiting teachers and developing
rofesional development plans.

Head of the middle school in Al Ain Education zone

Head of strategy planning in an educational region.

2.2.2... Please declare any general competing interests

| am Head of Strategy Planning in ADEC. This might be seen as a competing interest but my work in this

area is supervised by ADEC senior management, who will assist in the proper performance of my duties

and

my research.

2.2.2... Name the site(s) for which this principal researcher / investigator is responsible.

The researcher will be responsible for the three sites that the research will be conducted in. The Al Ain,

The

Abu Dhabi and the Western education zones in Abu Dhabi.

2.2.3 Describe the role of the principal researcher / investigator in this project.

The principal reseacher is undertaking the professional doctorate. This research project is the basis of the

professional doctorate dissertation. The principal researcher has prepared the literature review. Under

supervision, the principal researcher has designed the research methodology and the research

instruments

to be used in the study. An industry advisor in the UAE, has also been appointed by CQUniversity to

support and supervise the principal researcher during the course of the research.

2.2.4 Is the principal researcher / investigator a student? Yes

2.2.4...What is the educational organisation, faculty and degree course of the student?

Organisation Professional Doctorate at CQUniversity

Faculty FABIE

Degree course Professional Doctorate

2.2.4... Is this research project part of the assessment of the student? Yes

2.2.4... Is the student's involvement in this project elective or compulsory? Compulsory

2.2.4... What training or experience does the student have in the relevant research methodology?

The student has completed and passed the initial six courses (year 1 in the professional doctorate

program)

including research methodology, confirmation of candidtaure presentation and independent review of the
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proposed research. The Industry partner has also provided supervision and support and has liaised with

the

educational authorities in the UAE.

2.2.4... What training has the student received in the ethics of research?

The students has received ethics training in courses 4 (Applied research) and 5 (Research method) in the

initial six courses of the professional doctorate in year 1. In addition my research proposal was developed

;and submitted to the Abu Dhabi Education Council in July 2009. This proposal considered ethical issues.
n

year two of the professional doctorate the Research project is being developed. To complete the ethics

requirements of this Research project Dr. |Horsley has organised workshops on the National Statement

on

Ethical Conduct in Human Research for me and the other Abu Dhabi professional doctorate student.

2.2.4... Describe the supervision to be provided to the student. NS 4.8.8

Dr. Horsley and Professor Dekkers provide regular, targeted supervision in professional doctorate

Supervision. In addtion to regular contact by mail and emaill and phone; Dr. Horsley requires atendance

at

intensive week long research workshops at the Noosa campus. Under the terms of the professional

doctorate program the researcher is obliged to meet with their industry supervisor in UAE every week to

&plicate and enhance the research program.

2.2.4... How many supervisors does the student have? 3

2.2.4...Supervisor 1
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2.2_4...Provide the name, qualifications, and expertise, relevant to this research, of the students'
supervisor

Title Dr

first Name Mike

surname Horsley

summary of qualifications and relevant

expertise

pr. Horsley is an experienced doctoral supervisor and an

active researcher. In his previous position he was an

pssociate Professor at the University of Western Sydney.

2.2.4...Supervisor 2

2.2.4...Provide the name, qualifications, and expertise, relevant to this research, of the students'
supervisor

Title Dr

First Name Othman

surname Alsawaei

summary of qualifications and relevant

expertise

Associate Professor in the Faculty of Education at UAE

University.

Appointed by CQUniversity as an industry advisor.

PhD in mathematics education.

See attached CV

2.2.4...Supervisor 3

2.2.4...Provide the name, qualifications, and expertise, relevant to this research, of the students'
supervisor

Title Prof

First Name John

Surname Dekkers

Summary of qualifications and relevant

expertise

Emeritus Professor and the leading post graduate

supevisor in the School of Learning and Innovation.

2.3. Associate researcher(s) / investigator(s)

2.3.1 How many known associate researchers are there? (You will be asked to give
contact details for these associate researchers / investigators at question 2.3.1.1)
0

2.3.2 Do you intend to employ other associate researchers / investigators? No
2.4. Contact

Provide the foliowing information for the person making this application to the HREC.

24.1. Name and contact details

Name: Mr SULAIMAN AL NUAIMI
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Address: 507/100 Harbour Esplanade Docklands 3008- Melbourne VIC

P.o.box 23199 Al Ain United Arab Emirates

Abu Dhabi Education Council

Deputy Director Al Ain Education Zone

MELBOURNE VIC 3008

UAE

Organisation: CQU

Area: FABIE

Position: Professional Doctorate Student

Contact (Bus) +97137214328 (AH) +97137845647

(Mob) +971506436166 (Fax) +97137214328

Email: salem-ua@hotmail.com

2.5. Other personnel relevant to the research project
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2,5.1 How many known other people will play a specified role in the conduct of this
research project?

0
2.5.2 Is it intended that other people, not yet known, will play a specified role in the
conduct of this research project?

No

2.6. Certification of researchers / investigators

2.6.1 Are there any relevant certification, accreditation or credentialing requirements
relevant to the conduct of this research?

No

2.7. Training of researchers / investigators

2.7.1 Do the researchers / investigators or others involved in any aspect of this
research project require any additional training in order to undertake this research?
No
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3. RESOURCES

3.1. Project Funding / Support
3.1.1. Indicate how the project will be funded
3.1.1... Type of funding.
[Please note that all fields in any selected funding detail column (with the exception of the code)
will need to
be completed.]
Sponsor
Name of Grant / Sponsor UAE President Ministry
Amount of funding Prof Doc
Code (optional) 13 1301/13 1399
Confirmed / Sought Confirmed
Detail in kind support The researcher will be provided with the research support provided by
CQUniversity. The researchers is also supporetd by the Ab Dhabi
Education Council.
Indicate the extent to which the scope of this
HREC application and grant are aligned
There is close alignment between the research scholarship from the
President to investigate the factors leading to attraction and retention
of Emirati male teachers and the HREC application
3.1.1... How will you manage a funding shortfall (if any)?
The research scholarship to complete the CQUniversity Professional Doctorate as an international
student
also provides funds to conduct the research in the Abu Dhabi educational community.
3.1.2 Will the project be supported in other ways eg. in-kind support/equipment by an
external party eg. sponsor
No
3.2. Duality of Interest
3.2.1 Describe any commercialisation or intellectual property implications of the funding/support
arrangement.
No IP commecialisation anticipated.
3.2.2 Does the funding/support provider(s) have a financial interest in the outcome of
the research?
No
' 3.2.3 Does any member of the research team have any affiliation with the provider(s) of
;\:Jndinglsupport, or a financial interest in the outcome of the research?
o)
3.2.4 Does any other individual or organisation have an interest in the outcome of this
research
Yes
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3.2.4... Indicate the interested party and describe the interest.

