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EXECUTIVE SUMMARY

iii

School-age
population alone is
likely to lead to a

43%

ZAMFARA

increase in teacher demand at the primary
level and an 83% increase at JSS level
between 2015 and 2025.

his report outlines 10-year projections of
the number of teachers required in primary schools and junior secondary schools (JSS)
in Zamfara, the likely supply of teachers to the
school system and suggestions for improving
teacher recruitment and deployment. It has
been produced for the Department for International Development (DFID)-funded Teacher
Development Programme (TDP) by Education
Data, Research & Evaluation in Nigeria (EDOREN). The report seeks to support TDP’s efforts
to work with the state government and Colleges of Education (CoEs) to ensure Zamfara has
an adequate number of appropriately trained
teachers in its basic education system.
TEACHER NEEDS
There are large shortages of teachers in
Zamfara’s public primary schools and these
have worsened in recent years. At the JSS level
there is a small surplus of teachers, suggesting there is a case for redeploying teachers
from primary schools to JSS. Subject
mismatches do exist, but there are not
enough data to fully estimate their extent.
Teacher demand is set to grow rapidly over
the next decade, particularly if the state is to
make progress toward national norms associated with the policy of Universal Basic Education (UBE). Our forecasts indicate that growth
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If the state were to make gradual progress
toward UBE goals, teacher demand would grow
sharply to more than three times the current
number at primary level and almost five times
the current number at JSS level.

in the school-age population alone is likely to
lead to a 43% increase in teacher demand at
the primary level and an 83% increase at JSS
level between 2015 and 2025. If the state were
to make gradual progress toward UBE goals,
teacher demand would grow sharply to more
than three times the current number at primary
level and almost five times the current number
at JSS level. It should be noted, however, that
there is considerable uncertainty related to the
accuracy of these forecasts because of the
dearth of reliable school-level data in Zamfara.
In light of these findings we recommend
that the state government should:
Make a minimum political commitment to
keep the teacher payroll budget constant in
real terms or increase it in line with the
overall state budget, whichever is higher.
This sort of modest political commitment
should be both realistic and attractive for
the state government. It should be made by
the State Governor and should be closely
monitored.
Redeploy teachers from JSS to primary
schools; and
Invest in improving the availability and accuracy of data on basic education.

iv

TEACHER SUPPLY
The CoEs in Zamfara are currently producing
more National Certificate of Education (NCE)
holders than the state can absorb because of
the tight fiscal situation and the associated
freeze on teacher recruitment. It is clear that,
over the short term at least, the main
constraint on teacher numbers in Zamfara is
the lack of funding for recruitment rather than
a dearth of qualified candidates.
There are various mismatches between teacher needs and supply in the state. The process
of setting intake quotas at the CoEs is not
geared toward meeting state demand and is
driven primarily by the number of applicants
who meet the CoEs’ enrolment requirements.
There are mismatches in subject specialisations.

In light of these findings – and particularly the
presence of large numbers of unemployed NCE
holders in Zamfara – we recommend that:
The CoEs should introduce more selective
admissions processes and cut their student
intake, at least over the medium term. This
would need to be accompanied by reliable
government funding for the CoEs’ non-salary expenses.
The state government should incentivise
the CoEs to focus primarily on the quality
rather than the quantity of their graduates.
This could involve a combination of: reducing the CoEs’ reliance on student fees; introducing funding top-ups for the CoEs based
on the share of their graduates who are able
to score in the top bands of a highly selective teacher assessment; and explicitly
linking teacher recruitment to such an
assessment.

Notably, less than

20%

of recent cohorts of students are enrolled on
the Primary Education Specialisation (PES),
which is required to teach at primary level –
the level that has the greatest demand for
teachers.

Enrolment requirements at the CoEs are not
particularly stringent, as indicated by the
content of their entrance exams and the fact
that neither of Zamfara’s two colleges seeks to
assess applicants’ non-cognitive skills or
aptitude for and interest in teaching. Stakeholder interviews suggest that there is limited
scope for the CoEs to be more selective owing
to relatively low levels of interest in the NCE.
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The state government should estimate and
regularly share data on teacher needs by
subject with the CoEs. This would require
significantly improving the quality of data
related to teachers.
The education boards should prioritise
subject specialisation during recruitment.
This is needed to create incentives for teacher trainees to study subjects that are in high
demand.
The state government and CoEs should introduce a system to track the latter’s graduates.
This would allow the state to keep track of
the size of the reserve pool of teachers. The
database should also serve as a key resource
during teacher recruitment.

v

TEACHER RECRUITMENT AND DEPLOYMENT
In the current fiscal climate, the main barriers
to ensuring that sufficient numbers of teachers are recruited in Zamfara are political and
financial rather than technical. It is unclear
whether the recruitment process is rigorous
enough to ensure that teachers have the basic
skills needed to teach effectively. The limited
data that are available on teachers’ skills in
Zamfara raise serious questions about this.
There are few mechanisms in place to ensure
that the most competent or qualified NCE
graduates are the first to be recruited. This is
particularly pronounced when there is a
freeze on large-scale recruitment, as has been
the case in recent years.

UNEVEN
TEACHER
DEPLOYMENT

ZAMFARA

Teacher deployment patterns in the state are
highly uneven. This is underpinned by the lack
of attractiveness of rural teaching posts.
Government officials are aware of this
challenge and are seeking to address it, for
instance by posting teachers to their home
local government areas (LGAs).

However, further steps are needed to improve
rural deployment. The challenges with rural
postings have also meant that subject specialisations tend to be neglected when making
deployment decisions, as greater emphasis is
placed on teachers’ LGA of origin.
One critical overarching constraint to the
quality of teaching in Zamfara is that teacher
motivation levels are low and the teaching
profession is seen as an unattractive career
choice. It is difficult to see how the state can
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significantly improve the calibre of its teaching
workforce without addressing this fundamental issue.
In light of these findings, we recommend that
the state government should:
Experiment with cost-neutral ways to
increase teacher numbers, including carrying out further, regular payroll audits. This
would include exploring alternative staffing
models such as hiring less-qualified teaching assistants on lower salaries to work
alongside teachers.
Carry out a rigorous assessment of the skills
and competencies of a sample of recent
teacher recruits. Considering recent survey
findings on teachers’ low levels of skills and
subject knowledge in Zamfara, we recommend that an independent assessment be
carried out of the skills and knowledge of a
sample of recent teacher recruits to enable
the state to reflect on the adequacy of its
recruitment practices. For such assessments
to be useful and meaningful, it is vital that
they be carefully designed and administered.
Maintain a reserve list of applicants from
previous recruitment rounds. This would
contribute to a more systematic process of
recruitment even during times when there is
a freeze on large-scale recruitment in the
state.
Explore a set of policy options related to
incentivising teachers to work in rural areas.
We recommend that discrete choice experiments be used to better understand teachers’ preferences for working in different
locations in order to identify the most effective ways to incentivise them to work in rural
areas. These could take the form of financial

vi

incentives, the provision of housing or scholarships for upgrading their skills. With any such
scheme, it is vital to have a fair system for classifying schools by location and to ensure that it
is transparently and consistently applied.
Identify ways to improve the attractiveness of the teaching profession. It is clear that this is a
major constraint on the supply of sufficiently qualified and motivated teachers in Zamfara.

Possible ways to improve attractiveness of teaching
profession will likely involve a mix of:
2

1

Ensuring that
teachers are paid
on time;

Setting out promotion
criteria on merit (rather
than years of service);

5

4

Finding ways to
improve the status of
the profession.

Increasing pay (at least
for well-performing
teachers)
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Ensuring that they have
the resources they need
to do their jobs;

vi
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CHAPTER 1

INTRODUCTION

2

TDP is a

6-Year

DFID- funded programme
(2013–2019)
This report outlines

10-Year
Projections

of the following:
Number of teachers required in primary
schools and JSS in Zamfara
Likely supply of teachers to the school
system,
Suggestions for improving
recruitment and deployment.

teacher

PHASE 1
During its first phase, TDP is working in three
states

1.

ZAMFARA
STATE

2.

KATSINA
STATE

3.

JIGAWA
STATE
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his report outlines 10-year projections of
the number of teachers required in primary schools and JSS in Zamfara, the likely
supply of teachers to the school system, and
suggestions for improving teacher recruitment and deployment. The study has been
carried out for the TDP by EDOREN. TDP is a
programme
DFID-funded
six-year
(2013–2019) that seeks to improve the quality
of teaching in primary schools and JSS and in
CoEs in six states in Northern Nigeria. During
its first phase, TDP is working in three states:
Jigawa, Zamfara and Katsina. The programme
seeks to boost the quality of teaching and
learning by improving in-service training for
teachers, enhancing the quality of pre-service
training, and strengthening the evidence
base on how teachers’ effectiveness and
efficiency can best be improved.
This study seeks to support TDP’s efforts to
work with the state government and CoEs to
ensure that Zamfara has an adequate number
of appropriately trained teachers in its primary schools and JSS. In particular, TDP is working with its focus states to tackle systemic
issues that limit the extent to which the CoEs
deliver an appropriate supply of teachers to
the public school system. A key issue here is
the lack of coordination between the CoEs
and the state government, which contributes
to mismatches between the supply and
demand for teachers. This applies to the
number of teachers being trained, their
subject specialisations, and their skills and
ability to deliver the basic education curriculum. There is appetite within the state government and CoEs for this coordination to be
improved.
The study seeks to contribute to these efforts
by meeting the objectives listed below (the
full set of research questions can be found in
Annex D):

3

The study seeks to contribute to these efforts by meeting the objectives listed below (the
full set of research questions can be found in Annex D):
Estimating the size of current shortages of
teachers at the primary and JSS levels (both
qualified and unqualified), disaggregated by
LGA and subject;

Assessing current policies and practices
related to teacher recruitment, particularly the extent to which these are effective
in ensuring that the best available
candidates get recruited;

Preparing 10-year projections of teacher
demand and future recruitment needs at the
primary and JSS levels;

Assessing current policies and practices
related to teacher deployment; and

Estimating the financial implications of these
projections and the associated fiscal gap;

Identifying potential pathways for
improvements on each of these fronts.

Assessing key aspects of teacher supply (e.g.
how intake quotas are set, the scope for
expanding the supply, the system for screening applicants to the CoEs and the likely size
of the reserve pool of teachers);

As discussed in subsequent sections, it has
not been possible to fully meet these goals
owing to gaps in the data on teachers and
CoE students in Zamfara. These include the
absence of reliable data on teachers’ subject
specialisations, the number of CoE graduates,
repetition, dropout and graduation rates at
the CoEs, and the total number of teachers
recruited in Zamfara in recent years.
The primary audience for the study consists of
the State Universal Basic Education Board
(SUBEB), the other education parastatals in
the state, the CoEs, the State Ministry of Education (SMoE), the State Ministry of Finance
(SMoF) and TDP. The findings are also likely to
be of interest to the National Commission for
Colleges of Education (NCCE) and to other
donor programmes seeking to support education outcomes in Zamfara and Nigeria as a
whole.
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We seek to make the following contributions to each of these organisations:

The CoEs
Estimates of teacher needs at the basic education
level, based on which they can set their intake
quotas; recommendations for improving their
admission processes.

The study builds on other recent work by
EDOREN on teachers in Nigeria. These include a
similar study of teacher needs and supply in
Katsina State (Bennell et al. 2014), research on
teacher management in Kaduna and Katsina
(Watts and Allsop 2016), and operational
research on the Female Teacher Trainee Scholarship Scheme, which seeks to increase the
number of female teachers in rural schools in
Northern Nigeria.
The rest of this report is structured as follows.

The SUBEB

and other education parastatals:
Estimates of current mismatches between and
supply and demand for teachers; estimates of
future recruitment needs; recommendations for
improving data availability in order to produce
more reliable estimates of these variables; recommendations for improving teacher recruitment
and deployment processes.

The SMoE and SMoF
Estimates of future teacher recruitment needs and
their financial implications.

TDP and NCCE:
This report is expected to be relevant to TDP and
the NCCE in their efforts to support the states and
CoEs to improve the match between the supply
and demand for teachers and advocate for
evidence-based fiscal planning.
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Section 2 lays out a conceptual framework for
analysing teacher supply and demand.
Section 3 outlines our estimates of current
teacher shortages, future teacher demand, and
the fiscal gap associated with future recruitment and teacher training needs.
Section 4 looks at the supply of teachers in the
state, particularly the enrolment process, enrolment numbers, the supply of teachers by
subject, graduation numbers and graduate
teacher absorption.
Section 5 analyses recruitment and deployment practices in the state.
Section 6 discusses the study’s main conclusions. The methodology used for the quantitative and qualitative analysis in this report are
outlined in annexes A and B respectively.
Finally, annex C presents statistical tables,
annex D includes the research matrix and
annex E an example of a recent Entrance
Aptitude Test used by the CoE Maru.

2

CHAPTER 2

CONCEPTUAL FRAMEWORK

6

The conceptual framework for the study is
drawn from Santiago’s (2002) analysis of teacher supply and demand in the OECD, with
some minor changes, partly to reflect the
Nigerian context. The framework identifies
three inter-related areas that influence the
number and profile of teachers in the education system (see Figure 1).
Teacher Demand

The first is the number of teachers required
by the system. This is shaped by a set of
factors that fall into three categories:
Demographic variables;
School participation rates; and
Policy variables such as class size norms,
the required hours of instruction per
subject per year, and the stringency of
promotion requirements (which has a bearing on repetition rates, and therefore the
number of children in the school system).
These factors all feature in UNESCO’s Education Policy and Strategy Simulation (EPSSim)
model1, which we use to generate our projections of teacher needs (see Annex A).
Teacher Supply

The second is the potential supply of teachers – the number of qualified or eligible
people who are willing to teach in the public
education system under prevailing conditions
of service. Santiago (2002) identifies four main
sources of supply for new teachers:

have not yet secured employment;
Recent graduates of teacher training
programmes;
Entrants via alternative routes: individuals
who become teachers without a formal
qualification and receive training while working as teachers; and
Teachers at private schools (including
faith-based schools).
Across these four groups, there is a set of
decisions that influences the available pool of
potential teachers for the system as a whole
and in any given location. These are: whether to
train to become a teacher; whether to work as a
teacher; whether to switch schools; how long
to stay in teaching; and whether to return to
teaching after a career interruption.
These decisions are shaped by a broad range of
factors, listed in Figure 1. Notable among these
are teachers’ salaries relative to those of other
similarly qualified professionals, their working
conditions and the status of the profession. The
key point that emerges here is that the prospective supply of teachers is not dictated solely or
even largely by the availability and quality of
pre-service training programmes but by a
much broader set of factors, many of which are
related to the attractiveness of the teaching
profession compared to other career opportunities for individuals with similar levels of education. As discussed in chapters 4 and 5, these
other factors appear to be key constraints to
the supply of sufficiently skilled teachers in
Zamfara.

The reserve pool: former teachers and
individuals who have trained to be teachers but have opted for other careers or
1

See http://www.unesco.org/new/en/unesco/themes/icts/policy/epssim/ for more details.
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The lower part of the framework (in Figure 1)
does not relate specifically to the supply and
demand for teachers, but shows how this in
turn relates to the broader performance of the
education system.
The key point that emerges here is that the
prospective supply of teachers is not dictated
solely or even largely by the availability and
quality of pre-service training programmes but
by a much broader set of factors, many of
which are related to the attractiveness of the
teaching profession compared to other career
opportunities for individuals with similar levels
of education.

Policies & Practices

The third component of the framework
consists of the policies and practices that
govern the recruitment and management of
teachers, which shapes how supply and
demand interact. This influences who gets
recruited, to what positions, and how they are
paid. The key elements of this are the nature
of government involvement in teacher recruitment, the prevalence of school choice (for
instance through voucher schemes), and
school-level autonomy over recruitment
decisions. 2 As noted in Figure 1, there are also
some feedback loops here – for instance, the
way that teachers are recruited and managed
influences relative salaries, career structures,
and the extent to which higher-performing
teachers receive a wage premium. All these
factors, in turn, influence the potential supply
of teachers.

2.1

The Focus of the Study

This study does not seek to provide a comprehensive assessment of the elements outlined in
the framework but rather to shed light on
certain aspects of it. On the demand side, we
use baseline data on demographic variables,
school participation, and the policy variables
listed in Figure 1 to estimate teacher shortages
and forecast future teacher needs in public
primary schools and JSS in Zamfara.3 On the
supply side, we focus on the capacity of the
main NCE-awarding institutions. However, our
findings do touch on some of the broader determinants of supply mentioned above. With
respect to the policies and practices that mediate demand and supply, both school choice
and school-level autonomy over teacher recruitment are limited in most parts of Nigeria (Humphreys and Crawfurd 2014). In line with this, we
focus on the government’s role in making
recruitment and deployment decisions.
As the framework highlights, the factors that
influence teacher supply encompass a far
broader range of issues than those that this
study will focus on. These issues merit further
attention as part of the state government’s
efforts to raise the quality of teaching in primary schools and JSS.