The President of the UAE and the Abu Dhabi Education Council (ADEC) have jointly contributed to the
general area of the research topic in partnership with the student.

This joint contribution was the basis of the awarding of the student a scholarship to undertake the
professional Doctorate and investigate this topic through study at CQUniversity.

The scholarship meets the current international research student doctorate fees and sustenainance to the
value of 50,000 per annum.

ADEC will support the research by developing the Albarza and Lega communciation methods and their
associated forums proposed in the research and described later in this application.

3.2.5 Are there any restrictions on the publication of results from this research? No
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4. PRIOR REVIEWS

4.1. Ethical review
4.1.0. Duration and location
4.1.0... In how many Australian sites, or site types, will the research be conducted? 0

4.1.0... In how many overseas sites, or site types, will the research be conducted? 3
Provide the following information for each site or site type (Australian and overseas, if applicable) at which the research is to be
conducted

4.1.0...Site / Site Type 1

4.1.0... Site / Site Type Name

Al Ain Education Zone

4.1.0... Site / Site Type Location

The Abu Dhabi education system is divided into three education zones. Each zone constitutes a major
educational region for the purposes of educational administration and management.

Al Ain is one of the three education zones in Abu Dhabi.

Al Ain zone is located in Al Ain city.

4.1.0...Site / Site Type 2

4.1.0... Site / Site Type Name

Abu Dhabi Education Zone

4.1.0... Site / Site Type Location

The Abu Dhabi education system is divided into three education zones. Each zone constitutes a major
educational region for the purposes of educational administration and management.

Abu Dhabi is one of the three education zones in Abu Dhabi.

Abu Dhabi is located in the capital of UAE, Abu Dhabi.

4.1.0...Site / Site Type 3

4.1.0... Site / Site Type Name

Western Education Zone

4.1.0... Site / Site Type Location

The Abu Dhabi education system is divided into three education zones. Each zone constitutes a major
educational region for the purposes of educational administration and management.

Western is one of the three education zones in Abu Dhabi.

Western zone is located in Western area of Abu Dhabi .

4.1.0...Provide the start and finish dates for the whole of the study including data analysis
Anticipated start date 26/02/2010

Anticipated finish date 26/06/2010

4.1.0... Are there any time-critical aspects of the research project of which an HREC
should be aware?

No

411 To how many Australian HRECs (representing site organisations or the

researcher’s / investigator's organisation) is it intended that this research proposal be
Submitted?

1

4.1.1...HREC 1
4.1.1... Name of HREC Central Queensland University's Human Research Ethics Committee (EC00158)
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4.1.1...Provide the start and finish dates for the research for which this HREC is providing ethical
review.

Anticipated start date or date range 26/02/2010

Anticipated finish date or date range 26/06/2010
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4.1.1... For how many sites at which the research is to be conducted will this HREC

provide ethical review?

3

4.1.1...Site 1

4.1.1... Name of site Al Ain Education Zone

4.1.1... Which of the researchers / investigators involved in this project will conduct the research

at this

site?

Principal Researcher(s) Associate Researcher(s)

Mr SULAIMAN AL NUAIMI

4.1.1...Site 2

4.1.1... Name of site Abu Dhabi Education Zone

4.1.1... Which of the researchers / investigators involved in this project will conduct the research

at this

site?

Principal Researcher(s) Associate Researcher(s)

Mr SULAIMAN AL NUAIMI

4.1.1...Site 3

41.1... Name of site Western Education Zone

4.1.1... Which of the researchers / investigators involved in this project will conduct the research

at this

site?

Principal Researcher(s) Associate Researcher(s)

Mr SULAIMAN AL NUAIMI

4.1.2 Have you previously submitted an application, whether in NEAF of otherwise, for

ethical review of this research project to any other HRECs?

No

4.2. Research conducted overseas

4.2.1 Are there any local requirements which are necessary for the conduct of this

research?

Yes

4.2.1... Describe the requirements and how they will be met?

The research will need to use traditional emirati communication strategies and their asociated forums to

access the views of families in investigating the factors relating to attracting and retaining emirati males in

teaching.

This is because in Emirati culture often families specify the university study and courses undertaken by

sons.

Two traditional methods of communicating will be used to undertake discussions with a sample of emirati

families. These traditional methods of culturally responsive communication are Albarza and Lega. Albarza

and Lega are a traditional meeting process in emirati culture.

In Albarza a male sheik or family leader related to the royal family acts to chair the meeting. This indicates

the importance of the topic and provides an open forum to gather different ideas from all the families

involved in the discussion. Use of Albarza allows families through their family leaders to express their

ideas

{Leely and indicates the importance of the topic. Because the meeting is chaired by a leading member of
e

royal family all views are priviledged and have equal weight in the meeting and more open discussion is
ncouraged.

&ga occurs after Albarza. The format of the meeting forum is the same but Lega includes senior female
amily leaders.
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rhis traditional method meets the needs of this research. In the UAE family leaders shape and direct

ale
Enareer paths. This communal aspect of career choice has been neglected in western theories of career
hoice.
(T;he use of traditional Emirati forums and communication methods is designed to assist the research to
access family views, attitudes and behaviour in terms of males entering and staying in teaching.
4.3. Peer review
page 9 of 29
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4.3.1 Has the research proposal, including design, methodology and evaluation
undergone, or will it undergo, a peer review process? NS 1.2
Yes
4.3.1... Provide details of the review and the outcome. A copy of the letter / notification, where
available,
should be attached to this application.
The research has been peer reviewed through presentation at confirmation of canditature at CQUniversity
The entire research proposal was reviewed at the confirmation of candidature. In addition, an industry
advisor Dr. Alsawaie, from the UAE University in Al Ain has also reviewed the research methodology and
research instruments and research plan. In addition, the Abu Dhabi Education Council has evaluated the
research proposal and has provided a certificate to indicate that they support the project, collection of
data
and that the project meets their research requirements.
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Ethical Review Section

Summary

Applicant / Principal Researcher(s)

Mr SULAIMAN AL NUAIMI

Bachelor of Education UAE University

Graduate Certificate of Educational Leadership UAE University

Former School Principal and Education Leader in Abu Dhabi Schools

Mamanger of Schools region with a specific role in attracting and recruiting teachers and developing

profesional

development plans.

Head of the middle school in Al Ain Education zone

Head of strategy planning in an educational region.

Potential conflicts of interest

lam Head of Strategy Planning in ADEC. This might be seen as a competing interest but my work in this

area is

Supervised by ADEC senior management, who will assist in the proper performance of my duties and my

research.

Other Relevant Personnel

Dr Mike Horsley

Or. Horsley is an experienced doctoral supervisor and an active researcher. In his previous position he

was an

Associate Professor at the University of Western Sydney.

Dr Othman Alsawaei

Associate Professor in the Faculty of Education at UAE University.

Appointed by CQUniversity as an industry advisor.

PhD in mathematics education.

See attached CV

Prof John Dekkers

§meritus Professor and the leading post graduate supevisor in the School of Learning and Innovation.
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5. PROJECT

5.1. Type of Research

5.1.1 Tick as many of the following ‘types of research' as apply to this project. Your answers will

assist

HRECs in considering your proposal. A tick in some of these boxes will generate additional
uestions

ge|evant to your proposal (mainly because the National Statement requires additional ethical

matters to be

considered), which will appear in Section 9 of NEAF.

This project involves:

X] Research using qualitative methods NS 3.1

[X] Research on workplace practices or possibly impacting on workplace relationships NS 4.3

[X] Research conducted overseas involving participants NS 4.8

5.1.2 Does the research involve limited disclosure to participants? NS 2.3 No

5.1.3 Are the applicants asking the HREC / review body to waive the requirement of

consent? NS 2.3.5

No

5.2. Research plan

5.2.1 Describe the theoretical, empirical and/or conceptual basis, and background evidence, for

the research

proposal, eg. previous studies, anecdotal evidence, review of literature, prior observation,

laboratory or

animal studies (4000 character limit). NS 1.1

One of the consistent issues and problems in the development of Abu Dhabi’ education system is the lack

of

male Emirati teachers. Emirati teachers carry with them Emirati culture. This culture includes the

fraditional

understandings of what it means to be Emirati; a cultural tradition that goes back thousands of years; an

understanding of Emirati students and their behavior, family and social context. As well, each emirate has

developed a slightly different culture. This difference has a big impact on student behavior and family life.

Emirati teachers are aware of these differences and their impact on Emirati students.

As a result there is a need to attract and retain Emirati males to teaching to preserve the shared

understandings of the Emirati culture. Attracting and retaining Emirati teachers also is a key part of the

Emiratisation. This is a process of replacing the expatriates with, Emirati people in different fields) of the

educational sector in Abu Dhabi and is one of the strategic objectives that the Abu Dhabi Education

Council

s seeking to achieve, in developing the education system.

Current research has proposed three theoretical paradigms to explain teacher attraction and retention.

These include economic approaches (the structure of incentives, salary, conditions, in teaching and other

frofessions); expectancy value approaches (the structure of personal motivation, experiences in

eaching,

peer attitudes); career choice (personal development and career path, work experiences).

The literature appears devoid of factors concerning family matters and family issues that may influence

attraction and retention of teachers. This is an aspect that whilst not documented in the literature could be

2

|f.?ctor in Abu Dhabi and is considered in this section. This gap arises from the western focus of the

llerature

[agd the way that research questions and research methodologies reflect western cultural understandings
ishop 2005).

T?}e Emirate people enjoy customs and traditions with deep roots developed a long time ago and

Mherited

by generations from ancient times (alkhaleej 2009). One of these traditions is that each family is

"presented by the head of family, who is the directly responsible for major decisions in the family (Zayed

Bin Sultan Al-Nahyan 2009) The head of the family maybe the father or grandfather or the eldest person
n
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the family which usually consists of 10 to 30 people and in some cases it may reach100 or more. It is

Emirati

cultural practice that the head of the family is responsible for all major decisions such as financial and
money

matters, living arrangements, marriage and social networks (alittihad 2009). This responsibility extends to
career choice and study. Western conceptions of the nuclear family and the prime notion of individual
choice in careers is not reflective of the communal choice made by large extended families in non-
western

cultural contexts (Bishop 2005, Horsley & Walker 2005).

The head of an Emirati family, usually the father, determines his sons’ future through taking decisions in
planning which includes education, choice of specialization and future studies. In most, but not all cases,
the

father chooses his sons’ specialisation based on his personal preferences rather than expressed wishes
of

children. Many of these decisions are made without discussion (abtsaam 2008). In the Emirati cultural
tradition most children will follow the choice of the head of the family and comply with such decisions.
These cultural traditions have a significant impact on the gender balance of the Emirati teacher workforce.
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This research will explore how Emirati families influence attraction and retention of male teachers, and
investigate the importance of their role in choosing teaching as a profession for young men

5.2.2 State the aims of the research and the research question and/or hypotheses, where
appropriate.

This research aims to identify the factors that attract and the factors that prevent the participation of male
Emirati teachers in schools in Abu Dhabi. The research also aims to identify the critical factors that can
reduce retention and increase attraction of male Emirati teachers in schools in Abu Dhabi. In addition, this
research will be used to inform plans to increase the attraction and retention of Emirati male teachers.
The research will also develop new knowledge about how Emirati family structures influence individual
career choice; and interpret the structure of social and economic employment incentives for teaching in
the

Emirati culture.

5.2.3 Has this project been undertaken previously? No

5.3. Benefits/Risks

5.3.0 Does the research involve a practice or intervention which is an alternative to a

standard practice or intervention?