For instance, in systems in which funding for schools is linked to pupil numbers, schools face pressure to improve their standards in order to
attract more pupils. If schools also have full flexibility in the use of their salary budgets, they are likely to use this to hire and promote the best
available teachers. In the more common scenario of a centralised system of recruitment, the extent to which the best available teachers are hired
will depend on recruitment policies and the quality of implementation.

2

3

The study does not cover Integrated Qur’anic schools in the state.
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Figure 1: Teacher supply and demand: A conceptual framework

1. Demand for teachers

2. Potential teacher supply

Influencing variables
School-age population
Enrolment and retention rates
Parental preferences between public
and private schools

Factors that shape the attractiveness of the teaching profession:
Relative salaries and alternative career opportunities
Career structure
Working conditions
Status of the profession
Teacher training and certification
Merit-based incentives
The relative availability of teaching positions

Policy tools:
Class size norms
Teachers' workloads
Required hours of instruction
Structure of the curriculum
Graduation requirements
Ending age of compulsory education

Other factors that influence supply:
Availability of teacher training programmes
The cost of teaching training
Alternative certification opportunities
Personal circumstances (which influence decisions on how
long to stay in teaching and whether to return to teaching
after a career interruption)

3. Policies and practices governing recruitment
and deployment
The following factors influence who gets recruited from the pool
of potential teachers, how much they are paid, adn how they are
deployed (which school, what subject they teach):
The role of government
Scope for school choice
School-level autonomy over recruitment decisions
The role of teacher's unions

The public sector teaching workforce

Teaching Environment
Key dimensions include:
Standards and assessment practices
Class size and teaching loads
School facilities and instructional materials
Organisation and management of schools
Peer effects

Teacher's skills, knowledge
and motivation

Student characteristics

Quality of Teaching

Learning outcomes
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Home environment
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CHAPTER 3

PROJECTIONS OF TEACHER
DEMANDS
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INFOGRAPHIC SUMMARY
Teacher Shortages

Subject Mismatch
MATHS

2+3 = 6

Zamfara State has
a shortage of

ENGLISH

ABC

3,500
TEACHERS

There is some evidence of such
mismatches, with some teachers
reporting to have studied
Mathematics but teaching
English, for example.

Teacher Deployment
UNEVEN DEPLOYMENT ACROSS LGAs
GUMMI LGA has the best PTR of 34:1, while ANKA LGA
has the worst (overcrowded classrooms) with PTR of 84:1

34

84

PUPILS TO
1 TEACHER

PUPILS TO
1 TEACHER

Anka LGA

Gummi LGA

Teacher Recruitment Vs Attrition

NO RECRUITMENT

of Teachers Occured since 2011

246

left the workforce ANNUALLY
BETWEEN 2010 - 2015
How they left

Deaths
Resigned
Transferred
Dismissed

In Talata Mafara LGA, one school had PTR of
7:1 while another had a PTR of 486:1

7

486

PUPILS TO
1 TEACHER

PUPILS TO
1 TEACHER

Least Crowded
School in Talata LGA

Most Crowded
School in Talata LGA

Teacher Needs Projections

4,170

JSS TEACHERS
NEEDED

Teacher demand at JSS is forecast to grow by 6% per
year in status quo scenario from 2,730 to 4,170
teachers and by 14% in the UBE scenario

TEACHERS

Retired

UNEVEN DEPLOYMENT WITHIN LGAs

216
30
1
2
1
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Teacher demand at primary level is forecast to grow
by 4% per year in status quo scenario from 8,340 to
12,870 teachers and by 14% in the UBE scenario

Fiscal Gap

N18,000 Minimum Wage

IS NOT BEING IMPLEMENTED
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3.1

Introduction

This chapter discusses the outlook for teacher
demand in Zamfara over the next decade. It
begins by estimating current shortages of
teachers, imbalances in teacher deployment,
and mismatches between teachers’ current
and required subject specialisations. It then
outlines a set of forecasts of future teacher
demand under two scenarios based on different trends in pupil–teacher ratios (PTRs) and
enrolment rates.4 Finally, we discuss qualitative evidence on the fiscal space for meeting
these future needs.

3.2

Current teacher shortages

Aggregate shortages
Aggregate teacher shortages in Zamfara can
be estimated by comparing the average PTRs
at the primary and JSS levels to the government mandated PTRs of 40:1 at primary level
and 35:1 at JSS.
Government-Mandated
Pupil Teacher Ratios (PTRs)

40

As discussed below, the main factor that is
contributing to this shortage is a dearth of funding for recruitment rather than a lack of qualified candidates. At JSS, there appears to be a
surplus of teachers in the state. The average
PTR in regular public JSS was 31 in 2014/15
according to the ASC (see Table C.2 in Annex C).
This is below the official norm of 35:1. In
addition, 90% of teachers at this level have the
NCE or a degree.

One reason why teacher shortages are
less of a problem at JSS is that transition
rates between primary and JSS level are
very low in Zamfara.

68%

54%

of boys enrolled in P6
continue with their
education in JSS

of girls enrolled in P6
continue with their
education in JSS

35

PUPILS TO
1 TEACHER

PUPILS TO
1 TEACHER

Primary Level

JSS Level

Using data from the most recent ASC for
2014/15, we estimate that Zamfara has a shortage of roughly 3,500 teachers in its regular
public primary schools (see Table C.1 in Annex
C). This is equivalent to 42% of the current
stock of primary school teachers. Furthermore, only 57% of teachers in public primary
schools have the minimum qualification
needed to teach at this level – the NCE or a
degree.

Source: Cohort analysis using ASC data for
2013/14 and 2014/15

Teachers with Minimum Qualification
(NCE or Degree)

57%
of teachers at
the Primary
Level

NCE or
Degree

90%
of teachers at
the JSS
Level

Unlike the accompanying Jigawa report, this report does not contain projections of teacher needs under a third scenario based on the state’s own
policy goals. This is because the Zamfara State Education Sector Plan only specifies these goals for the period up to 2017.

4
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Overall, the data suggest that there is a case for
redeploying teachers from JSS to primary
schools. However, this is likely to be challenging – interviews carried out for this study tentatively suggest that there is greater interest
among potential recruits in teaching at JSS
than at primary level.5
In line with these findings from the ASC, there is
unanimous agreement among stakeholders
interviewed for the study that there are large
shortages of teachers in Zamfara:

SIDE NOTE
While it is clear that Zamfara does need more
teachers at primary level, there are questions about
the precision of the estimates cited above.

30%
DROP

The number of JSS covered by the ASC in Zamfara fell
by almost 30% from 255 in 2013/14 to 179 in 2014/15.

Administrative data collected by government
agencies also appear to have limitations. Table
1 outlines data on the number of teachers hired
Q
and managed by three parastatals – the SUBEB,
U
- Stakeholder, Female Education Board
the Teacher Service Board (TSB) and the Female
Education Board (FEB). Each of these bodies is
O
responsible for managing a subset of schools in
‘So many people have left the services
T because
Zamfara, including recruiting and posting
of retirement or because they have
teachers to these schools. The data shared by
gone to other businesses, and are yet to be
E
replaced due to lack of funds. There is a
these boards do not provide a complete
serious scarcity of teachers.’
picture of teacher numbers as they are not
consistently disaggregated by type of school
- Stakeholder, SUBEB
(e.g. Almajiri vs. regular public schools) and
While it is clear that Zamfara does need more level of education (JSS vs. primary).
teachers at primary level, there are questions
about the precision of the estimates cited In addition, a simple comparison of this data
above. Although there have been improve- with data from the ASC suggests that there are
ments in the quality of ASC data in recent years, discrepancies between the two sources (see
6
questions remain about its reliability and cover- table 1 below). This highlights that improveage. This is suggested for instance by the fluctu- ments in data quality are essential for the state
ation in the number of schools covered by the government to produce accurate estimates of
ASC from one year to the next – the number of teacher shortages and future teacher needs in
JSS covered by the ASC in Zamfara fell by Zamfara.
almost 30% from 255 in 2013/14 to 179 in
2014/15. In addition, primary research in Nigeria indicates that observed class sizes are often
larger than those indicated by ASC data (Dunne
et al. 2013).
‘There are schools with only one teacher, and
there are schools that have closed down
because of a lack of teachers.’

5
6

We believe it would be worth exploring the reasons for this in further detail.
However, it is difficult to comment conclusively on these discrepancies because of a lack of disaggregated data from government sources.
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Table 1: Number of Teachers in Public Schools in Zamfara
Data Source

Level

Number of Teachers
Qualified

Unqualified

Total

Administrative Data
SUBEB

Primary, JSS

4,236

TSB

JSS

1,719

1,719

FEB

Primary, JSS, SSS

1,586

1,586

TOTAL

5,452

9,688

7,541

5,452

12,993

ASC
ASC 2014/15

Primary

4,754

3,587

8,341

ASC 2014/15

JSS

2,461

273

2,734

7,215

3,860

11,075

TOTAL

Note: ASC data are for regular public schools only. There are two other parastatals that are involved in teacher management in Zamfara – the Science and Technical Education Board and the Islamic Education Board. As part of this study, it
has not been possible to collect data on the numbers of teachers managed by these two institutions.
Sources: ASC 2014/15, SUBEB, TSB, FEB.

TEACHER DEPLOYMENT
In addition to these aggregate shortages,
deployment patterns in the state are uneven
both within and across LGAs. As a result, some
schools and LGAs face particularly large teacher shortages while others have a small surplus
of teachers (see Tables C.3 and C.4 in Annex
C). For instance, as illustrated in Figure 2
below, the average PTR at the primary level
ranges from 38:1 in Gummi LGA (which has a
small teacher surplus) to 84:1 in Anka (which
needs over twice the number of teachers it
has at present). There are also sizeable discrepancies within LGAs. For example, in Talata
Mafara one school has a PTR of 7:1 while
another in the same LGA has a PTR of 486:1
(see Table C.3). For schools that have exceptionally low PTRs, ASC data suggest that this is
often explained by the fact that these schools
have very low enrolment. This pattern is clear
at the primary level, although not at JSS.
7

Similar patterns are seen at the junior secondary level – the average PTR in JSS ranges from
22:1 in Gusau to 65:1 in Zurmi LGA (see Figure
3). However, the overall variance in PTRs is
lower at this level than at the primary level,7
suggesting that deployment patterns are slightly more uniform at JSS (see Table C.4). One key
explanation for uneven deployment patterns is
that many teachers are reluctant to work in
rural areas. This was highlighted by the qualitative research for this study (see Chapter 5) and
is substantiated by ASC data. In 2014/15, the
average PTR in public primary schools was 45:1
in urban areas and 63:1 in rural areas. The difference is even more pronounced when considering pupil–qualified teacher ratios (PQTRs) (67:1
in urban schools, 119:1 in rural schools). The
disparity is less stark at the JSS level, where the
PTRs and PQTRs are 30:1 and 34:1 in urban
areas, compared to 32:1 and 36:1 in rural areas.8
ASC data suggest that women, in particular, are
reluctant to accept rural postings.

Across the state, the standard deviation of PTRs is roughly 47 at JSS level and 70 at primary level (see Tables C.3 and C.4).
One front on which the qualitative research contradicts ASC data is with regards to PTRs in the state capital, Gusau. While stakeholders indicated
that teachers are heavily concentrated in Gusau (see Chapter 5), ASC data indicate that, at the primary level, PTRs in Gusau are roughly the same as
the state average. It is unclear what is driving this discrepancy or what its implications might be.
8
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There is shortage of teachers in

RURAL PRIMARY

SCHOOLS

One key explanation for uneven deployment
patterns is that many teachers are reluctant to
work in rural areas.

due to uneven deployment

Pupil–Qualified Teacher
Ratios (PQTRs)

Pupil Teacher Ratios
(PTRs)

45

119
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PUPILS TO
1 TEACHER

PUPILS TO
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TEACHER
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URBAN

RURAL
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FIGURE 2: PTRs in public primary schools by LGA, 2014/15
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FIGURE 3: PTRs in public JSS by LGA, 2014/15
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In Zamfara State...

of female primary
teachers work in rural
schools; 79% work in
urban schools

72%

of male primary
teachers work in rural
schools; 28% work in
urban schools

This, combined with an overall gender gap
in primary school teachers, means that
female teachers comprise

ONLY

5%

of rural primary school
teachers in the state.
7

70
Key

Gusau
Bukkuyum
Anka
Maradun
Gummi
Bakura
Tsafe
Birmin Magaji
Talata Mafara
Maru
Kaura Namoda
Bungudu
Shinkafi
Zurmi

21%
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Similarly at JSS level, 19% of female teachers
work in rural areas compared to 62% of male
teachers. Of all JSS teachers in rural areas, only
12.5% are female. These stark gender gaps,
particularly in rural schools, are characteristic of
the northern states (Humphreys and Crawfurd
2014).
The implications of these gender gaps for girls’
education outcomes in rural Zamfara are
unclear. One argument is that the presence of
female teachers has a positive impact on girls’
education outcomes as these teachers serve as
role models for girls. However, the evidence for
this in the Nigerian context is limited. After
comparing girls’ attainment with schools’
gender profiles, the baseline report of the Transforming Education for Girls in Nigeria and Tanzania initiative noted that ‘the presence of female
teachers does not appear significant in supporting girls’ progression and attainment’ (ActionAid 2011: 17; cited in Humphreys and Crawfurd
2014). It further noted that female teachers

Across the state, the standard deviation of PTRs is roughly 47 at JSS level and 70 at primary level (see Tables C.3 and C.4).
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needed better training and support to serve
as role models for girls. Qualitative studies in
Kogi State and Adamawa appear to support
this, with the former finding that female teachers may also hold gender-stereotyped expectations about girls’ capabilities (Bakari 2013;
Dunne et al. 2013; cited in Humphreys and
Crawfurd 2014).
SUBJECT MISMATCHES
An important avenue of exploration is the
extent to which teachers’ skills are matched to
the subjects they teach. The 2014/15 ASC
does not contain reliable information on the
subject of qualification and subject taught by
teachers in Zamfara – in the relevant section
of the ASC, most teachers have reported
whether they teach part time or full time
rather than reporting their subject of study
and the subject they teach. As a result, it is
difficult to determine the full extent of
mismatches on this front. However, there is
some evidence of such mismatches, with
some teachers reporting to have studied
Mathematics but teaching English, for example. Similar evidence has also been found in
other states in Nigeria (Allsop and Watts
2016).
It is also worth noting that as part of the new
NCCE minimum standards, all teachers at
primary level are required to have specialised
in PES rather than a particular subject. This is
in line with official norms that teachers at
primary level should teach the whole set of
primary grade subjects. Of the 14% of primary-level teachers who did specify their subject
of specialisation in the 2014/15 ASC, roughly
one-third said that they had specialised in
‘General Primary’ studies. This provides a very
rough indication of the mismatch in subject
specialisations at the primary level, following

the new NCCE guidelines.
3.3

Teacher recruitment and attrition

Recent trends in teacher recruitment
There are five parastatals involved in recruiting
teachers in Zamfara – the SUBEB, the TSB, the
FEB, the Islamic Education Board, and the
Science and Technology Board. As part of the
research for this study, interviews were conducted and administrative data collected from
three of these organisations – the SUBEB, FEB
and TSB. Both the interviews and data highlight
that there has been very little teacher recruitment in Zamfara over the past five years. Data
shared by the SUBEB indicate that, since 2011,
there has only been some recruitment for Almajiri schools (76 teachers)9 and ICT centres (56
teachers) but no recruitment in primary
schools or JSS. Across the three boards, stakeholders noted that there has been no
large-scale formal recruitment in recent years.
There has been some ad hoc replacement of
teachers in specific posts to fill vacancies left by
teachers who have retired or resigned, but
many teachers who have left the workforce
have not been replaced. None of the education
boards were able to share data on the number
of teachers who have been replaced.
A few reasons were provided for why teachers
leaving the workforce have not been replaced.
One respondent at the FEB said that, in the
past, the Board had received automatic approval from the Governor to replace teachers who
had resigned or retired. However, this is no
longer the case and the number of teachers in
FEB-managed schools has fallen since the start
of the new administration. SUBEB staff provided a slightly different explanation. In 2015,
many teachers in SUBEB-managed schools
were due to retire, having completed 35 years
of service.10 The SUBEB could have allocated

9
The Islamic Education Board also carries out some recruitment of teachers to Qur’anic schools. For this study, however, it has not been possible to
get data on teacher recruitment by this board.
10
The official retirement age for teachers in Zamfara is 60 years or following 35 years of service, whichever comes first.
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the funds that had been used to pay these
teachers’ salaries to hire new teachers, who
would replace the teachers retiring from the
workforce. Instead, it chose to use these funds
to increase the pay of roughly 2,000 teachers
who had upgraded their certifications and
were due to receive a pay increase in line with
this. Stakeholders at the SUBEB noted that
this was seen as a fairer approach as, in its
absence, newly recruited NCE holders would
have been paid more than existing teachers
who had acquired this qualification while in
post.