No

5.3.2 What expected benefits (if any) will this research have for the wider community?

The main benefit to the community of this research is to provide policy makers in the UAE with ideas
about

the best ways to attract and retain male teachers in the education system. Increasing the number of male
emirati teachers is also a national educational priority as noted in the 2050 Abu Dhabi National Education
Strategy.

Subsiduary benefits for the community include developing research that will assist future researchers in
Investigating the emiratisation of the teaching force. Also the research aims to rasie the profile and
visibility

of teaching in Abu Dhabi and the UAE.

5.3.3 What expected benefits (if any) will this research have for participants? NS 2.1

Participants in the research will have the opportunity to express their views about the importance of
teaching

and the role of emirati teachers in maintaining emirati culture through schooling.

Participants will have the opportunity to put forward their views and those of their family about the
structure

of incentives in teaching in Abu Dhabu to their political and educational leadership.

Participants will be able to directly inspire policy makers and educators to look for innovative methods to
better attract UAE citizens to engage in the teaching. This will inform future refinements of attraction and
retention policies

The research will also explicate teaching career choice in a Emirati family and individual context for the
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participants.

5.3.4 Are there any risks to participants as a result of participation in this research

project? NS 2.1

Yes

5.3.5 Explain how the likely benefit of the research justifies the risks of harm or discomfort to
participants.

NS 1.6

Emiritisation of the teaching force is a national priority.Attracting and retaining male Emirati teachers is a
national priority explicated in the national education strategy.

5.3.8 Are there any other risks involved in this research? eg. to the research team, the
organisation, others

No

5.3.9 Is it anticipated that the research will lead to commercial benefit for the

investigator(s) and or the research sponsor(s)?

No

5.3.11 Is there a risk that the dissemination of results could cause harm of any kind to
individual participants - whether their physical, psychological, spiritual, emotional,

social or financial well-being, or to their employability or professional relationships - or

to their communities?

No

5.4. Monitoring

Referto NS 3.3.19-3.3.25

5.4.1 What mechanisms do the researchers / investigators intend to implement to monitor the
conduct and

progress of the research project? NS 5.5

The researcher will follow HREC monitoring principles. The researcher will report regularly to the
supervisors
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on the ethical conduct of the research and will have the National Statement on Ethical Conduct in Human
Research with them in Abu Dhabi at all times. The researcher will monitor the Albarza and Leqa process.
At

this stage there is discussion of the principal supervisor attending the Albarza and Lega sessions to
monitor

ethical compliance and assist with the research.
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6. PARTICIPANTS

6.1. Research participants

6.1.1 The National Statement identifies the need to pay additional attention to ethical issues associated with research involving
certain specific

populations.

;lj'his_ que§|t|ion aims to assist you and the HREC to identify and address ethical issues that are likely to arise in your research, if its
esign wil

inclu%e one or more of these populations. Further, the National Statement recognizes the cultural diversity of Australia’s population
and the

';mpgrtance of respect for that diversity in the recruitment and involvement of participants. Your answer to this question will guide you
0 additional

Questions (if any) relevant to the participants in your study.

6.1.1 Tick as many of the following 'types of research participants’ who will be included because
of the

project design, or their inclusion is probable, given the diversity of Australia’s population. If none
apply,

please indicate this below.

a) Primary intent of research c¢) Design specifically excludes

People whose primary language is other

than English (LOTE)

X11]

People in existing dependent or unequal
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relationships NS 4.3
X1[]
Aporiginal and/or Torres Strait [slander
peoples NS 4.7
[11X] i .
6.2. Participant description
6.2.1 How many participant groups are involved.in this research project? 3
6.2.2 What is the expected total number of participants in this project at all sites?
150
6.2.3. Group 1
6.2.3... Group name for participants in this group
Al Ain Education Zone: Educational community family leaders
6.2.3... Expected number of participants in this group
50
6.2.3... Age range
24 - 60
6.2.3... Other relevant characteristics of this participant group
The targeted participants in this group are the family leaders of students in grade 12 (final year) at Khalid
Secondary School, the largest school in the Al Ain education zone. The family leaders of these final year
school students will be invited to Albarza and Leqga.
Male emirati teachers and former male emirati teachers from this zone will be idenitfied by ADEC and
asked
to participate in the research by completing a questionnaire.
6.2.3... Why are these characteristics relevant to the aims of the project?
The research targets the family leaders of these final year students as career choice and choice of
university
studies for final year studies in Abu Dhabi/UAE is shaped and directed by family leaders; unlike the
personal
based decisions in a western context.
6.2.3. Group 2
6.2.3... Group name for participants in this group
Abu Dhabi Education Zone: Educational community family leaders
6.2.3... Expected number of participants in this group
50
6.2.3... Age range
24-60
6.2.3... Other relevant characteristics of this participant group
The targeted participants in this group are the family leaders of students in grade 12 (final year) at Khalifa
Secondary School, the largest school in the Abu Dhabi education zone. The family leaders of these final
year school students will be invited to Albarza and Leqa.
Page 15 of 29
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Male emirati teachers and former male emirati teachers from this zone will be idenitfied by ADEC and
asked
to participate in the research by completing a questionnaire.
6.2.3... Why are these characteristics relevant to the aims of the project?
The research targets the family leaders of these final year students as career choice and choice of
university
studies for final year studies in Abu Dhabi/UAE is shaped and directed by family leaders; unlike the
personal
based decisions in a western context.
6.2.3. Group 3
6.2.3... Group name for participants in this group
Western Education Zone: Educational community family leaders
g.2.3... Expected number of participants in this group
0
6.2.3... Age range
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24-60

6.2.3... Other relevant characteristics of this participant group

The targeted participants in this group are the family leaders of students in grade 12 (final year) at
Alruwais

Secondary School, the largest school in the Western education zone. The family leaders of these final
year

school students will be invited to Albarza and Leqa.

Male emirati teachers and former male emirati teachers from this zone will be idenitfied by ADEC and
asked

to participate in the research by completing a questionnaire.

6.2.3... Why are these characteristics relevant to the aims of the project?