Payroll Verification led to
savings of roughly:

N21m per month

which is equivalent to 7-10%
of SUBEB total spending on
teaceher salaries

SUBEB
asked for
permission
to:

RECRUIT

1,500

TEACHERS

with the funds
saved

One SUBEB staff member also noted that a
payroll verification exercise had been carried
out under the new government, partly in an
attempt to secure funds for recruitment. The
verification exercise identified some ghost
teachers and found that some teachers were
claiming very large salaries per month. Overall, it led to savings of roughly NGN 21 million
per month (equivalent to 7–10% of the
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SUBEB’s total spending on teacher salaries). The
SUBEB chair asked for permission to use these
extra funds to recruit 1,500 teachers. The Governor initially approved this request, but the
Ministry of Local Government and Chieftancy
Affairs resisted this and the consequence was a
decline in the total sum made available to the
SUBEB for teacher payroll costs. Nevertheless,
the outcomes of this exercise serve as a useful
reminder of the potential benefits of regular
payroll audits.
Teacher attrition
An estimate of the annual teacher attrition rate
is needed to forecast net recruitment requirements in Zamfara (see Annex A and Section
3.4). The research team was able to get some
data on recent attrition from the SUBEB and
FEB. Data shared by the SUBEB indicate that an
average of 246 teachers left the workforce each
year in the period 2010–2015 (see Table 2). The
FEB was not able to provide a detailed breakdown, but noted that 91 teachers left FEB
schools in the years between 2012 and 2015
(an annual average of 23).
In the absence of comprehensive data for all
five parastatals disaggregated by level of education, the annual attrition rate can be estimated
using data shared by the SUBEB on the total
number of teachers on its payroll and the data
below on attrition in 2015. This points to an
attrition rate of 4.9%. However, as Table 2 highlights, the number of teachers leaving the workforce varies significantly from one year to the
next. Thus, it may be preferable to estimate the
attrition rate on the basis of the annual average
figure for 2010–2015, which points to a rate of
2.9% per year. It is notable that attrition is
driven almost entirely by retirement, according
to the SUBEB’s data. This is at odds with the
view shared by several stakeholders that a
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Table 2: Administrative Data on Teacher Attrition
Attrition of teachers on SUBEB payroll
2010

2011

2012

2013

2014

2015

Average (2010 - 2015)

Retired

5

9

117

315

420

427

216

Deaths

2

10

37

45

40

45

30

Resigned

0

0

0

0

0

1

1

Transferred

0

0

3

0

0

1

2

Dismissed

0

0

0

0

0

1

1

Total

7

19

157

360

460

475

246

Source: SUBEB administrative data

significant number of teachers leave the
profession before reaching the retirement age
because of low pay and difficult working
conditions.
Data from the ASC could be used to triangulate the estimated attrition rate, although this
approach has a few limitations. First, the ASC
can only tell us how the overall size of the
teaching workforce has changed from one
year to the next. Any such change is driven by
two factors – attrition and recruitment. In the
absence of reliable data on the latter, ASC
data cannot be used to precisely estimate
attrition. A second issue is that coverage of
schools in the ASC has varied from year to
year. In the case of JSS, the number of schools
covered by the ASC fell from 255 in 2013/14 to
179 in 2014/15. At the primary level, there was
not much change in the number of schools
covered, but this does not imply that the
same set of schools was covered in both
rounds of the census. To address this, we also
calculate attrition for the subset of schools
that were covered in both rounds of the ASC.
With regards to overall teacher numbers, ASC
data indicate that the stock of teachers at
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basic education level fell by 952 between
2013/14 and 2014/15. Even accounting for the
recent recruitment freeze, the extent of this
decline is very large and inconsistent with
administrative data on attrition. When we
restrict our analysis to schools that were
covered in both rounds of the ASC we find that
the total number of teachers increased at primary and JSS levels. This is at odds with both
administrative data and evidence from the
qualitative interviews. Overall, these findings
serve to underline the many questions about
the accuracy of ASC data for Zamfara.
3.4

Future teacher demand

Teacher demand in Zamfara is set to rise over
the next decade as the school-age population
continues to grow. Furthermore, gross enrolment rates (GERs) in the state are very low –
roughly 56% at primary level and 35% at JSS –
and are likely to rise as the state seeks to make
progress toward the national goal of UBE. To
provide an estimate of what these trends mean
for the likely demand for teachers, we project
teacher demand in Zamfara between 2015 and
2025 under two scenarios:
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TWO SCENARIOS FOR LIKELY TEACHER DEMAND
The first is the status quo scenario. Under this, the gross intake rate (GIR) – the share of
six-year-olds who are enrolled in primary school – stays unchanged over the forecast period.
Pupil enrolment increases in line with growth in the school-age population, which is forecast
at 3.2% in line with the annual population growth rate in Zamfara between the 1991 and 2006
census. The average PTR is also assumed to remain unchanged. This scenario leads to relatively
conservative estimates of teacher demand.
The second is the UBE scenario, which assumes that Zamfara will meet key UBE goals by 2025.
Under this scenario, the GIR gradually increases so that, by 2025, all six-year-old children in the
state enter primary school. In addition, PTRs decline steadily to 40:1 at the primary level and
increase to 35:1 at JSS in line with official norms.

There are two points to note here. First, we
considered forecasting teacher needs under a
third scenario based on Zamfara State’s policy
goals. However, the Zamfara State Education
Sector Plan only specifies these goals up to
2017, so this information was not available for
most of the forecast period. Second, as
discussed below, there is some uncertainty
around the population growth figures used
for the forecasts. Considering this, we supple-

ment our core forecasts with an alternative set
of projections based on the UN’s population
growth projections for Nigeria. These are
outlined in Table C.6 in Annex C.
The full set of parameters used for the two
scenarios above are described in the table
below. Details of how these parameters have
been estimated are provided in the description
of the quantitative methodology in Annex A.

Table 3: Parameters used for the forecasting scenarios
Parameter

1: Status quo

2: UBE

School-age population

3.2% per annum

3.2% per annum

GIR

Primary: F – 53%; M – 74%
JSS: F – 51%; M – 67%

Gradual adjustment toward 100% for
primary and JSS by 2025

Promotion Rate

Primary: F – 91%; M – 92%
JSS: F – 61%; M – 72%

Gradual adjustment toward 100% for
primary and JSS by 2025

Repetition rate

Primary: 0%
JSS: F – 0%; M – 0.5%

Gradual adjustment toward 0% for
primary and JSS by 2025

Enrolment in public schools
as a share of total enrolment

F: 95%
M: 97%

F: 95%
M: 97%

PTR

57:1

Gradual adjustment toward PTRs of 35:1
at JSS and 40:1 at primary level

Source: Authors’ calculations using census data and ASC data. See Annex A for full description of methodology.
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Pupil enrolment projections

UBE Scenario

The figures below illustrate our projections for
school enrolment in public primary schools
and JSS in Zamfara in 2014–2025. The full set
of underlying numbers can be found in Table
C.5 in Annex C. In the status quo scenario,
primary-level enrolment is projected to grow
by an annual average of 4% per year, from
roughly 474,000 in 2014 to 731,000 in 2025. In
the UBE scenario, it grows by an annual
average of 9% to 1.2 million in 2025.

SCHOOL

school enrolment in public primary
schools is expected to grow to

1.2m

pupils in 2025

Figure 4: Projections of primary-level enrolment in public schools in Zamfara, 2014–2025
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Source: Zamfara ASC 2014/15 and authors' calculations.

JSS enrolment is projected to grow by an
annual average of 4% in the status quo scenario and by 15% in the UBE scenario. The relatively high growth rate of JSS enrolment in the
latter scenario compared to primary enrolment reflects the fact that GERs are higher at
the primary level at baseline.
These projections are based on a few key
assumptions which come with some margin
of error. In particular, we use the inter-censal
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population growth rate of 3.2% in Zamfara to
estimate population growth between 2006 and
2025. This effectively assumes that the average
annual population growth rate is the same for
the periods 1991–2006, 2006–2014 and
2014–2025. This is contestable given that fertility rates tend to decline over time as countries’
income levels rise. In addition, there are questions about the reliability of the census data in
Nigeria. However, more recent and robust
estimates of population growth are not availa-
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Figure 5: Projections of JSS enrolment in public schools in Zamfara, 2014–2025
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Source: Zamfara ASC 2014/15 and authors' calculations.

ble for Zamfara. In light of these caveats we
have produced an additional set of
forecasts based on the UN’s population
growth projections for Nigeria (2.54% in
2015–2020 and 2.43% in 2020–2025). These
lead to slightly lower estimates of future teacher needs. The full set of projections is outlined
in Table C.6 in Annex C.
A second caveat around these forecasts is that
we have had to rely on survey data to obtain
the age breakdown of the population as corresponding data from the census were not available. Furthermore, our estimates of enrolment and pupil flow variables come from the
ASC and rest on the assumption that the ASC
data are reliable and that the coverage of
schools in the state is comparable in 2013/14
and 2014/15. We also rely on the ASC to
estimate the share of pupils who are enrolled
in private schools. However, as mentioned
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above, there are questions about the reliability
of the ASC data for Zamfara and it is unlikely
that they cover all private schools in the state
(see Annex A for a full discussion of these
issues).
Teacher needs projections
Forecasts for overall teacher demand can be
derived from the projections of pupil enrolment using PTRs. As noted above, these are
assumed to stay constant in the status quo
scenario, and to evolve toward the government’s policy targets in the UBE scenario. Teacher demand at the primary level is forecast to
grow by an annual average of 4% per year from
8,340 teachers in 2014 to 12,870 teachers in
2025. In the UBE scenario, it is forecast to grow
by an annual average of 13% per year to 31,400
teachers in 2025.
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Figure 6: Projections of teacher demand in public primary schools in Zamfara, 2014–2025
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Source: Zamfara ASC 2014/15 and authors' calculations.

Teacher demand at JSS is forecast to grow by an annual average of 6% in the status quo scenario – from
2,730 teachers in 2014 to 4,170 teachers in 2025 – and by 14% in the UBE scenario. In the latter scenario,
teacher numbers at JSS would need to increase nearly five-fold between 2014 and 2025. The full set of
projections can be found in Table C.5 in Annex C.
Figure 7: Projections of teacher demand in public JSS in Zamfara, 2014–2025
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Source: Zamfara ASC 2014/15 and authors' calculations.
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Net recruitment requirements
To derive net recruitment needs from the estimates of teacher demand, we apply the attrition rate
of 2.9% derived from the SUBEB’s administrative data for 2015. As noted above, this is a rough
estimate and annual teacher attrition does tend to vary from year to year. The full set of projections of net recruitment are listed in Table C.5 in Annex C and illustrated in the figures below.
status quo
Figure 8: Net recruitment needs in Zamfara under the Status
quo scenario
scenario
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Source: Zamfara ASC 2014/15 and authors' calculations.

Figure 9: Net recruitment needs in Zamfara under the UBE scenario
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Teacher training needs
The net recruitment requirements outlined
above could be used to estimate student
intake needs at the CoEs. However, this would
require certain additional data, much of
which is not available in Zamfara. First, to
convert these net recruitment requirements
into an estimate of the number of CoE graduates needed per year, one needs to take
account of the existing reserve pool of teachers – NCE holders and other qualified candidates who want to get jobs as teachers but
have not been able to find such jobs. As
discussed in Chapter 4, the size of this reserve
pool is likely to be substantial given that there
has been very limited recruitment of teachers
over the last five years. However, it is difficult
to estimate the size of the reserve pool as
there is a lack of reliable data on the number
of CoE graduates over the last five years, the
share of these graduates who do try and get
jobs in the public school system, and the
precise number of teachers who have been
recruited over the last five years.
One additional factor to consider here is that,
in addition to NCE holders, university graduates are also qualified to teach at basic education level. ASC data for 2014/15 indicate that
roughly 7% of teachers at primary level and
22% of those at JSS level in Zamfara have a
Bachelor’s degree or higher. This highlights
that total teacher demand in the state does
not have to be met solely by NCE holders.
A second issue is that, in order to derive CoEs’
intake requirements from the number of NCE
graduates needed per year, one would need
reliable and comprehensive data on the CoEs’
graduation, dropout and repetition rates. As
discussed in Section 4.4, this is also not available in Zamfara. Overall, several key data gaps
11

remain that would need to be filled in order to
work out the implications of these teacher
demand projections for the CoEs. An essential
starting point would be to obtain reliable data
on the CoEs’ graduation, dropout and repetition rates for each batch of NCE students over
the last five years.
3.5

Fiscal gap analysis

As noted in the Introduction, one of the goals
of this study was to calculate the fiscal gap
associated with these projections, as we have
done in the accompanying report for Jigawa.
However, this has not been possible for
Zamfara owing to the gaps in the data. Notably,
we have not been able to get clear information
on the salary scale for teachers in Zamfara.
Payroll data shared by the SUBEB provide an
indication of broad salary bands but it is
unclear how precisely these are applied (for
instance, there are teachers with the same qualifications and years of experience who are nevertheless on different salary grades). Data on
salary scales are also not available for teachers
managed by the other education boards.
Similarly, it is difficult to estimate the teacher
training costs associated with our forecasts. As
noted above, it is not clear what our estimates
of teacher needs mean for intake requirements
at the CoEs because of a lack of consistent data
on the CoEs’ graduation rates and uncertainty
about the size of the reserve pool of teachers.
Estimating the CoEs’ unit costs is also not
straightforward given uncertainty about the
amount of spare capacity at the colleges.11
While it has not been possible to produce quantitative estimates of the fiscal gap, stakeholder
interviews highlight the magnitude of the fiscal
difficulties facing the state and the associated
challenges of funding a larger teaching work-

Some information on the colleges’ recurrent costs is available. This could be divided by the total number of students to get an estimate of unit
costs. However, this does not account for a fact that a large share of the CoEs’ costs are lumpy – if the colleges are operating below capacity, they
could increase student numbers without substantial additional outlays on salaries or infrastructure. However, if they are at or beyond capacity, the
cost implications of taking on additional students would be greater than existing unit costs as additional staff would need to be recruited and
investments made in the colleges’ infrastructure.
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force. Despite commitments by the Governor,
Zamfara has not yet enacted the new
minimum wage for teachers of NGN 18,000
per month. The state has also failed to pay the
salary increment that is due to teachers who
have been promoted over the last few years.
Furthermore, the education boards have not
been able to secure enough funds to even
replace all the teachers who have retired in
recent years. These challenges with maintaining the current workforce suggest that
prospects for scaling up teacher numbers are
poor, unless there is a significant increase in
oil prices (and therefore federal funding to the
state) coupled with a shift in the political priorities of the Governor in favour of basic education.
3.6

Summary of findings

The findings above highlight that there are
large shortages of teachers in regular public
primary schools in Zamfara and that these
seem to have worsened in recent years. The
data suggest that there is a case for redeploying teachers from primary schools to JSS, as
PTRs are much lower at JSS. Subject mismatches do exist, but there are insufficient data to
fully estimate the extent of these mismatches.
Teacher demand is set to grow over the next
decade, particularly if the state is to make
progress toward national norms associated
with the policy of UBE. Our forecasts indicate
that growth in the school-age population
alone is likely to lead to a 43% increase in
teacher demand at the primary level and an
83% increase at JSS level between 2015 and
2025. If the state were to make gradual
progress toward UBE goals over the forecast
period – with the GIR rising to 100% by 2025
and PTRs falling to 40:1 at primary and 35:1 at
JSS level – teacher demand would grow sharp12

Controlling for inflation.
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ly to more than three times the current number
at primary level and almost five times the
current number at JSS level. In large part this
reflects the fact that enrolment rates at baseline are low, particularly at JSS.
There is considerable uncertainty related to the
accuracy of these forecasts because of the
dearth of reliable school-level data in Zamfara.
There is a strong case for further investments to
be made in improving the quality of ASC data
and the SUBEB’s own administrative data to
allow for more precise estimates of current
teacher needs and future demand disaggregated by subject specialisations. Nonetheless,
despite this uncertainty, the forecasts and qualitative interviews for this study starkly highlight
the gravity of the resourcing challenges that
Zamfara faces in its education sector.
3.7

Recommendations

In light of these findings, we propose the following recommendations for Zamfara’s state
government:
1. Commit to at least keeping the teacher
payroll budget constant in real terms12 or
increasing it in line with the overall state
budget, whichever is higher: This commitment
should come from the State Governor. While
the current fiscal difficulties do impose
constraints on the government’s ability to
address the large shortages of teachers at
primary level, the very least the government
can do is to prevent spending on this critical
area from declining. As discussed in Chapter 5,
even this basic criterion is not being met at
present.
2. Redeploy teachers from JSS to primary
schools: ASC data on PTRs indicate that while
there are substantial teacher shortages at
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primary level there is a small surplus of teachers at JSS. This suggests that there is a case for
reassigning teachers from JSS to primary
schools, at least over the short term.
3. Invest in improving the quality of data on
basic education: As discussed above, there is a
lack of accurate and easily accessible data on
even basic indicators such as the total
number of teachers in Zamfara split by levels
of education and types of school. This type of
data is essential to accurately estimate
resourcing needs, improve linkages with the
CoEs and manage teachers effectively. There
is a strong case for the state to focus more
heavily on improving the quality of education
data.
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CHAPTER 4

TEACHER SUPPLY
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INFOGRAPHIC SUMMARY
Introduction

The goal of teacher
training system is to supply
high-quality teachers.