The research targets the family leaders of these final year students as career choice and choice of
university

studies for final year studies in Abu Dhabi/UAE is shaped and directed by family leaders; unlike the
personal

based decisions in a western context.

6.2.4. Your response to questions at Section 6.1 - Research Participants’ indicates that

the

following participant groups are excluded from your research. If this is not correct please
return to section 6.1 to amend your answer.

Aboriginal and/or Torres Strait Islander peoples

6.2.4... Have any particular potential participants or groups of participants been excluded from

this

research? In answering this question you need to consider if it would be unjust to exclude these
potential

participants. NS 1.4

The research is being conducted in Abu Dhabi using traditional communication formats and forums in
UAE

culture. It will not include Aborginal and Torres Strait Islander people.

6.3. Participation experience

6.3.1 Provide a concise detailed description, in not more than 200 words, in terms which are easily
understood by the lay reader of what the participation will involve.

Particants will be invited to an Albarza and Leqga, a traditional meeting convened by a member of the

royal

family to discuss openly matters of importance to Abu Dhabi society. Albarza and Lega are chaired by the
a

member of the royal family. An Albarza and leqa is normally 3 or fours long to enable each family leader
to

speak to represent the views of their family. The structure of the Albarza and Lega will be managed by

the

researcher who will ask the interview questions and distribute the survey for full discussion by each family
leader. Albarza and leqa involve also some refreshments during the course of the discussion. A family
leader participating would expect to be in attendance for up to four hours.

Male emirati teachers and former male emirati teachers from this zone will be idenitfied by ADEC and
asked

to participate in the research by completing a questionnaire that will take approximately 20 minutes to
complete. ADEC will provide these questionnaires to current and former Emirati male teachers addresses
with a return envelope for response.

6.4. Relationship of researchers / investigators to participants

6.4.1 Specify the nature of any existing relationship or one likely to rise during the research,
between the

Potential participants and any member of the research team or an organisation involved in the
research.

The researcher has worked for ADEC and will be known to most participant family leaders. There is an
gxisting relationship based on professional expertise in managing schools and as a participant in previous
Albarza and Leqa that have considered other matters of importance to Abu Dhabi society. The use of the

95



Ethical Clearance

Albarza and Leqga is designed to indicate the importance of the reseach and the research topic. The
chairing

of the Albarza and Leqa by a member of the royal family means that the views of all family leaders will be
considered equally.
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6.4.2 Describe what steps, if any, will be taken to ensure that the relationship does not impair
participants’

free and voluntary consent and participation in the project.

Family leaders have the opportunity to attend the Albarza or Leqa or not to attend. Family leaders will
make

this decision themselves based on their own considerations.

6.4.3 Describe what steps, if any, will be taken to ensure that decisions about participation in the
research

do not impair any existing or foreseeable future relationship between participants and researcher/
investigator or organisations.

The traditional Albarza and Leqa communication method is designed to allow family leaders to discuss
matters of social importance without disturbing or impairing future relationships.

6.4.4 Will the research impact upon, or change, an existing relationship between

participants and researcher / investigator or organisations.?

No

6.4.5 Is it intended that the interview transcript will be shown or made available to

participants? 3.1.15

No

6.5. Recruitment

6.5.1 What processes will be used to identify potential participants?

The researcher will prepare a letter of invitation to be sent to the largest school in each education zone.
These schools are Khalid Secondary School (Al Ain Zone); Khalifa Secondary School ( Abu Dhabi zone)
and

Alruweis Secondary School (Western Zone). The letter will be sent by ADEC to the principal for
distribution

to year 12 student family leaders. The letter will invite family leaders of these year 12 students to Albarza
and Lega meetings in each zone.

6.5.2 Is it proposed to 'screen’ or assess the suitability of the potential participants for

the study?

No

6.5.3 Describe how initial contact will be made with potential participants.

Contact wil be made to family leaders by the school principal of the schools chosen in the 3 school
sample.

Itis anticpated that approximately 50 family leaders will respond to the invitation to Albarza and Lega in
each

of the three zones.

Male emirati teachers and former male emirati teachers from each zone will be idenitfied by ADEC and
asked to participate in the research by completing a questionnaire that will take approximately 20 minutes
to

complete. ADEC wili provide these questionnaires to current and former Emirati male teachers addresses
by

mail with a return envelope for response.

6.5.3... Do you intend to include both males and females in this study? Yes

6.5.3... What is the expected ratio of males to females that will be recruited into this study and
does this

ratio accurately reflect the distribution of the disease, issue or condition within the general
community?

Family leaders atending Albarza are male. Lega meetings occuring after the Albarza will also include
senior

female family leaders.

6.5.4 Is an advertisement, e-mail, website, letter or telephone call proposed as the form
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of initial contact with potential participants?

Yes
6.5.4... Provide details and a copy of text/script. )
ol o (e
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Header: Abu Dhabi Education Council
Dear parent’s student grade
School ----
We request you to kindly attend the Albarza and Lega with the researcher Sulaiman Rashed Al Nuaimi.
This will discuss attracting and retaining male Emirati teachers in Abu Dhabi.
The Albarza and Lega will be chaired by
The Albarza and Lega will be held on times
In the school theatre.
Please accept my deep appreciation and respect
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6.5.5 If it became known that a person was recruited to, participated in, or was
excluded from the research, would that knowledge expose the person to any
disadvantage or risk?
No
6.6. Consent process
6.6.1 Will consent for participation in this research be sought from all participants? Yes
6.6.1... Will there be participants who have capacity to give consent for themselves? Yes
6.6.1... What mechanisms/assessments/tools are to be used, if any, to determine each of these
participant's
capacity to decide whether or not to participate?
Family leaders may respond to the Albarza and lega inviations or not respond.
6.6.1... Are any of the participants children or young people? No
6.6.1... Will there be participants who do not have capacity to give consent for
. themselves?
No
6.6.1... Describe the consent process, ie how participants or those deciding for them will be
informed about,
and choose whether or not to participate in, the project.
Family leaders make decisions on behalf of the wider family. In Abu Dhabi the family leaders would make
these decisions on behalf of up to 25- 50 people.
This form of family leadership is a strong part of Abu Dhabi Emirate culture.
Family leaders can choose to participate or not in this project.
8.6.1... If a participant or person on behalf of a participant chooses not to participate, are there
Specific
:\lonsequences of which they should be made aware, prior to making this decision? 466-46.7
o
8.6.1... Might individual participants be identifiable by other members of their group, and if so
Could this
'r\(lientification could expose them to risks?
o

86.1...I1fa participant or person on behalf of a participant chooses to withdraw from the research,
are there
Specific consequences of which they should be made aware, prior to giving consent?

0, the family leaders may withdraw at any time with no penalty or impairment.
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6.6.1... Specify the nature and value of any proposed incentive/payment (eg. movie tickets, food
vouchers)

or reimbursement (eg travel expenses) to participants.

No incentives or payments are envisaged or planned.

6.6.1... Explain why this offer will not impair the voluntary nature of the consent, whether by
participants' or

persons deciding for their behalf. NS 2.2.10 - 2.2.11

N/A

6.6.1... Are the participants from which you are recruiting attending for therapeutic care? If yes
please

provide the details of this care.

No

6.6.3 Do you propose to obtain consent from individual participants for your use of

their stored data/samples for this research project?

No

6.6.3... Give justification

Attendance at Albarza and Leqga will be taken as an indication of consent.
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7. PARTICIPANTS SPECIFIC
7.1. Participants whose primary language is other than English (LOTE)

You have indicated that the project involves persons whose primary language is other than English (LOTE)

7.1.1 Describe what steps will be taken to ensure each participant's free and voluntary consent
and

participation in the project given that the person's language is other than English ?

The letter invitation will be in Arabic the mother tongue of family leaders.

The information sheet describing the project will be provided in arabic as well.

The Albarza and Lega will be conducted in arabic under the leadership of a member of the royal family.

The discussion data will be collected in arabic as well.

7.1.2 In what language(s) will the research be conducted?

[X] Other

7.1.2... Specify the language(s)

Arabic (UAE Arabic)

7.1.2... Will an interpreter to be present during discussions with the participants about

the research project?

No

7.1.2... Why will an interpreter not be present during discussions with participants about the

research

project?

The researcher is Emirati and a fluent UAE arabic speaker.

7.1.3 Will participants be provided with written information in the language in which the

research will be conducted?

Yes

7.4. People in dependent or unequal relationships

You have indicated that the project involves persons in dependent relationships. You may need to reconsider your answers in

Section 6.4 to

ensure that the information provided is accurate and consistent.

7.4.1 Describe the dependent relationship between the participants and the researcher /

investigator,

Wembers of the research team, and/or any person involved in the recruitment/consent process.
S$4.36

The researcher is a senior member of ADEC and is well known as an education expert and an

educational

leader. Also, as a leader of his family, he is well known to other family leaders.

7.4.2 How will the process of obtaining consent enable persons in dependent relationships to give

voluntary
Consent
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Voluntary consent for participation will be ensured by the processes of Albarza and Leqa. Family leaders
will

be abe to attend or not to attend.

7.4.3 Will there be any specific risks to participants in this research project as a result

of the dependent relationship?

No

7.4.4 If a participant chooses to withdraw from the research, how will the ongoing dependant
relationship

with the participant be maintained?

Family leaders may elect to attend or not attend Albarza and Lega. They will continue to be family leaders
and may attend future Albarza and Leqa.

7.5. People in other countries

You have indicated that the project involves research conducted overseas.

7.5.1 In what language(s) will the research be conducted?

[X] Other

7.5.1... Specify the language(s)

Arabic (UAE Arabic)

7.5.1... Will an interpreter to be present during discussions with the participants about

the research project?

No

7.5.1... Why will an interpreter not be present during discussions with participants about the
research

project?

The researcher is Emirati and a fluent UAE arabic speaker.

7.5.2 Will participants be provided with written information in the language in which the Yes
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research will be conducted?

7.5.3 Describe the procedures by which overseas participants can obtain further information or
complain

about the research project?

The details of CQuniversity research ethics contacts will be provided in arabic in the project information
sheet. Participants may also contact the industry supervisor Dr. Alsawaie, at UAE University, whose
details

will also be provided.

7.5.4 What cultural sensitivities are relevant to the participants in this research project?

The research will be using the traditional Emirati ways of comunication to discuss issues of importance to
society.
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8. CONFIDENTIALITY/PRIVACY

8.1. Do privacy guidelines need to be applied in the ethical review of this proposal?

8.1.1 Indicate whether the source of the information about participants which will be used in this
research

project will involve:

[X] collection directly from the participant

8.1.1... Information which will be collected for this research project directly from the
participant

8.1.1... Describe the information that will be collected directly from participants. Be specific where
appropriate.

Three types of information will be collected.

1. The responses of each family leader to the key interview questions raised by the researcher will be
noted

and recorded.

2. The survey instrument will be completed and returned to the researcher towards the conclusion of the
Albarza and Lega.

3. Traditionally Albarza and Lega conclude with suggestions from family leaders about future directions.
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These will also be reported and recorded.

8.1.1... The information collected by the research team about participants will be in the following
form(s).

Tick more than one box if applicable.

X] non-identifiable

8.1.1... Consent process

You have indicated that you will be varying the conditions of or waiving consent. See questions in section 6.6

8.1.1... Will consent be specific or extended or unspecified? NS 2.2.14 - 2.2.18 Specific

8.1.1... Provide reasons why this form of consent has been chosen. You may need to revise your
answer at

6.6.1.1.3 to provide details on the consent process

This form of consent has been chosen as a result of the way that the Albarza and Leqa meetings have
been

constructed.

8.2. Using information from participants

8.2.1 Describe how information collected about participants will be used in this project.

The information will be collated and used to populate categories established in the research interview
guestions and research questionnaire instrument. The data will be collected, analysed and presented in
such a way the individual responses will not be identifiable.

8.2.2 Will any of the information used by the research team be in identified or

re-identifiable (coded) form?

No

8.2.4 List ALL research personnel and others who, for the purposes of this research, will have
authority to

use or have access to the information and describe the nature of the use or access. Examples of
others are:

student supervisors, research monitors, pharmaceutical company monitors .