NCE

There are currently only two
NCE-awarding institutions
in Zamfara: CoE Maru &
FCET Gusau.

National Certification of
Education (NCE) is the
minimum qualification
to be a teacher.

Enrolment Pathways

Enrolment Numbers

At Colleges of
Education (CoEs)

1.

3

Students
is the average class size
approved by the NCCE
guideline. CoE Maru has
sought to comply.

JAMB (Joint Admission
Matriculation Board).
Direct application
process.

2.

Pathways

50

3.

One year pre-NCE
Course.

3,243

CoE Student Graduation

Average NCE Admissions
at Colleges of
Education (CoEs).

& Absorption into the
Teaching Profession

2,252
Students

912

Students

132
Teachers
Recruited

Graduated from Federal
College of Education
Technical, Gusau in 2014.

Graduated from College
of Education, CoE Maru in
2014.
Only 132 teachers were
employed by SUBEB
between 2011 & 2015 for
ICT & Almajiri schools; non
for JSS & Primary schools.
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20%

of students at CoE
Maru enrolled in PES.

8%

of students at FCET
Gusau enrolled in PES.

70%

enrollment in PES
course required to
meet primary level
teacher demand in
the next decade.
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4.1

Introduction

A key goal of the teacher training system is to
supply the education sector with an appropriate number of high-quality teachers. As set
out in the conceptual framework, an appropriate number implies that there are sufficient
graduate teachers to fill recruitment
positions, while ensuring a reasonable likelihood of employment into the teaching profession after graduation. This requires that there
is a close match between the number of NCE
graduates and the likely number of recruitment positions. Ensuring quality implies that
NCE students have suitable subject specialisations and the skills and competencies needed
to teach effectively.
This chapter seeks to assess the extent to
which the NCE-awarding institutions in
Zamfara are meeting some of these goals. It
first looks at the enrolment process and the
extent to which enrolment numbers are
aligned with teacher demand. It then discusses the colleges’ graduation requirements,
graduate numbers and the extent to which
graduates are absorbed into the teaching
workforce. At various points, the analysis is
heavily constrained by gaps in the data. The
chapter ends with a set of tentative recommendations related to teacher supply.
4.2

Enrolment into the CoEs

There are two NCE-awarding institutions in
Zamfara: the CoE Maru and the Federal
College of Education – Technical (FCET),
Gusau. CoE Maru was set up in 1946 as a teacher training institution and upgraded to a State
College of Education in 2001. It has 23
academic departments that offer a range of
teacher training courses. FCET Gusau was set
up in 1990 with a focus on training female
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technology teachers. It has now expanded its
scope to offer a range of NCE courses but its
intake remains restricted to female students.
Both colleges offer the PES and Early Childhood
Care and Education (ECCE) specialisations that
have been recently created by the NCCE and
that are now required to teach at the primary
level in Nigeria.
There are only two NCE-Awarding institutions in Zamfara State

Est. 1990

Est. 1946
Upgraded to CoE: 2001

Federal College of
Education - Technical
(FCET), Gusau

College of
Education (CoE),
Maru

FOCUS

Female Technology
Teachers

FOCUS

Male & Female
Teachers

Enrolment requirements
At both CoEs, the official requirement for enrolment onto the NCE is five credits in the Senior
Secondary Certificate Exam (SSCE). These must
be in English, Mathematics and three other
subjects that are relevant to the course the
applicant has chosen. This is in line with the
2012 NCCE minimum standards. Both colleges
also offer pre-NCE courses for applicants who
are not eligible to be enrolled on the NCE but
do have at least three SSCE credits. During the
qualitative interviews, one stakeholder at FCET
expressed concern about the quality of the
SSCE, noting that there are cases where applicants have five credits but are unable to write.
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Enrolment pathways
There are three pathways for enrolment at the
CoEs.
1.

3

Pathways

JAMB (Joint Admission
Matriculation Board)
Direct application
process

2.

3.

One year pre-NCE
Course

The first involves enrolment through the
Joint Admissions and Matriculation Board
(JAMB). This is the official process for enrolment onto the NCE. JAMB is responsible for all
admissions to Nigeria’s tertiary education
institutions. Students who have completed
their secondary education submit applications to JAMB specifying their first, second
and third preferences in terms of which
course they want to study and where. They
are then required to take a multiple-choice
exam in four subjects: English and three other
subjects that relate to their degree choices.
Subject scores range from 0 to 400. The
overall average score is referred to as the
individual’s ‘JAMB score’.
Admission into tertiary institutions is decided
based on these scores, with each institution
setting its own cut-off. Until the current
academic year, a JAMB score of 180 was
needed for admission to a university, 150 for
polytechnics and 130 for CoEs. As of 2016/17,
a uniform cut-off of 180 points has been set
for all three sets of institutions. JAMB disqualifies student choices that fall below the cut-off
for the relevant institutions and forwards all
remaining applications to the institutions’
admission boards, which then decide which
applicants to admit.
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According to stakeholders at the CoEs, enrolment through this pathway tends to be limited
in practice. Very few of the candidates that are
forwarded to the colleges through JAMB end
up applying to them as CoEs are typically not
their first or second preference. For most of
these candidates, their preference is to go to
university, and they only enrol for the NCE if
they are unable to meet the cut-off for university admission.
In light of this Zamfara’s CoEs also have their
own direct application processes, which vary
slightly between the two colleges. At CoE Maru,
the application process previously involved an
oral interview. Since 2010 it has included a
written test called the Entrance Aptitude Test
(EAT). Candidates are examined on certain
subjects based on the course they apply for.
Those who score 40% or more are admitted to
the NCE.
Direct Application Process
(Entrance Aptitude Test, EAT)

40%

Passmark
with the EAT, candidates are
examined on certain subjects.
Those who score 40% above are
admitted to the CoE.

The list of successful candidates is then sent to
JAMB. Annex E provides an example of a recent
EAT exam paper. It is notable that the questions
on the test are strikingly simple for entry into a
tertiary education institution. This provides
useful insights into the degree of selectivity
exercised by the CoE in its direct admissions
process. At FCET, there is no such written test.
The main basis for selection is whether applicants have the required five SSCE credits.
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‘Initially one must use JAMB but, considering
our environment, JAMB allows us to admit even
without the JAMB results’.
- Stakeholder, CoE Maru
For applicants who do not meet the requirements for admission to the NCE, the CoEs offer
a third pathway for enrolment: admission to
a one-year pre-NCE course. This is a preparatory course sanctioned by the NCCE. On
completing this, students are directly enrolled
onto the NCE.
Enforcement of enrolment requirements
Stakeholder interviews suggest that the enrolment requirements outlined above are not
always strictly enforced. Respondents at Maru
noted that the requirement for applicants to
have a credit in English and Maths is waived
for indigenes of the state, who account for the
majority of students at the college.13 This has
reportedly been directed by the state government as most indigenes are unable to meet
this requirement.
More generally, there were mixed messages
about how strictly the admissions process is
adhered to. At both CoEs, some respondents
noted that admission may be given to candidates who do not have the required number
of SSCE credits on the condition that they get
these before they graduate.
‘When we follow the admission requirements
strictly we discover that we get few students.
We now use our own local formula – a student
that has deficiency in one or two subjects other
than English and Maths is given admission to
NCE 1 and they are now asked to make up the
deficient subject before graduation.’
- Stakeholder, FCET Gusau
13

‘Of course there is flexibility, but when they come
in we make sure they get five credits before they
finish the NCE because it will have an effect on
them when they want to go to university.’
– Stakeholder, FCET Gusau
Some respondents also noted that there are
instances of political interference in the admissions process:
‘You know we are in a political era. We will
finish our admission and then someone from
up there will come with their candidates and
insist we must admit them, so this is one of the
weaknesses.’
- Stakeholder, CoE Maru
Implications for intake quality
The findings discussed above indicate that
degree of selectivity exercised by the CoEs in
their application processes is fairly low. This is
underlined by the level of difficulty of the EAT
(see Annex E) and the fact that the FCET only
screens applicants on the basis of their SSCE
credits despite some concerns among its staff

It is also notable that
neither college seeks to
screen candidates on the
basis of non-cognitive skills
or their level of interest in
teaching.

According to one stakeholder at Maru, indigenes of Zamfara have accounted for roughly 75% of students at the college over the last three years.
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about the quality of this certification.
In line with this, some stakeholders expressed
concern about the quality of the colleges’
student intake:
‘They have lots of deficiencies because while
you are teaching them, most of the time you
will have to start all over from the beginning.’
- Stakeholder, CoE Maru
‘There was a year we conducted a screening
exercise – we gave them a post-JAMB test. We
discovered that even those of them who had
more than five credits, some of them did not
perform well. So we introduced general English
and general Mathematics that year for all NCE1
students. Because we discovered their performance was very poor despite the fact that they
possess the five-credit requirement.’
- Stakeholder, FCET Gusau
However, there is a perception that the CoEs
have little scope for being more selective
because the NCE is not a popular choice
among secondary school graduates. This
seems to be rooted in the perceived unattractiveness of the teaching profession, which is
partly related to the difficult working conditions that teachers face (see Section 5.5).
‘Those with high scores actually don’t want to
come to get NCEs because they can still teach
by going straight to university.’
- Stakeholder, CoE Maru
‘Because of lack of enrolment, we hardly reject
students because we have other programmes
like remedial and pre-NCE programmes to
accommodate them.’
- Stakeholder, FCET Gusau
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4.3

Enrolment numbers

Overall enrolment
Stakeholders at both CoEs noted that enrolment is largely based on the number of applicants who meet the minimum requirements for
admission. Some stakeholders also referred to
intake quotas being shaped by the capacity of
different departments. At CoE Maru, intake
numbers have fallen in recent years as the
college has sought to comply with new NCCE
guidelines stating that class sizes should be
restricted to around 50 students, and under
which some courses have been discontinued
(see Table 4 below). One respondent also mentioned that enrolment has been adversely
affected by the discontinuation of free secondary schooling in the state. At FCET Gusau, stakeholders said that enrolment has consistently
been well below capacity, although inconsistent responses were received on what the
college’s capacity is. Various reasons were given
for low enrolment at the college, including the
gender gap at secondary school level, recent
delays in releasing the West African Examination Council results, the small number of applicants who meet the college’s entry requirements, and limited funds in recent years for
sensitisation activities to attract students.
Enrolment by subject specialisation
Stakeholders noted that enrolment numbers
by subject are largely determined by applicants’ preferences and whether they meet the
requirements for their preferred course. Some
respondents also mentioned the role of departmental capacity, although this seems to be a
secondary factor. As one respondent at FCET
Gusau noted, if a course is oversubscribed, ‘we
usually advise them but if the candidate refuses
then we allow them (to enrol on their preferred
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Table 4: Enrolment into the CoEs
NCE Admission

CoE Maru

2010

2011

2012

2013

2014

2015

Average (2012 - 2015)

N/A

N/A

2,717

3,511

1,528

1,519

2,319

2,332

3,070

1,132

1,082

1,904

385

441

396

437

415

Male
Female
FCET Gusau

1,229

1,373

565

1,472

533

1,126

924

Total

N/A

N/A

157

360

460

475

246

Source: Administrative data from CoE Maru and FCET Gusau

course)’. Stakeholders expressed awareness of
the need to be more responsive to
subject-specific teacher demand in the state,
but the extent to which this is in fact feeding
into enrolment numbers seems to be limited
(see sub-section below on linkages between
the CoEs and government).
‘Admission is based on the area of interest
unless the student performs poorly in this area
or does not have the requirements.’
- Stakeholder, CoE Maru
Both CoEs, and CoE Maru in particular, do
seem to be trying to encourage students to
enrol on the recently created PES and ECCE
courses. For instance, at CoE Maru applicants
who do not express a course preference are
automatically enrolled on the PES course.
Nevertheless, enrolment on these courses is
restricted by relatively low levels of student
interest in them. ECCE in particular tends to
be perceived by students as an ‘inferior’ or
‘feminine’ course.14 One respondent at CoE
Maru noted that the college is trying to
combat this perception by explaining the
importance of early childhood education to
14

applicants:
‘The deans of these schools [PES and ECCE]
virtually have to beg [the admissions committee]
for students to be admitted into their school.’
- Stakeholder, CoE Maru
Administrative data shared by the CoEs substantiates some of the findings above (see tables
below). The data are not sufficiently
fine-grained to comment on the full extent of
subject mismatches but do point to some notable disparities. First, only 20% of students at
CoE Maru and 8% of those at FCET Gusau are
enrolled on the PES course. In contrast, our
forecasts indicate that roughly 70% of total
teacher recruitment needs in basic education
over the next decade will be for primary-level
teachers, who are now required to have the PES
specialisation.15
There also seem to be mismatches in the
supply of teachers for JSS. At CoE Maru, the
Department of Arts and Social Sciences
accounts for 44% of total NCE enrolment. This
includes courses like Islamic Studies and Geography, which are not highlighted by stakehold-

Interviews with respondents at CoE Maru.
Senior secondary school teachers are required to have at least a Bachelor’s degree, so demand for teachers at this level is not relevant to
discussions of teacher supply by the CoE.

15
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Table 5: CoE Maru: Student numbers by academic department, 2013/14
Pre-NCE

NCE 1

NCE 2

NCE 3

Total
(NCE)

Shares
(NCE)

M

F

M

F

M

F

M

F

Arts &
Social Sciences

285

98

1,491

216

928

371

802

113

3,921

44%

Languages

72

41

485

104

368

122

114

65

1,258

14%

Science

118

26

602

52

382

89

294

48

1,467

17%

PES/ECCE

391

273

379

240

262

208

1,753

20%

Vocational
& Tech Ed

157

23

119

15

87

12

413

5%

3,126

668

2,176

837

1,559

446

8,812

Total

475

165

Source: Statement of Facts submitted to NCCE
Note: 1. This consists of the departments of Economics, Geography, History, Islamic Studies, Social Studies and Arabic
Medium studies. 2. Departments of Arabic, English and Hausa. 3. Departments of Physics, Chemistry, Biology, Mathematics, Integrated Science and Computer Science.

5%

Vocational & Social Science

20%
PES/ECCE
Enrolment by
Academic
Department

44%

Arts &
Social Sciences

17%

Science

ers as being subjects for which there is excess
demand. In contrast, the departments of
languages and of sciences account for only
14% and 17% of enrolment respectively,
whereas these include several courses (notably English, Maths and Sciences) that are
repeatedly highlighted by stakeholders as
being areas in which demand for teachers is
particularly large.
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14%

Languages

Despite some effort on the part of the CoEs, it is
clear that large mismatches between demand
and supply remain in terms of the subject
specialisations of recent NCE cohorts. Furthermore, data on intake patterns are not sufficiently disaggregated to fully assess the extent and
nature of these mismatches. As a first step,
there is a case for the SUBEB to prepare a standardised template that the colleges can fill in
each year with information on student num-
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Table 6: FCET Gusau: Number of graduates by academic department

Department

2010

2011

2012

2013

2014

Shares (2014)

Sciences

324

402

410

409

452

50%

Languages

115

126

143

176

184

20%

Business Education

81

84

67

74

90

10%

Primary Education Studies

83

64

58

60

69

8%

Tech Education

14

18

30

42

53

6%

Agriculture

20

18

22

17

35

4%

Home Economics

24

19

14

26

29

3%

661

731

744

804

912

8.8%

7.8%

7.5%

Total
PES (Share of Total

12.6%

475

Source: FCET Gusau adminstrative records
Note: The college has not yet had any graduates in Adult and Non-Formal Education and Special Needs Education as it
only began to enrol pupils on these courses in 2014. As of 2013, FCET had 13 pupils enrolled on these two courses.

bers by subject. This can be used as the basis
for a simple teacher demand/supply analysis,
the findings of which can then be fed back to
the colleges in time for their next application
round.
Initiatives to improve linkages between
the government and the CoEs
Efforts to address these mismatches are underway as part of a Linkages Programme initiated
by TDP. Almost all respondents at the colleges
and in government were aware of this
programme. Stakeholders at the CoEs noted
that they have begun to interact with the
SUBEB and SMoE as part of it. However, the
vast majority said that government agencies
have not shared any information on the state’s
demand for teachers with the CoEs. One stakeholder at FCET Gusau mentioned attending a
SUBEB presentation on teacher demand, but
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then noted that there has been no subsequent
follow up by the SUBEB. In contrast, respondents at the SUBEB said that they have shared
information on the states’ needs and that the
CoEs have begun to adjust their intake patterns
in response to this. Also, as noted in the previous chapter, the ASC does not contain comprehensive data on teachers’ specialisations and
subjects taught, so it is unclear how the SUBEB
has gone about producing these estimates.
As discussed above, stakeholders at the colleges are aware of the need to adjust intake
patterns in response to teacher demand in the
state, but the extent to which this is feeding
into intake patterns seems limited. When asked
specifically about government–CoE linkages,
some stakeholders said that efforts are being
made to enrol more students on the PES and
ECCE courses. However, when asked how
students end up on a particular course, almost
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no reference was made to teacher demand in
the state.16 Furthermore, stakeholders at the
SMoE expressed some scepticism about the
extent to which the CoEs will be willing to
adjust intake patterns in response to the
state’s needs:

demand and supply in Zamfara.

‘The CoEs themselves don’t want interference
by the SMoE in setting their quotas. The provost of the CoE feels that his institution is autonomous. He needs nothing from the Commissioner [head of the SMoE]. He feels that he is
not answerable to the Commissioner.’
Stakeholder, SMoE

Graduation requirements at both colleges vary
by course. At CoE Maru, students’ final grades
are based on their performance on a Continuous Assessment (which accounts for 40% of
their grade) and an Exam (60% of grade).
Students must score at least 40% on each
component.

Overall, these findings suggest that the
Linkages Programme has served a vital first
step by creating a forum for the different
stakeholders to interact, but that much
remains to be done to harness its potential.
Our findings on the enrolment process and
numbers also indicate that it is unlikely that
sharing information on the state’s demand for
teachers will be enough to lead to changes in
intake patterns. A major process of restructuring is likely to be required for the CoEs to
expand the size of their PES and ECCE departments and scale back the size of their other
academic departments. The colleges also face
significant challenges around attracting
students to enrol on the PES and ECCE courses. As long as CoE students know that they
can get primary-level teaching jobs despite
not having a PES, they are likely to have
limited incentives to opt for the PES instead of
their preferred courses. Finally, there are questions about the incentives that the CoEs themselves face to engage with this restructuring
process given that there is almost no ongoing
recruitment of teachers in the state, and given
the lack of clarity on when recruitment will
begin. Many challenges therefore remain to
be addressed in order to better align teacher

Graduation Passmark

16

4.4
Student graduation and absorption
into the teaching profession
Graduation requirements

SCORE
40%

40%

Students must score at least
40% on each component for
which they are examined.

The content of the Continuous Assessment is
determined by course lecturers. The NCE is a
three-year course but some students are forced
to repeat one or more year and are unable to
complete it within this time. Both CoEs allow
students to take up to five years to complete
the course.
It is difficult to comment meaningfully on the
stringency of these graduation requirements
based on the information collected. Some
insights can be drawn from stakeholders’
responses to the question of whether their NCE
courses do equip their graduates to teach effectively. Almost all respondents at the two colleges expressed positive views on this. Some

In addition, some respondents seemed to be unaware that the PES is now required to teach at the primary level. This is indicated by the following
statement by a stakeholder at CoE Maru: ‘In last year’s admission, we have 201 students in Biology/Integrated Science and they can go and manage
our primary schools after graduation.’
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noted that schools that have hired the colleges’ graduates have shared informal feedback
that they are effective. The views of government stakeholders were more mixed, however, with some saying that NCE graduates are
effective while others said that they are not
consistently effective.
The views of the CoEs’ stakeholders seem to
contrast with the findings of recent school
surveys in Zamfara, including the TDP Baseline Evaluation survey. These have found that
teachers’ subject knowledge and skills in key
areas such as assessing and diagnosing
student performance are extremely limited,
even among NCE holders (see Section 6.3).
Although these findings are not restricted to
recent cohorts of NCE graduates, they do
strongly suggest that there are grounds for
exploring this issue further, perhaps by carrying out independent assessments of subject
knowledge and pedagogical skills among
samples of the colleges’ recent graduates.

Graduate numbers
Data on the number of graduates from the
colleges are available for FCET Gunau but not
for CoE Maru. A very rough estimate of the
number of graduates from CoE Maru in 2014
and 2015 can be worked out on the basis of
enrolment data, but the margin of error around
this is likely to be large as there is a lack of clear
data on dropout and repetition rates. The
figures below are based on a rough estimate of
the dropout and repetition rate calculated by
applying cohort analysis to two consecutive
years of data for one batch of students (i.e.
those who began the NCE in 2012).
There are also some questions about the
reliability of the data on graduate numbers for
FCET as these seem to be inconsistent with
data on enrolment, dropout and repetition
rates (see Table 8 below). As with data on
subject specialisations, there is a case for the
SUBEB to start collecting data on CoE enrol-

Table 7: Estimated number of graduates from Zamfara’s CoEs
FCET Gusau
2010

2011

2012

2013

2014

2015

FCET Gusau

661

731

744

804

912

N/A

CoE Maru

N/A

N/A

N/A

N/A

2252

2910

Total

N/A

N/A

N/A

N/A

3164

N/A

Source: Colleges’ administrative data. For CoE Maru, estimates are calculated on the basis of enrolment in NCE 1 in 2010
and 2011 and a rough estimate of the dropout and repetition rate calculated using cohort analysis applied to data on
students who began the NCE in 2012. This indicates that 6% of the cohort either dropped out or repeated the year in
each of the first two years of the NCE.
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Table 8: FCET Gusau: Dropouts, repeaters and graduates
FCET Gusau
2010

2011

2012

2013

2014

2015

Dropouts

6

5

11

8

3

5

Repeaters

15

17

5

4

10

1,12

Graduates

661

731

744

804

912

921

Number of Students in
corresponding cohort in NCE 1

N/A

N/A

656

1472

533

1,126

Note: 1. This corresponds to enrolment data for the college. Source: College’s administrative data.

ment, dropouts, repetition and graduates in a
standardised template that checks for errors
and does not allow inconsistent data to be
entered. This type of information is essential
to get a clearer picture of the supply of trained
teachers in Zamfara.
Graduate teacher absorption
There is also a lack of comprehensive data on
the graduate teacher absorption rate, i.e. the
share of CoE graduates that are employed as
teachers. CoE Maru does not track its graduates but is working toward this following
discussions with TDP. Respondents noted that
the college plans to send a list of its graduates
to the SUBEB and request information on
whether they have been recruited and where
they are posted. However, this would only
provide a partial picture of graduate absorption as it would not encompass graduates
who are working at private schools, those
working outside the state, those hired by the
other education boards, and those who have
chosen to go into another profession. At FCET
Gusau, a few respondents said that they do
track their students although this does not
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seem to be done in a systematic way, and data
are not available on the share of graduates who
have ended up working as teachers.
While there is a similar lack of comprehensive
data on recruitment numbers, the information
that is available strongly suggests that the
reserve pool of teachers in the state is sizeable.
Interviews carried out for this study and data
shared by the SUBEB indicate that there has
been almost no teacher recruitment in Zamfara
over the last five years. SUBEB records indicate
that between 2011 and 2015, only 132 teachers
have been recruited (all for ICT centres and
Almajiri schools). Stakeholders noted that
recruitment has not even been sufficient to
replace those teachers who have left the workforce in recent years. This is substantiated by
trends in teacher numbers in the ASC. In line
with this, almost all respondents noted that, in
the present climate, large numbers of NCE holders are unemployed. Some also noted that the
recent lack of teacher recruitment has meant
that some NCE holders are working as volunteer teachers who are either unpaid or paid a
nominal salary by the community.
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‘We have many of our children from our CoEs,
universities and polytechnics who are sitting
at home, doing nothing.’ Stakeholder, SMoE
These findings have a few key implications.
First, in the current fiscal climate the main
constraint on teacher numbers is the lack of
funding for recruitment rather than the
supply of trained teachers from the CoEs. This
needs to be considered when devising strategies to improve the alignment of teacher
demand and supply. Second, it is impossible
to estimate the precise size of this reserve
pool of teachers as there is a lack of comprehensive data on both CoE graduate numbers
and teacher recruitment or replacement.
There is a strong case for the SUBEB or SMoE
collecting such data (including from each of
the other education boards) as part of the
government’s efforts to improve linkages
with the CoEs.
Capacity to expand supply
Although at present there are few grounds to
focus on expanding the total supply of NCE
graduates from the CoEs, this may change
over the medium term if the fiscal situation
eases and recruitment numbers pick up in line

with demand. There are questions about whether the CoEs would be able to respond to such
an increase in demand. One (albeit fairly thin)
indicator of the colleges’ capacity to expand
supply is the student–staff ratio. However, only
tentative inferences can be drawn from this in
the absence of data on lecturers’ workload
norms or class sizes. In addition, the CoEs may
face other constraints that are not related to
staff numbers – for instance, the supply of
teaching and learning materials.
With these caveats in mind, the tables below
indicate that CoE Maru has limited capacity to
expand supply based on current staff numbers.
However, such capacity does seem to exist at
FCET Gusau, where PTRs are relatively low,
apart from in the School of Education. This
seems to be consistent with feedback from
stakeholders at the latter that the college is
operating below capacity. One potential source
of concern is that, at both colleges, PTRs in the
General Education departments – which offer
cross-cutting courses to students across the
other academic departments – are very high.
This could be undermining course quality and
merits further attention.

Table 9: Student–staff ratios by academic department, CoE Maru
CoE Maru
With TQ &
Degree

PTR

27

7

70:1

10

7

6

36:1

7152

33

19

14

216:1

Sciences

1611

44

11

8

36:1

Languages

1371

34

17

5

40:1

Students

Staff

4,304

61

Vocational & Technical

413

General Education

Arts

With teaching
qualification

Note: Student numbers include pre-NCE students. For the Vocational & Technical Education Department, there is a
discrepancy between the number of students, the number of staff, and the PTR listed on the form.
Source: Statement of Facts Form submitted to NCCE.
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Table 10: Student–staff ratios by academic department, FCET Gusau

Department

Students

Staff

PTR

School of Education

2985

27

111:1

Sciences

1269

58

22:1

Languages

730

35

21:1

Business Education

490

33

15:1

PES & ECCE

222

12

19:1

Vocational

180

27

7:1

Technical

94

25

4:1

Pre-NCE

66

Total

3051

217

14:1

Source: FCET Gusau adminstrative records
Note: The college has not yet had any graduates in Adult and Non-Formal Education and Special Needs Education as it
only began to enrol pupils on these courses in 2014. As of 2013, FCET had 13 pupils enrolled on these two courses.
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4.5

Summary of findings

The discussion above points to a number of
key findings on the questions raised in the
introduction to this chapter. It is difficult to
comment firmly on the extent to which the
total supply of NCE holders is aligned with
teacher needs in Zamfara as there is a lack of
comprehensive data on both CoE graduate
numbers and teacher recruitment. However, it
is clear that the process of setting intake
quotas at the CoEs is not geared toward meeting state demand and is driven primarily by
the number of applicants who meet the CoEs’
enrolment requirements. It is also clear that at
present the colleges are producing more NCE
holders than the state can absorb because of
the tight fiscal situation (although this type of
short-term mismatch is inevitable if there is
considerable year-on-year volatility in recruitment numbers).
While gaps in the data make it difficult to
estimate the size of the reserve pool of teachers (i.e. qualified candidates who want to
work as teachers but have not yet found teaching jobs), the evidence available indicates that
this is sizeable owing to the ongoing recruitment freeze. It is clear that, over the short
term at least, the main constraint on teacher
numbers in Zamfara is the lack of funding for
recruitment rather than a dearth of qualified
candidates.
With regards to subject specialisations, again
there is insufficient data to comment on the
full extent of mismatches but there are clearly
some issues here. Notably, less than 20% of
recent cohorts are enrolled on the PES, whereas demand for primary-level teachers will
account for the bulk of total demand for NCE
graduates in the state over the next decade.
While the Linkages Programme has played a
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useful role in creating a platform for the CoEs
and government to interact, it faces a number
of outstanding challenges. In particular, interest in the PES and ECCE courses is relatively low.
One likely reason is that these restrict future
career options to teaching at the primary level.
Furthermore, if the government continues to
hire non-PES holders to teach in primary
schools, there will be little incentive for
students who have a preference for other courses to study the PES.
With regards to the calibre of trainees at the
CoEs, our findings highlight that enrolment
requirements at the colleges are not particularly stringent. This is indicated by the content of
the EAT at CoE Maru, the lack of supplementary
assessments at FCET Gusau, and the fact that
neither college seeks to assess applicants’
non-cognitive skills or aptitude for and interest
in teaching. This, in turn, seems to be largely
dictated by the fact that the NCE is not heavily
subscribed to, which restricts the scope for the
CoEs to be selective in their admissions
process. It is also notable that most stakeholders at the colleges think that their NCE courses
are equipping their students to teach effectively at basic education level. This is inconsistent
with the findings of recent school surveys in
Zamfara – although with the caveat that these
surveys are not restricted to recent cohorts of
NCE graduates.
4.6

Recommendations

Based on these findings, we propose the following recommendations for the state government and CoEs in Zamfara.
1. Introduce more rigorous standards for entry
into the CoEs: There is a strong case for the
CoEs to introduce a more stringent set of
entry requirements, particularly given
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concerns about the quality of the SSCE.
This should include an entrance test that
sets a far higher bar than the current EAT at
CoE Maru, an assessment of key non-cognitive skills that are associated with good
teaching, and an appraisal of applicants’
motivation and interest in teaching. Given
that there is a sizeable pool of reserve
teachers in Zamfara at present, there is
scope for the CoEs to introduce more selective admissions processes and reduce the
size of their student intake, at least over
the medium term. This would need to be
accompanied by reliable government funding for the CoEs’ non-salary expenses. Without this, the CoEs would remain reliant on
student fees to cover these costs and, as a
result, would continue to face incentives to
enrol as many students as possible.
Over the medium term, as teacher recruitment picks up, enhanced selectivity in the
admissions process would need to be
accompanied by complementary measures to improve the attractiveness and
status of the teaching profession, and
therefore boost the number of applicants
to the CoEs (this is discussed further in
Chapter 5).
2. Incentivise the CoEs to improve the quality
of their graduates: As a first step, we recommend that the SUBEB and SMoE carry out
an independent, rigorous assessment of
the subject knowledge and pedagogical
skills of a sample of the CoEs’ recent graduates. This can be used to assess the extent
to which the CoEs are meeting their
mandate of supplying the state with
sufficiently qualified and competent teachers. We also recommend that the state
government builds on this by incentivising
the CoEs to focus primarily on the quality
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rather than the quantity of their graduates.
This could involve a combination of: reducing the CoEs’ reliance on student fees; introducing funding top-ups for the CoEs based
on the share of their graduates who are able
to score in the top bands of a highly selective teacher assessment; and explicitly
linking teacher recruitment to such an
assessment (so that applicants to the CoEs
face even stronger incentives to demand a
high standard of education from the colleges). The efficacy of these measures would
rest on the CoEs receiving sufficient funding
from the state (so that they have the resources to deliver this high standard of teacher
training) and on the assessment process
being well designed.
3. Estimate and regularly share data on teacher
needs by subject with the CoEs: This role
could be played by the SUBEB or the SMoE
and should encompass teacher needs
across schools managed by all the different
education boards. To do this well, the quality
of data related to teachers needs to be
improved on several fronts. First, the quality
and coverage of the ASC needs to be
improved to ensure that there is reliable and
comprehensive data on every teacher’s
specialisation, subject taught, and projected
retirement date. Second, the SUBEB or SMoE
should start to collect data on enrolment,
dropouts, repeaters and graduates by
subject at each of the CoEs. The colleges
already compile some of these data but
there are errors and inconsistencies in their
records. The state government should
collect the data using standardised online
templates with built-in checks to prevent
data entry errors, missing data and inconsistent responses. Third, the government needs
a better understanding of the size of the
reserve pool of teachers (see Recommendation 5).
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4. Prioritise subject specialisations during
recruitment: The provision of information
on teacher needs to the CoEs is very unlikely to be enough to change enrolment
patterns by subject. This will need to be
combined with clear incentives for teacher
trainees to study those subjects that are in
high demand. As discussed in the next
chapter, at present limited emphasis is
placed on candidates’ subject specialisations during teacher recruitment. This will
need to change in order to incentivise
potential teacher trainees to pick specialisations like the PES for which there is high
demand. For instance, the SUBEB should
explicitly target NCE graduates with the
PES specialisation it its recruitment drives
by guaranteeing interviews for all recent
PES graduates.
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5. Introduce a system to track graduate teacher absorption: We recommend that the state
government, in partnership with the CoEs,
introduce a system to track the latter’s graduates. This could involve setting up an online
system that sends email alerts to graduates
once a year asking them to fill in details of:
where they are working; whether they are
teaching; if not, why not; whether they are
interested in moving to a public sector teaching job; and if not, why not. The database
should also compile key information from
the CoEs (e.g. subject studied and academic
records) as well as on graduates’ performance on the assessment proposed in
Recommendation 2. The database should
serve as a key resource during teacher
recruitment. This would have the added
benefit of creating an incentive for the CoEs’
graduates to regularly update their details
on the database.