The researcher and the researcher's supervisors' Dr. Horsley at CQUniversity and Dr. Alsawaie at UAE
University.

8.3. Storage of information about participants during and after completion of the project
8.3.1 In what formats will the information be stored during and after the research project? (eg.
paper copy,

computer file on floppy disk or CD, audio tape, videotape, film)

Data from the Albarza and Lega will be recorded, transcribed and entered into files for coding and entry
into

coding programs such as leximancer and ethnograph. The data will be stored on the researcher's
computer '

and sent to the supervisor for storage on CQUniversity systems. The files will be transferred to a CD Rom
and the original files deleted.

8.3.2 Specify the measures to be taken to ensure the security of information from misuse, loss, or
unauthorised access while stored during and after the research project? (eg. will identifiers be
removed and

at what stage? Will the information be physically stored in a locked cabinet?)

The data will be stored in a locked cabinet in a locked office.

8.3.5 The information which will be stored at the completion of this project is of the following
type(s). Tick

more than one box if applicable.
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[X] non-identifiable

8.3.6 For how long will the information be stored after the completion of the project and why has
this period

been chosen?

All data will be stored for a period of 5 years in a locked filing cabinet. This period will allow the
researcher to

revisit the data for purposes of verification, clarification, and /or comparison to other data sets. This
duration
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has been chosen as it is in accordance with the CQUniversity research code of conduct.

8.3.7 What arrangements are in place with regard to the storage of the information collected for,
used in, or

generated by this project in the event that the principal researcher / investigator ceases to be
engaged at

the current organisation?

Should the researcher and supervisor leave the organisation then all the project data would be destroyed.
8.4. Ownership of the information collected during the research project and resulting
from

the research project

8.4.2 Who is understood to own the information resulting from the research, eg. the final report or
published

form of the results?

The researcher

8.4.3 Does the owner of the information or any other party have any right to impose

limitations or conditions on the publication of the results of this project?

No

8.5. Disposal of the information

8.5.1 Will the information collected for, used in, or generated by this project be

disposed of at some stage?

Yes

8.5.1... At what stage will the information be disposed?

After 5 years the information and data will be disposed of.

8.5.1... How will information, in all forms, be disposed?

The paper wili be shredded, the files deleted and the discs will be wiped.

8.6. Reporting individual results to participants and others

8.6.1 Is it intended that results of the research that relate to a specific participant be

reported to that participant?

No

8.6.1... Explain/justify why results will not be reported to participants.

The results from the data collection will be used to complete the professional doctorate thesis. After the
thesis has been examined a report on the results will be prepared by ADEC for the participants involved
in

the research. This report will be provided to the schools for families who have participated in the
research,

so that each family has access to the research report.

8.6.2 Is the research likely to produce information of personal significance to

individual participants?

No

8.6.3 Will individual participant's results be recorded with their personal records? No

8.6.4 Is it intended that results that relate to a specific participant be reported to

anyone other than that participant?

No

8.6.5 Is the research likely to reveal a significant risk to the health or well being of

persons other than the participant, eg family members, colleagues

No

8.6.6 Is there a risk that the dissemination of results could cause harm of any kind to

individual participants - whether their physical, psychological, spiritual, emotional,

social or financial well-being, or to their employability or professional relationships - or

to their communities?

No

8.6.7 How is it intended to disseminate the results of the research? eg report, publication, thesis
Publication in a professional doctorate thesis.

Publication in a report to ADEC for dissemination to the educational community in each educational zone.
Publication in papers in refereed journals.

8.6.8 Will the confidentiality of participants and their data be protected in the
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dissemination of research results?

Yes

8.6.8... Explain how confidentiality of participants and their data will be protected in the
dissemination of

research results

The individual family leaders in the Albarza and Lega will not be identifiable in the dissemination. Their
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confidentiality will be protected.
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9. PROJECT SPECIFIC

9.8. Research on workplace practices or possibly impacting on workplace relationships
You have indicated that the project involves research in the workplace.

9.8.0 Indicate at whose workplace the research is to be conducted (tick more than

open if applicable):

One or more of the

investigator's

9.8.1 What is the relationship of the researcher / investigator to the workplace , eg. proprietor,
student, .

consultant, employee? Past or present?

The researcher is a former school principal and education leader in Abu Dhabi Schools.

He was a manager of a schools region with a specific role in attracting and recruiting teachers and
developing profesional development plans.

In addition he was head of the middle schools in Al Ain Education zone and head of strategy planning in
an

educational region.

Although he plays these role in ADEC, the research will be conducted with family leaders in tradional
Albarza and Lega under the supervision of a member of the royal family.

9.8.2 What is the status in the workplace of all of the proposed participants, eg. Employee, client,
consultant?

The research participants are not in the workplace. They are family leaders whose children aitend year 12
(final year) in the three largest schools in the ADEC education zones. As family leaders they make all the
key decisions about their family and its affairs.

9.8.3 What measures will be taken to minimise the risk to workplace relationships?

The research will be conducted with family leaders in tradional Albarza and Leqa under the supervision of
a

member of the royal family.

9.9. Research conducted overseas

9.9.1 You have indicated that this research will be conducted overseas. Please list the
countries/jurisdictions that this research will be undertaken in.

The research will be undertaken in Abu Dhabi in the UAE.

9.9.2 How will the principal researcher / investigator monitor the conduct of the members of the
research

team who will be working overseas? NS 4.8.10

The researcher will be monitored by the Industry supervisor from the University of UAE. Dr. Alswaie, who
has been appointed by CQUniverity. Dr. Horsley will also be supervising the research.

9.9.3 How have the researchers / investigators taken into account the opinions and expectations
of

participants and their communities about the effect of any limits of resources on: (a) the way the
research

will be conducted; (b) participants’ post-research welfare; and (c) application of the results of the
research?

NS 4.8.12

‘The research has been designed to align with traditional Emirati cultural practices. It conforms with ethical
norms in the UAE. The research is fully supported by the Abu Dhabi Education Council, the supreme
educational body in both Abu Dhabi and the UAE. (see attached letter)
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9.9.4 On what basis is the research lawful in the jurisdiction(s) where it is to be conducted? NS
4.8.13

The research has been approved by the President Ministry of Abu Dhabi and by the Abu Dhabi Education
Council (ADEC),

You have indicated that the project involves research conducted overseas.