5

TEACHER RECRUITMENT AND
DEPLOYMENT

CHAPTER 5

Photo Credit: Preston Intl Schools
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INFOGRAPHIC SUMMARY
Introduction
This chapter outlines the
policies and processes that
bring teacher demand and
supply together. It discusses:

How recruitment numbers are set.
The process used to recruit & deploy teachers.
The extent to which these are effective the best
candidates are recruited & appropriately deployed.

Recruitment Process

Recruitment Numbers

SUBEB

Formal, Large-scale
recruitment by education
boards

1.

2

(State University & Basic Education Board)

IEB

IEB

FEB

STB

(Teachers Service Board)

Recruitment
Pathways
2.

Replacement of teachers
in specific posts.

The second is more common where there is a
freeze on large-scale recruitment as there has
been in Zamfara state over the last 5-years.

Although there are no major recruitment
initiatives planned, respondents pointed out
two recent changes in recruitment practices:

(Science & Technology Board)

government parastatals
are in charge of recruitment.

There are

Recruitment Initiatives

(Islamic Education Board)

8,341

TEACHERS IN
ZAMFARA STATE

according to the 2014/15 ASC numbers

PTR

Pupil to Teacher Ratio
is largely used to estimate teacher
needs by SUBEB, TSB & FEB

2

Recent
Changes

Teacher Deployment Process
Applicant
Interviews
SUBEB now interviews
applicants instead of
automatically employing NCE holders.

NCE Certificate
Screening
SUBEB now checks
that all certificates
are authentic.
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The TSB reportedly makes deployment decisions
based on requests made by schools & LGA of origin
of relevant teacher.
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5.1

Introduction

The previous chapters have discussed
the outlook for teacher demand in
Zamfara and the supply of NCE holders
in the state. This chapter outlines the
policies and processes that bring teacher demand and supply together. It
discusses how recruitment numbers
are set, the processes used to recruit
and deploy teachers, and the extent to
which these are effective in ensuring
that the best available candidates are
recruited and appropriately deployed
based on schools’ staffing needs and
teachers’ qualifications. We discuss the
key challenges with each of these
processes and conclude with a set of
tentative recommendations and issues
that merit further attention.
5.2
bers

Process for setting recruitment num-

There are five different parastatals that are
involved in recruiting teachers in Zamfara.
The SUBEB is responsible for most teacher
recruitment to primary schools and JSS but
some recruitment is also carried out by the
TSB, the FEB, the Islamic Education Board and
the Science and Technology Board. The FEB is
responsible for managing 18 primary schools
and 23 JSS for girls, and the TSB for managing
157 secondary schools in the state.17 Their
responsibilities include recruiting and posting
teachers to the schools under their jurisdiction.
Interviews with the SUBEB, TSB and FEB
indicate that recruitment needs are largely
estimated based on PTRs. The TSB and FEB
both reportedly collect data on pupil and
17

teacher numbers in the schools they manage. It
is unclear what data sources the SUBEB uses to
estimate PTRs and how reliable these are. The
most likely source is the ASC, but as discussed
in Chapter 3 there are questions about the
coverage and accuracy of these data. In
addition, the numbers cited in a recent analysis
of teacher demand and supply by the SUBEB
differ from those in the ASC. According to the
SUBEB’s report, the state has a total of 9,130
primary school teachers. This differs from the
numbers in the 2014/15 ASC (8,341 teachers)
and the 2013/14 ASC (9,293).18 In addition, it is
unclear as to where the SUBEB has obtained
data on teachers’ subject specialisations, given
that this information is missing for most teachers in the ASC.
There are

8,341

TEACHERS IN ZAMFARA STATE
according to the 2014/15 ASC
numbers

Once teacher needs are identified by each of
the education boards, these are used to
estimate recruitment budgets that are then
sent to the State Governor for approval. Stakeholder interviews highlight that this final step
has been the binding constraint to teacher
recruitment in recent years as requests for
recruitment funding have not been approved
by the Governor. It is unclear how the Governor
goes about deciding how much funding to
allocate for recruitment and how this is
influenced by the demand estimates produced
by the education boards. This is a critical issue
that needs to be better understood and
influenced in order to improve linkages
between teacher supply and demand.

Stakeholder interviews indicate that the TSB manages roughly 2,900 teachers, 60–80% of whom are NCE holders.
It also differs from the number of teachers in the SUBEB’s administrative records (9,688 teachers), although these records do not distinguish
between primary and pre-primary teachers.

18
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5.3

The recruitment process

There are two broad pathways for teacher
recruitment in Zamfara. The first is formal,
large-scale recruitment by the education
boards. At the SUBEB, this process consists of
an interview that, according to stakeholders,
seeks to assess whether applicants have
mastered the relevant subject matter and the
principles and practices of teaching. It is
unclear how precisely this is assessed. Furthermore, the findings of TDP’s Baseline Impact
Evaluation in Zamfara raise questions about
the rigour of these processes. The survey
found that the share of sampled teachers who
had sufficient or near-sufficient subject knowledge was extremely low: just 2.6% of teachers
fell into this category for English, 28% for
Maths and 3% for Science.
Teachers with near-sufficient
subject knowledge

2.6%

of teachers are
competent in maths

ABC

28%

of teachers english
competent in science

3%

of teachers
competent in science

Similarly, the vast majority of teachers were
unable to correct errors in pupils’ work, provide
relevant feedback, identify pupils’ learning
needs, and monitor their academic progress.
Roughly 90% of teachers demonstrated limited
ability in these areas (De and Petterson 2015).
One caveat here is that these findings are not
restricted to recently recruited cohorts of teachers. However, they do highlight that there is a
strong case to assess the rigour of the state’s
recruitment processes by assessing the basic
skills and competencies of samples of recent
recruits.
SUBEB stakeholders noted that the main
criteria for recruitment is the possession of an
NCE or a degree. NCE certificates submitted by
applicants are passed on to the CoEs for verification. The SUBEB also considers the LGA that
applicants are from. This forms part of its efforts
to combat the difficulties that the state has
faced in deploying teachers to rural areas (see
Section 5.4). SUBEB staff acknowledged the
need to take subject specialisations into
account when making recruitment decisions,
but noted that this is not being done systematically at present. This is partly because of a
dearth of applicants for certain subjects. The
SUBEB also tries to take account of academic
performance, favouring candidates with a
merit or credit in the NCE rather than those
who have just passed, but stakeholders noted
that greater weight is placed on whether the
candidate is from one of the LGAs in which
vacancies exist. The recruitment process does
not include a practical teaching session – a
stakeholder at the SMoE noted that this is
because candidates’ abilities on this front
should have already been adequately tested
through the teaching practice component of
the NCE.
The FEB and TSB’s formal recruitment processes
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are similar to the SUBEB’s. One stakeholder at
the FEB noted that the interview is a crucial
part of their selection process as, in their experience, candidates with the required qualifications do not always have the basic competencies needed to teach. At the TSB, subject
specialisations are taken into account during
recruitment. At the FEB, stakeholders’ responses on this were mixed.19
The second recruitment pathway involves the
replacement of teachers in specific posts. This
type of recruitment is more common when
there is a freeze on large-scale recruitment, as
has been the case in Zamfara over the last five
years. In such a context, ad hoc recruitment
may take place to fill some of the vacancies
that arise when teachers retire. In these cases,
the job is not advertised – SUBEB stakeholders say that they would then get hundreds of
applicants leading to an extensive process,
which is seen as unsuitable for filling just one
vacancy.20 Instead, the LGA typically identifies
an individual from the relevant community
who has an NCE and forwards their details to
the SUBEB, which then interviews the candidate. This process is entirely informal (rather
than the SUBEB drawing on a reserve list of
teachers compiled during previous application rounds). The applicant’s subject specialisation is typically not considered. The FEB
takes a similar approach but instead of interviewing applicants identified by the LGA, it
invites previous applicants who are already
on its records.
There is recognition among stakeholders that
this type of ad hoc approach has weaknesses.
First, it means that teacher replacement only
takes place in a subset of schools in which a
suitable candidate is put forward by the LGA.
19

Second, the process is less selective and rigorous as the vacancy is not advertised across the
state. However, there is a sense that this type of
approach is unavoidable when funds for
large-scale recruitment are not available. This
state of affairs has led to a somewhat perverse
situation in which at times when recruitment is
limited and the state has the scope to pick from
a large pool of qualified candidates, it resorts to
less formal procedures that are particularly
poorly suited to ensuring that the best available candidates do get recruited.
Schools have almost no involvement in the
recruitment process. Their role is largely restricted to informing the LGA of their teacher needs.
This process takes place informally, for instance
during quality assurance visits, rather than
through a systematic stock-taking process. The
TSB and, in some cases, the FEB do include
teachers on their interview panels, but teachers
and head teachers have no say over who is
recruited to the schools at which they work.21
Respondents had mixed views on the desirability of greater school-level involvement in recruitment. One respondent expressed concern that
head teachers would leak the content of interviews to potential applicants. Others noted
that schools should be more involved in recruitment as they know what kinds of teachers they
need.
Stakeholders’ perceptions of challenges
with recruitment
Stakeholders highlighted several challenges
related to recruitment. The most widely cited
one was the risk of political interference. One
stakeholder noted that this tends to be more
prevalent during periods of limited recruitment

The SMoE does not carry out its own recruitment. However, the Director of Quality Assurance at the Ministry audits the recruitment process at
the parastatals to make sure that the relevant procedures are being followed. LGAs are also no longer responsible for recruiting teachers. In the
past, LGAs were responsible for all recruitment at the basic education level, but this practice has been discontinued as they tended to hire people
who did not have the NCE or a degree.
20
As noted above, in recent years many vacant posts have not been filled. If all vacant posts were being systematically filled, there would be a case
for large-scale recruitment.
21
At the TSB, secondary school teachers who teach the relevant subject are routinely included on interview panels. At the FEB, teachers may be
included on the panel if neither the board nor the SMoE has someone with the relevant subject specialisation.
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when large numbers of NCE graduates are
unemployed. Another challenge is that some
LGAs do not have enough qualified teachers.
This is problematic given the government’s
preference for hiring teachers from the
relevant LGA in an effort to boost deployment
in rural areas (see below). A related issue is
that the tendency to place more weight on
applicants’ LGA of origin rather than subject
specialisation has contributed to a situation in
which many teachers are teaching subjects
they have not specialised in. One stakeholder
at the SUBEB also noted that it is unclear
whether possession of an NCE does in fact
signal that an individual has the basic skills
and knowledge needed to teach effectively.
On the other hand, a few stakeholders said
that the recruitment process is largely satisfactory.
Overall, there does not seem to be a sense
among stakeholders that there is need for
significant reforms to the recruitment
process. The one notable exception was the
quality assurance team at the SMoE, which
expressed concern about the quality of the
teaching workforce, but noted that it has
limited scope to influence recruitment practices.22

Although there are no major recruitment
initiatives planned, respondents pointed out
two recent changes in recruitment practices:

2

Recent
Changes

Applicant
Interviews
SUBEB now interviews
applicants instead of
automatically employing NCE holders.

5.4

NCE Certificate
Screening
SUBEB now checks
that all certificates
are authentic.

The deployment process

Recruitment initiatives

Once teachers are recruited, the next step is to
decide which schools to post them to. The
SUBEB assesses teacher demand per LGA on
the basis of data on enrolment and teacher
numbers, and then draws up lists of teachers to
be deployed to each LGA. Within each LGA, the
Education Secretary decides which schools to
post teachers to.

There are no major planned recruitment initiatives in the state. One respondent mentioned
that the government is considering restricting
recruitment to indigenes of the state, but this
has not been verified. Respondents also
referred to two recent changes in recruitment
practices. First, the SUBEB now checks that all
NCE certificates are authentic. Second, they
have begun to interview applicants rather
that automatically offering teaching positions
to all NCE holders.

Education secretaries may receive information
on schools’ staffing needs from the LGAs’ quality assurance officers, schools themselves, or
their school-based management committees.
It is unclear how subject specialisations are
considered during this process. Stakeholders
noted that, at present, given that there are
teacher shortages in most parts of the state, the
SUBEB automatically posts new recruits to their
LGA of origin rather than making deployment
decisions based on LGA-level demand.

22

As one member of the SMoE quality assurance team noted: ‘there was a time myself and my director were invited to the house of assembly just
to review the recruitment process and it didn’t go down well for us!’
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Teacher Deployment Process

The TSB reportedly makes deployment decisions
based on requests made by schools & LGA of origin
of relevant teacher.

The FEB and TSB both follow a slightly simpler
process, posting teachers directly to the
schools they manage. Stakeholders at the FEB
noted that the board collects monitoring data
that is used to assess staffing needs by school
and subject. Teachers are posted to schools
based on this data. One respondent noted
that teachers’ preferences are usually not
considered as most teachers would want to
be posted in the state capital, Gusau. The TSB
reportedly makes deployment decisions
based on requests made by schools and the
LGA of origin of the relevant teacher. As part
of this study, it has not been possible to assess
the extent to which these differences in
process lead to varying deployment
outcomes as we do not have school-level data
disaggregated by the board that schools are
managed by. There may be a case for the ASC
to record which board schools are managed
by in order to facilitate the identification of
opportunities for lessons and ideas to be
shared across the education boards.
Challenges
As discussed in Chapter 3, deployment
patterns in the state are uneven, with some
schools and LGAs facing particularly large
shortages while others have a small surplus of
teachers. Qualitative research for this study
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suggests that this is heavily driven by difficulties with posting teachers to rural areas. There
are several reasons why teachers prefer to work
in the cities. One factor that was highlighted
repeatedly by stakeholders was the lack of suitable accommodation for teachers in rural areas.
In addition, rural areas typically have limited
social amenities and may not have access to
electricity and safe drinking water. Insecurity is
also reportedly more of a problem outside the
cities. The state government does not provide
any special allowances to combat these disincentives to working in rural schools. Notably,
two respondents mentioned that teachers are
sometimes posted to remote areas as a punishment for misdemeanours – this highlights the
extent to which rural posts are seen as unattractive by teachers.
‘You find many teachers in the centre, and the
periphery is affected. People like to remain in the
city.’
- Stakeholder, SMoE
Several stakeholders noted that teachers who
are posted to rural areas often try and use their
political connections to get transferred to an
urban school. This reinforces disparities
between urban and rural PTRs.
‘The trend now is that when you transfer a
teacher to remote areas they will instantly reject
it and there is nothing you can do. People including the teacher will pressurise you.’
- Stakeholder, FEB
Another challenge, although one that was
much less frequently mentioned, is that there
are shortages of teachers in certain subjects
such as English and the Sciences.
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Deployment initiatives
The Zamfara government has recently adopted approaches to try to address some of these
challenges. The SUBEB has started to post
teachers to their LGA of origin in an effort to
raise the likelihood that teachers will stay in
post. The rationale for this is that teachers
may find it easier to find accommodation if
posted close to their place of origin. However,
prioritising this criterion means that schools
often do not have teachers with appropriate
subject specialisations. In addition, some
LGAs do not have enough NCE graduates.
The SUBEB has also adopted an approach
referred to as the Gurgusa23 model to improve
deployment. One SUBEB stakeholder
described this in the following terms:
‘When a person is recruited and he is from area
A, for example, he will be posted to a school in
area B, which may not be far from his home.
(This is) so that everybody will be posted very
close to his area of residence. Then next time he
will be deployed to area C from area B and the
next time he will be deployed to area D. A
person from position A will not be transferred
directly to D, but first to B. This way, teachers go
around schools without necessarily going far
from the former place. All LGAs are instructed to
follow this process.’
- Stakeholder, SUBEB
This policy has been in force for two to three
years and stakeholders say that it is helping to
improve rural deployment, although this is
yet to be reflected in the data on deployment.
A few further measures were also mentioned
during the research. Another SUBEB stakeholder noted that all newly constructed
schools will include housing for teachers. The
23

This means ‘shift’ in Hausa.

Teacher Supply and Demand in Zamfara | Final Report

government is also reportedly looking to
construct staff houses for schools that have
identified this as a priority in their School Development Plan and for rural schools. However,
the critical question is whether this will get
implemented given the current fiscal climate. A
SUBEB staff member mentioned that some
schools struggle to retain teachers because
they do not have effective head teachers, and
that the state is trying to address this by recruiting the most qualified and competent teachers
to work as head teachers. However, it was
unclear what precise measures are being taken
to achieve this.
Zamfara has also been implementing a scheme
to increase the number of female teachers in
rural schools. However, this has faced various
implementation challenges and funding for
the scheme appears to have been discontinued
in recent years (see below). As discussed in
Section 3.2, it is unclear whether there is a
strong case to focus on addressing the gender
gap in teacher numbers, and whether this
would represent a particularly effective way to
improve girls’ education outcomes in rural
Zamfara. If such a focus is justified, the state’s
experience with the Female Teacher Trainee
Scholarship Scheme (FTTSS), combined with
the low absorption rate of NCE holders in
recent years, suggests that there is a case to
intervene at the point of recruitment rather
than teacher training. This could take the form
of a highly selective scheme that hires high-performing female teachers, posts them to rural
schools and places them on a faster career
progression track while also providing special
opportunities for upgrading their skills and
qualifications.
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The FTTSS (Female Teacher Trainee Scholarship Scheme)
The FTTSS is an initiative introduced by UNICEF and part-funded by the SUBEB to recruit
more women to teaching posts in rural areas. It was introduced in Zamfara in 2012
against the backdrop of very low numbers of female teachers in rural schools – the
2014/15 ASC indicates that only 5% of rural teachers in Zamfara are women.
Under the scheme, scholarships are provided to women from rural areas to study for the
NCE. Trainees are selected by the education secretaries in each LGA. Upon graduation,
they are expected to take up teaching jobs in the communities that they are from for a
minimum of two years.
Stakeholders expressed widespread support for a scheme of this kind that promotes the
recruitment of female teachers, particularly to rural areas. However, they also noted that
the FTTSS has encountered various implementation challenges. While trainees are
supposed to be from rural areas, in practice many are not and only manage to get selected to the scheme because of their political connections. There are cases where trainees
say they are from rural areas during the selection process but refuse to work in rural
schools upon graduation because their families have moved to a city. In addition, a
number of trainees have been out of the school system for a few years and struggle with
the NCE. In line with this, the graduation rate for the first few cohorts of trainees was very
low – one stakeholder at CoE Maru estimated this at 25%. There are also issues with the
payment of students’ allowances, which suffer from delays.
The status of the scheme in Zamfara is unclear. Stakeholders at CoE Maru noted that the
college has not had new intakes of FTTSS trainees over the last two years. They also mentioned that the fiscal situation in the state is affecting the payment of salaries to recent
FTTSS graduates who have been employed by the state.
These findings are consistent with EDOREN’s recent research on the FTTSS, which
suggests that it may not be the most effective way to increase the number of female
teachers in rural schools. Research in Niger and Bauchi states highlights that it is difficult
to find enough academically qualified women from rural communities to enter the
FTTSS. Partly as a result, graduation rates under the scheme are very low. In addition,
many states are not recruiting all female graduates from their CoEs, so the case for a
scheme that focuses on teacher training – rather than recruitment and deployment – is
questionable. In line with this, EDOREN (2016) recommends an alternative approach: the
replacement of the FTTSS with a prestigious recruitment scheme under which high-quality female teachers are posted to hard-to-staff rural schools with additional pay and
advanced career progression opportunities.
Sources: Stakeholder interviews, EDOREN (2016)
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Stakeholders’ suggestions to improve
deployment
Stakeholders offered several suggestions to
improve deployment, linked to the challenges mentioned above:
The most common suggestion was that
the government should provide accommodation for teachers, particularly in rural
areas.
‘If you establish a secondary school without
accommodation it is useless.’

particularly given the prevalence of political
interference in posting decisions.
One stakeholder suggested that traditional
leaders should create awareness about the
importance of having enough teachers in
rural areas and encouraging prospective
teachers to work in rural schools. While such
measures would play a useful supporting
role, it is unclear how much impact they
would have if implemented in isolation, in
the absence of additional steps to address
the fundamental disincentives to working in
rural areas discussed above.
5.5

Teacher motivation

- Stakeholder, TSB
Another common suggestion was the
provision of a rural posting allowance,
particularly for teachers who have specialised in subjects for which there are high
levels of unmet demand in rural areas.
These suggestions were rooted in the
recognition that deployment equity will
remain a challenge until living standards
improve in rural Nigeria and that, till then,
teachers need to be incentivised to work in
rural schools. However, given the frequent
references to political interference during
this research, it is important to consider
the risk that the such a system would be
subject to abuse, with allowances being
paid to well-connected teachers who are
not in fact posted in rural schools.
One respondent suggested that teachers
should be required to rotate between rural
and urban postings. A related suggestion
was that teachers from a particular LGA
should be required to teach in that LGA. In
both cases, there are questions about the
scope for enforcing these measures,

Teacher Supply and Demand in Zamfara | Final Report

Although teacher motivation and the
perceived attractiveness of the teaching profession were not an explicit focus of this study,
these issues were highlighted by a range of
stakeholders during our qualitative interviews.
For the most part, views on this were not
shared in response to specific questions but
rather on respondents’ own initiative. This
underlines that low teacher motivation is seen
by stakeholders as a critical constraint on education outcomes in Zamfara.
There was widespread recognition among
stakeholders that teachers in Zamfara face
difficult working conditions. Respondents highlighted a range of extrinsic and intrinsic factors
that are undermining teacher motivation.
Teachers in Zamfara are perceived to be poorly
paid. One stakeholder at the SUBEB said that
the state has the lowest teacher salaries in the
country. Respondents also noted that the state
is not yet complying with the official minimum
wage for teachers, which is NGN 18,000 per
month. Motivation is also undermined by
delays in salary payments and in payment of
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N18,000 Minimum Wage

IS NOT BEING IMPLEMENTED

the increment that is due to teachers who
have been promoted. Furthermore, schools
are often poorly resourced, which may undermine teachers’ ability to contribute meaningfully to pupils’ learning and their perceived
self-efficacy. This is likely to erode the intrinsic
satisfaction that they derive from teaching.
Finally, the level of respect given to teachers
and the profession has reportedly declined
over time.
‘I want to add here a kind of appeal to the
government. Though we know we are in financial (difficulties)… let the packages of teachers
be improved as there is no way we can have
effective teaching and learning when the
teacher is hungry.’
- Stakeholder, CoE Maru
‘Maybe if you will have a way of advising the
state or rather the federal government to look
into this issue of teacher financing with all
seriousness, because you cannot expect somebody receiving NGN 10,000 to NGN 15,000 in a
month to work effectively.’
- Stakeholder, SUBEB
‘Teaching is a very difficult profession. Teachers
are not recognised, not motivated, not paid
allowances, don’t have sufficient laboratories,
materials and teaching aids.’
- Stakeholder, SMoE
‘Those who are lucky enough to get other jobs
do not go into teaching.’
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- Stakeholder, SMoE
‘Teachers are running away from teaching
because our community does not regard it as a
profession. Any young man who finishes university, unless he cannot get any other job, he will not
come for teaching … because the teaching
profession is neglected. The government is not
taking care of teachers.’
- Stakeholder, FEB
It is difficult to see how these issues can be
resolved in the absence of significant increases
in funding for basic education, for instance to
raise teachers’ salaries and ensure that schools
are adequately resourced. While there are no
obvious solutions to these issues, particularly in
the current fiscal climate, it is vital to recognise
that low teacher motivation is a fundamental
problem that merits much greater attention.
The findings discussed in this study underline
that it is unlikely that significant improvements
in learning outcomes can be achieved through
better linkages between CoEs and government
or more rigorous recruitment practices if the
teaching profession continues to be seen as a
last resort by most young Nigerians.
5.6

Summary of findings

The findings discussed above suggest that the
main barriers to ensuring that sufficient numbers of teachers are recruited in Zamfara are
political and financial. While the education
parastatals try to use systematic processes to
assess teacher needs, funding for recruitment is
ultimately determined by the State Governor. It
is unclear how the Governor decides how much
money to allocate for recruitment and the
extent to which this is influenced by the
parastatals’ estimates of teacher needs. A key
priority must be to understand how this
decision is made and how it can be influenced.
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There is also a strong case to simultaneously
work on improving the reliability of the data
that the parastatals use to assess teacher
needs.
It is unclear whether the recruitment process
is rigorous enough to ensure that teachers
have the basic skills needed to teach effectively. While it does include an interview that
seeks to assess candidates’ subject knowledge and teaching skills, it is unclear how
stringent this process is. The information that
is available on teachers’ skills in Zamfara
underlines that there are questions about
this.
The findings also suggest that there are
limited mechanisms in place to ensure that
the most competent or qualified NCE graduates are the first to be recruited. This is particularly pronounced when there is a freeze on
large-scale recruitment, as has been the case
in recent years. More generally, subject
specialisations and performance on the NCE
are not prioritised during recruitment, partly
as greater weight is placed on candidates’ LGA
of origin. This is underpinned by the difficulties that the government faces in deploying
sufficient teachers to more remote or rural
LGAs.
The findings indicate that government
officials are aware that deployment patterns
are uneven and are doing what they can to
address this, for instance through the Gurgusa
approach and by posting teachers to their
home LGAs. However, significant further barriers remain to deploying enough teachers to
rural areas. It is difficult to see how these can
be tackled in the absence of fundamental
changes in the scope for political interference
or special incentives for teachers to be posted
in rural areas. The challenges with rural
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postings have also meant that subject specialisations tend to be neglected when making
deployment decisions, as greater emphasis is
placed on the teachers’ LGA of origin.
One critical overarching constraint in Zamfara
is that teacher motivation levels are low and
the teaching profession is not seen as an attractive career choice. It is difficult to see how the
state can significantly improve the calibre of its
teaching workforce without addressing this
fundamental issue.
5.7

Recommendations

We propose the following recommendations in
light of these findings:
1.
Lobby the Governor to commit to at least
keeping the teacher payroll budget
constant in real terms: This sort of modest
political commitment should be both realistic and attractive for the state government.
Once such a commitment is secured, its
implementation should be monitored and
publicly reported on, to ensure that it is
maintained. At the very least, this would
ensure that the state can hire enough teachers to replace those leaving the workforce.
Given that teacher needs are set to grow
rapidly and that oil prices are likely to pick
up over the medium term, stakeholders
should also try and secure a commitment
from the Governor that the basic education
budget will be increased at least in line with
overall growth in the state’s fiscal budget.
2.
Find cost-neutral ways to increase teacher
numbers, including carrying out further,
regular payroll audits: This would include
exploring alternative staffing models such
as hiring less-qualified teaching assistants
on lower salaries to work alongside teachers.
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3.

4.

Carry out a rigorous assessment of the
skills and competencies of a sample of
recent teacher recruits: In light of recent
survey findings on teachers’ low levels of
skills and subject knowledge in Zamfara,
we recommend that an independent
assessment be carried out of the skills and
knowledge of a sample of recent teacher
recruits to enable the state to reflect on the
adequacy of its recruitment practices.
Given that there has been very little recruitment in recent years, it would also be
worthwhile to include a sample of recent
NCE graduates in the states in such an
assessment, particularly as possession of
the NCE remains the main criteria for
recruitment. For such assessments to be
useful and meaningful, it is vital that they
be carefully designed and administered. In
particular, they must be geared toward
assessing the types of skills and competencies that are in fact associated with
high-quality teaching.

5. tant for effective teaching.
Explore a set of policy options related to
incentivising teachers to work in rural areas:
We recommend that discrete choice experiments be used to better understand teachers’ preferences for working in different
locations in order to identify the most effective ways to incentivise teachers to work in
rural areas. These could take the form of
financial incentives, the provision of housing or scholarships for upgrading their skills.
With regards to financial incentives it is
worth noting that evidence from other
African countries suggests that rural teaching allowances need to amount to at least
30% of base salaries to influence teachers’
incentives (Mulkeen 2009). When designing
such schemes, it is also vital to have a fair
system for classifying schools. For instance,
remote rural schools should not be classified
in the same way as those in small towns.
Adedeji and Olaniyan (2011) recommend a
four-tiered system that classifies schools as
urban, semi-urban, rural or remote.

Maintain a reserve list of applicants from
previous recruitment rounds: This would
contribute to a more systematic process of
recruitment even during times when there
is a freeze on large-scale recruitment in the
state.
In line with the recommendations in Chapter 4, we also propose that the state invite
all NCE graduates and other qualified
candidates to undergo a highly rigorous
standardised assessment, the results of
which should then feed into recruitment
decisions and the compilation of the
reserve list. As noted above, such an assessment would need to be well designed to
ensure that it is in fact assessing the set of
skills and knowledge that are most impor-
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As part of its efforts to improve rural deployment, Zamfara should also consider introducing a very selective and prestigious rural
recruitment scheme that hires highly qualified and competent candidates to work in
rural schools and offers them an accelerated
promotion track and higher pay or better
opportunities for upgrading their skills. With
any such scheme, it is vital that sufficient
checks be put in place to ensure that it is
implemented transparently and to insulate
it from the risk of political interference.
6.
Identify ways to improve the attractiveness
of the teaching profession: It is clear that this
is a major constraint on the supply of suitably qualified and motivated teachers in
Zamfara. Addressing it is likely to involve a
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mix of increasing pay (at least for well-performing teachers), ensuring that teachers
are paid on time, ensuring that they have
the resources they need to do their jobs,
setting out promotion criteria on merit
(rather than years of service) and finding
ways to improve the status of the profession. Some of this will be difficult to
achieve in the current fiscal climate. Nevertheless, this is an issue that merits much
greater attention given that it has fundamental implications for the calibre and
performance of teachers in Zamfara.
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CONCLUSION

CHAPTER 6
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The findings discussed above highlight that
Zamfara is faced with a large shortage of
teachers in its public primary schools and is
struggling to address this in the current fiscal
climate. Furthermore, teacher demand is set
to grow rapidly over the next decade, particularly if the state is to make progress toward
national norms associated with the policy of
UBE. Our forecasts indicate that growth in the
school-age population alone is likely to lead
to a 43% increase in teacher demand at the
primary level and an 83% increase at JSS level
between 2015 and 2025. If the state were to
make gradual progress toward UBE goals,
teacher demand would grow sharply to more
than three times the current number at primary level and almost five times the current
number at JSS level by 2025.
On the supply side, processes for setting
intake levels at the CoEs are not primarily
geared toward meeting the state’s needs for
teachers. As a result, there are mismatches
both in terms of the total number of NCE graduates and their subject specialisations.
Redressing these mismatches would require
more than just sharing information on the
state’s needs with the CoEs. In particular,
subject specialisations would need to be heavily prioritised during recruitment in order for
entrants to CoEs to have an incentive to opt
for those subjects that are in high demand in
the state. There are also questions about the
extent to which the CoEs’ graduates have the
skills and knowledge needed to teach effectively at the basic education level. This issue
merits further scrutiny. Over the medium
term, given the tight fiscal situation and the
likelihood that there is a large reserve pool of
teachers in the state, there is a strong case for
the government and CoEs to focus on improving the calibre rather than the number of NCE
holders.
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Stakeholder interviews and administrative data
both indicate that recent teacher recruitment
levels have not been sufficient to even maintain the size of the teaching workforce in
Zamfara. Budgets for teacher payroll costs are
subject to discretionary decisions by the State
Governor.
As a result, understanding and influencing this
decision-making process is crucial to improving the availability of teachers in the state. Our
findings also highlight that there are limited
mechanisms by which to ensure that the most
competent and qualified candidates are the
first to be recruited, particularly at times when
there is a freeze on large-scale recruitment, as
at present. Deployment patterns in the state
are highly uneven, driven in part by teachers’
preference for working in urban areas. Across
the board, a dearth of accurate data restricts
the scope for effective planning and teacher
management processes. Another key cross-cutting issue is the unattractiveness of the teaching profession, which has critical implications
for the calibre of prospective teacher recruits.
This deserves close attention from the state
government as part of its efforts to improve the
quality of basic education in Zamfara.
In light of these findings, this report has
proposed a number of suggestions for the state
government and CoEs. The table below briefly
summarises these and indicates which chapter
readers should refer to for further details of
these recommendations.
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Table 11: Summary of Recommendations
Key Recommendations
State Governor
1. Commit to at least keeping the teacher payroll budget constant in real terms or increasing it in line with the overall state budget, whichever is higher.