9.9.5 Will this research project involve access to, use, collection or acquisition of

culturally sensitive artefacts?

No

9.9.6 Are there local factors which make it problematic to comply with ethical

standards expressed in the National Statement

No
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10. DECLARATIONS AND SIGNATURES

10.1 Project Title

Attracting and retaining male Emirati teachers in Abu Dhabi: How can male Emirati teachers be attracted
and retained?

10.2 Human Research Ethics Committee to which this application is made

Central Queensland University's Human Research Ethics Committee (EC00158)

10.3 Signatures and undertakings

Applicant / Principal Researchers (including students where permitted)

I/we certify that:

- All information is truthful and as complete as possible.

- I/we have had access to and read the National Statement on Ethical Conduct in Research Involving
Humans.

- the research will be conducted in accordance with the National Statement.

- the research will be conducted in accordance with the ethical and research arrangements of the
organisations involved.

- I/we have consulted any relevant legislation and regulations, and the research will be conducted in
accordance with these.

- I'we will immediately report to the HREC anything which might warrant review of the ethical approval of
the proposal NS 5.5.3 including:

- serious or unexpected adverse effects on participants;

- proposed changes in the protocol; and

- unforseen events that might affect continued ethical acceptability of the project.

- I/we will inform the HREC, giving reasons, if the research project is discontinued before the expected
date of completion NS 5.5.6 see NS 5.5.8(b);

- |/we will adhere to the conditions of approval stipulated by the HREC and will cooperate with HREC
monitoring requirements. At a minimum annual progress reports and a final report will be provided to the
HREC.

Applicant / Chief Researcher(s) / Principal Researcher(s)

Mr SULAIMAN AL NUAIMI / /

CQU Signature Date

Supervisor(s) of student(s)

Ilwe certify that:

- I/we will provide appropriate supervision to the student to ensure that the project is undertaken in
accordance with the undertakings above;

- I/we will ensure that training is provided necessary to enable the project to be undertaken skilfully and
ethically.

Dr Mike Horsley / /

Signature Date

Dr Othman Alsawaei / /

Signature Date

Prof John Dekkers / /

Signature Date

Heads of departments/schools/research organisation

liwe certify that:
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- l/we are familiar with this project and endorse its undertaking;

- the resources required to undertake this project are available;

- the researchers have the skill and expertise to undertake this project appropriately or will undergo
appropriate training as specified in this application.
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Title First name Surname

Position Organisation name
/ /

Date Signature
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11. ATTACHMENTS

This page and all pages that follow don't need to be submitted to your HREC.
11.1 List of Attachments

Core Attachments Attachments which may be

required/appropriate.

Recruitment/invitation Copy of advertisement, letter of invitation etc
Participant Information Copy or script for participant

Copy or script for parent, legal guardian or person responsible as
appropriate

Consent Form Copy for participant

For parent, legal guardian or person responsible as appropriate

For, optional components of the project eg. genetic sub study

Peer review Copy of peer review report or grant submission outcome
HREC approvals Copy of cutcome of other HREC reviews

Attachments specific to
project or participant

group
Attachments which may be

required/appropriate.

Research conducted in the workplace

or possibly impacting on workplace

relationships

Evidence of support/permission from workplace where research will be
conducted

Research conducted overseas

involving participants

English translation of participant information/consent forms
Evidence of support/permission from overseas organisations involved in
the research

People whose primary language is

other than English (LOTE)

English translation of participant information/consent forms
Aboriginal and/or Torres Strait

Islander peoples

Evidence of support / permission of elders and/or other appropriate
bodies
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11.2 Participant information elements

Core Elements
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Provision of information to participants about the following topics should be considered for all research
projects.

Core Elements Issues to consider in participant information
About the project Full title and / or short title of the project

Plain language description of the project

Purpose / aim of the project and research methods as appropriate
Demands, risks, inconveniences, discomforts of participation in the
project

Outcomes and benefits of the project

Project start, finish, duration

About the investigators / organisation Researchers conducting the project (including whether student
researchers are involved)

Organisations which are involved / responsible

Organistions which have given approvals

Relationship between researchers and particpants and organisations
Participant description How and why participants are chosen

How participants are recruited

How many participants are to be recruited

Participant experience What will happen to the particant, what will they have to do, what will
they experience?

Benefits to individual, community, and contribution to knowledge

Risks to individual, community

Consequences of participation

Participant options Alternatives to participation

Whether participation may be for part of project or only for whole of
project

Whether any of the following will be provided: counselling, post research
follow-up, or post research access to services, equipment or goods
Participants rights and responsibilities That participation is voluntary

That participants can withdraw, how to withdraw and what consequences
may follow

Expectations on participants, consequences of non-compliance with the
protocol

How to seek more information

How to raise a concern or make a complaint

Handling of information How information will be accessed, collected, used, stored, and to whom
data will be disclosed

Can participants withdraw their information, how, when

Confidentiality of information

Ownership of information

Subsequent use of information

Storage and disposal of information

Unlawful conduct Whether researcher has any obligations to report unlawful conduct of
participant

Financial issues How the project is funded

Declaration of any duality of interests

Conspensation entitlements

Costs to participants

Payments, reimbursements to participants

Commercial application of results

Results What will particpants be told, when and by whom

Will individual results be provided

What are the consequences of being told or not being told the results of
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Core Elements Issues to consider in participant information
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research

How will results be reported / published

Ownership of intellectual property and commercial benefits

Cessation Circumstances under which the participation of an individual might cease
Circumstances under which the project might be terminated

Research Specific Elements

Provision of information to participants about the following topics should be considered as may be
relevant to the

research project.

Specific to project or
participant group
Additional issues to consider in participant

information

Research conducted in the workplace

or possibly impacting on workplace

relationships

Whether employee performance will be measured

Whether results (identified or aggregate) will be provided to employer
Aboriginal and/or Torres Strait

Islander peoples

describe consultation process to date and involvement of leaderswhether
ATSI status will be recorded
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