The SUBEB and SMoE
1. Invest in improving the quality of data on basic education (including collecting data on
repetition, dropout and graduation rates at the CoEs).
2. Incentivise the CoEs to improve the quality of their graduates. This could involve: reducing
the CoEs’ reliance on student fees; introducing funding top-ups for the CoEs based on the
share of their graduates who are able to score in the top bands of a highly selective teacher
assessment; and explicitly linking teacher recruitment to such an assessment.
3. Estimate and regularly share data on teacher needs by subject with the CoEs.
4. Introduce an online system to track graduate teacher absorption, in partnership with the CoEs.
5. Identify cost-neutral ways to increase teacher numbers, including by carrying out further
regular payroll audits.
6. Carry out a rigorous assessment of the knowledge and skills of a sample of recent teacher
recruits.
7. Explore a set of policy options related to incentivising teachers to work in rural areas.
8. Identify ways to improve the attractiveness of the teaching profession (e.g. by increasing
pay for well-performing teachers; ensuring that teachers are paid on time; ensuring that they
have the resources they need to do their jobs; setting out promotion criteria on merit; and
finding ways to improve the status of the profession).

All education boards
1. Redeploy teachers from JSS to primary schools.
2. Prioritise subject specialisations during recruitment.
3. Maintain a reserve list of applicants from previous recruitment rounds.

CoEs
1. Introduce more rigorous admissions processes for entry.
1.

Chapter of the report in which further details of the recommendation can be found.

Teacher Supply and Demand in Zamfara | Final Report

Chapter1

61

Bibliography
Adedeji, S. and Olaniyan, O. (2011) Improving the conditions of teachers and teaching in rural
schools across African countries. UNESCO.
Bennell, P., Anyawu, S. and Dodo, M. (2014) The Supply of and Demand for Primary and Junior
Secondary School Teachers in Katsina State, 2014–25. Abuja: EDOREN.
De, S. and Pettersson, G. (2015) TDP In-Service Training Impact Evaluation Quantitative Baseline
Survey Report. Abuja: EDOREN.
Dunne, M., Humphreys, S., Dauda, M. and Kaibo J., with Garuba, A., 2013. Adamawa State primary
education research: Access, quality and outcomes, with specific reference to gender. Yola/Brighton, UK: Adamawa State Universal Basic Education Board
EDOREN (2015) The Female Teacher Trainee Scholarship Scheme: Operational research study for
the UNICEF Girls Education Project Phase 3 (GEP3). EDOREN Operational Research Study. Abuja:
EDOREN.
EDOREN (2016) Is the Female Teacher Trainee Scholarship Programme the best way to get more
female teachers into rural schools? EDOREN Policy Brief. Abuja: EDOREN.
Humphreys, S. and Crawfurd, L. (2014) Review of the literature on basic education in Nigeria:
Issues of access, quality, equity and impact. Abuja: EDOREN.
Mezger, C. (2014) Education data in Nigerian national household survey data: Review of survey
reports and evidence from microdata. Abuja: EDOREN.
Mulkeen, A. (2009) Issues in Teacher Supply, Training and Management. Washington: The World
Bank.
Santiago, P. (2002) Teacher Demand and Supply: Improving Teaching Quality and Addressing
Teacher Shortages. OECD Education Working Papers, No. 1. Paris: OECD Publishing.
Steenbergen, V. and Hill, P.S. (2016) The State of Teachers in Nigeria’s Basic Education Sector:
EDOREN Teacher Synthesis Report. Abuja: EDOREN.
Watts, M. and Allsop, T. (2016) Managing Primary Teachers in Kaduna and Katsina States. Abuja:
EDOREN.
Zamfara State Ministry of Education (2015) Medium Term Sector Strategy 2016–18.
Zamfara SUBEB (2015) Optimal Teacher Supply and Demand Analysis.

Teacher Supply and Demand in Zamfara | Final Report

A-D

ANNEX
ANNEX A: Quantitative Methodology
ANNEX B: Qualitative Methodology
ANNEX C: Statistical tables
ANNEX D: Research matrix

Photo Credit: www.gov.uk

63

Annex A: Quantitative Methodology
In order to project teacher demand between 2015 and 2025, we use the EPSSim model. This can be used
to analyse and project resource needs under different scenarios. To project teacher demand over the
10-year period, we use baseline data pertaining to the school-age population, pupil enrolment and the
teacher stock, set policy targets such as the PTR, and then use the model to project demand under different scenarios. The core parameters that need to be set for scenario development are the GIR, 24 promotion25 and repetition rates26 and PTRs.
We project teacher demand in Zamfara under two scenarios. In the first scenario, the status quo scenario,
the key policy levers remain at their baseline levels and growth in teacher demand is driven entirely by
growth in the size of the school-age population. In the second scenario, the UBE scenario, the national-level goals of universal enrolment in basic education and PTRs of 40:1 at primary level and 35:1 at JSS level
are achieved at the end of the forecasting period. Enrolment rates and PTRs gradually adjust to these
national-level targets over the course of the forecasting period. Table A.1 outlines the full set of parameters used for each scenario.
Table A.1: Parameters for each scenario
Parameters used for each scenario
Parameter

Scenario 1: Status quo

School-age population growth

3.2% per annum

3.2% per annum

GIR

Primary: F – 53%; M – 74%
JSS: F – 51%; M – 67%

Gradual adjustment toward 100% for
primary and JSS by 2025

Promotion rate

Primary: F – 91%; M – 92%
JSS: F – 61%; M – 72%

Gradual adjustment toward 100% for
primary and JSS by 2025

Repetition rate

Primary: 0%
JSS: F – 0%; M – 0.5%

Gradual adjustment toward 100% for
primary and JSS by 2025

Enrolment in public schools as
a share of total enrolment

F: 95%
M: 97%

F: 95%
M: 97%

57:1

Gradual adjustment toward PTRs of
35:1 at JSS and 40:1 at primary level

PTR

Scenario 2: UBE by 2025

Source: Authors’ own calculations using ASC and census data.

School-age population projections
Projections of the school-age population are key to forecasting teacher demand. The concept note27 had
proposed using data from the 2006 Nigerian census to calculate baseline estimates of the school-age
population. Our proposal was to use these data to calculate the size of the school-age population in 2006,
and then apply the inter-censal population growth rate – using census data for 1991 and 2006 – to project
24

The gross intake rate is defined by the World Bank as the total number of new entrants in the first grade of primary education – regardless of
age – expressed as a share of the population at the official primary school-entrance age (age six in Nigeria).
25
The promotion rate is defined as the share of pupils from a cohort enrolled in a given grade in a given school year who study in the next
grade in the following school year.
26
The repetition rate is defined as the share of pupils from a cohort enrolled in a given grade in a given school year who study in the same grade
in the following school year.
27
See Steenbergen, V., Rai, S., Doyle, A., Wallin, J., and De, S. (2016) Teacher Supply and Demand in Jigawa and Zamfara – Revised Concept Note.
Abuja: EDOREN.

Teacher Supply and Demand in Zamfara | Final Report

64

this forward to 2014. However, the field team was unable to get the full census dataset for Zamfara. The
only data available from the 2006 census were the total population count in the state, disaggregated by
gender. 28
This was projected forward using the inter-censal population growth rate for Zamfara, which was 3.2% per
annum. 29 The aggregate population estimates for 2014 were then disaggregated by age using data on
the age distribution from the 2013 Demographic and Health Survey (DHS). This was used to estimate the
number of children aged 6–11 years (primary school age) and those aged 12–14 years (JSS age).
The 1991–2006 inter-censal growth rate was also used to obtain projections of the school-age population
over the forecasting period. It is worth noting that this assumption – i.e. that average annual population
growth will have been the same in 1991–2006 as in 2006–2014 and in 2014–2025 – is contestable given
the tendency for population growth rates to decline as countries develop. The concept note had proposed
using birth registration records to triangulate estimate of school-age population growth. However, it has
not been possible to get access to these records for Zamfara.
In light of these issues, we have produced an alternative set of forecasts based on the UN’s population
growth projections for Nigeria. These are outlined in Table C.6 in Annex C.
Growth in pupil numbers
The most crucial step in estimating teacher demand is to accurately project pupil enrolment. In the
EPSSim model, GERs are driven by the GIR – the share of children of Primary Grade 1 age (age six in the
case of Nigeria) who are enrolled in school. We use the most recent ASC data, from 2014/15, combined
with our estimate of the population of six-year-olds in 2014, to calculate the GIR into public school in
Zamfara. We estimate this at 72% for boys and 50% for girls.
The GER at primary level is determined by a combination of the current GIR, the GIR for the previous five
cohorts of pupils (this influences the number of pupils in primary grades 2–6 at baseline), and repetition
and dropout rates. The GER at JSS level is determined by these variables and the transition rate between
primary school and JSS.
Data from the ASC indicate that repetition rates at both primary and JSS levels are less than 1% per year.
This is an unusually low figure but is largely consistent with the Nigerian government’s official policy of
automatic promotion during the eight years of basic education. A promotion rate of above 99%, or equivalently a repetition rate of below 1%, indicates that this policy is being applied almost perfectly in all
schools. However, there is some concern that this policy may incentivise teachers to under-report repetition as it goes against the government’s policy, and that actual repetition rates may be higher than reported.
Dropout rates are reported in the ASC data and are also found to be very low. In order to more accurately
determine dropout rates, we apply cohort analysis using two consecutive years of ASC data. The
year-on-year change in enrolment, taking promotion and repetition rates into account, can be used to
calculate the dropout rates. Dropout rates fluctuate for each year but are estimated at between 4.9% and
7.5% for boys in P1 to P5, and 1.7% to 6.6% for girls. Dropout rates are especially high in P6 where they are
calculated to be 16.7% and 34.1% for boys and girls respectively. Dropout rates in JSS are much higher –

28

This is published on the National Population Commission’s website: www.population.gov.ng/index.php/
The United Nations Population Division publication Population Prospects: The 2015 Revision estimates Nigerian population growth between
2.50% (1995–2000), 2.55% (2000–2005), 2.65% (2005–2010), and 2.67% (2010–2015).
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between 25.1% and 31.4% for males and between 35.9% and 45.6% for females. It is possible that these
high estimates are partly driven by differences in the coverage of the ASC between 2013/14 and 2014/15.
We use cohort analysis to calculate transition rates between P6 and JSS1 by comparing enrolment in P6 in
2013/14 to enrolment in JSS1 in 2014/15. This indicates that transition rates in Zamfara are very low, at
51% for females and 67% for males.
In the status quo scenario, the GIR, dropout rates and repetition rates are assumed to stay constant over
the forecast period. The GER nevertheless fluctuates slightly in the initial years of the forecast period,
driven by year-on-year fluctuations in the historical GIR. In the UBE scenario, the GIR increases gradually to
100%. Given that some children are enrolled in private schools, this translates into a public sector GIR of
97% for girls and 98% for boys. In this scenario, promotion rates also gradually increase to 100%.
Table A2: Growth in pupil numbers – primary
Primary
Scenario

GIR (public schools)

Status quo

F: 50%
M: 72%

F: 39% (2014) to 45% (2025)
M: 69% (2014) to 73% (2025)

Growth in pupil numbers is driven
by population growth since the GIR
remains constant over the forecasting period.

UBE

F: 50% to 97%30 by 2025
M: 72% to 98% by 2025

F: 39% (2014) to 86% (2025)
M: 69% (2014) to 109% (2025)

Growth in pupil numbers is driven
both by population growth as well
as an increasing intake rate and the
move toward UBE.

GER

Pupil growth

Our estimates of baseline GERs can be triangulated by comparing them to estimates of the net attendance
rate (NAR) from the 2011 Multiple Indicator Cluster Survey (MICS). This estimates the NAR at primary level
in Zamfara at 32.7%, which is significantly lower than our baseline estimate of the primary-level GER (54%).
There are a few reasons why these estimates might differ. Mezger (2014) notes that enrolment rates are
often significantly higher than attendance rates due to pupils enrolling in school but then having poor
attendance records. Furthermore, there may be an incentive for schools to inflate enrolment numbers. In
addition, state-level estimates of NARs from the MICS come with fairly large confidence intervals owing to
the limited sample size for these estimates. Our baseline estimate of the GER also differs from the
estimates cited in the Zamfara State Government Education Sector Plan for 2015–2017. This says that GERs
in 2014 stood at 40.6% for girls, 87.7% for boys, and 61% in total. The State Education Sector Plan does not
clarify the data sources used to obtain these estimates. It also does not specify whether they include enrolment in private schools and Qur’anic schools, which would then partly explain the discrepancy with our
estimates. Overall, these discrepancies highlight that there is uncertainty about the reliability of data on
even basic indicators like GERs in Zamfara.

30
3% of female pupils and 2% of male pupils are enrolled in private primary schools and, hence, achieving a GIR of 97% for females and 98% for
male pupils equates to a 100% intake of the population of school-ready children.
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Table A 3: : Growth in pupil numbers – JSS
Primary
Scenario
Status quo

UBE

Transition rates
Female: 51%
Male: 67%

Female: 50% to 95%31 by 2025
Male: 72% to 97% by 2025

GER

Pupil growth

Female: 23% (2014) to 24% (2025)
Male: 42% (2014) to 46% (2025)

Growth in pupil numbers is
driven purely by population
growth since the GIR
remains constant over the
forecasting period.

Female: 23% (2014) to 86% (2025)
Male: 69% (2014) to 109% (2025)

Growth in pupil numbers is
driven both by population
growth as well as an
increasing intake rate at
primary school and
increasing registration
rate at JSS level due to the
move toward UBE.

Total teacher demand
Total teacher demand is determined by projected pupil enrolment and the PTR. At baseline, the PTR is 57:1
in public primary schools and 32:1 in JSS. In order to determine teacher demand at the primary level over
the forecast period, we divide annual pupil enrolment in public primary school by 57 in the status quo
scenario. Similarly, we divide public JSS enrolment by 32 to compute teacher demand at this level under
the status quo scenario.
In the UBE scenario, the desired PTR for primary school is 40:1, as prescribed by the Federal Ministry of
Education, and is 35:1 in the case of JSS. Given that JSS teachers spend a portion of their time teaching and
a portion of time on lesson preparation and marking, a lower PTR is required at this level in order to ensure
average class sizes of 40 pupils. In the UBE scenario, we assume that the PTR decreases steadily from 57:1
to 40:1 at the primary level and increases slightly from 32:1 to 35:1 at JSS level over the 10-year forecasting
period.
Net teacher recruitment
Having computed gross teacher demand, it is possible to compute net teacher recruitment, which
accounts for both the increase in demand as well as attrition from the current teaching stock. As noted in
Chapter 3, in the absence of comprehensive data for all the five parastatals disaggregated by level of
education, the annual attrition rate can be estimated using data shared by the SUBEB on the total number
of teachers on its payroll and the average number of teachers who left the workforce each year between
2012 and 2015. This points to an attrition rate of 2.9% per year. As with many of the other parameters used
to produce these projections, there are questions about the reliability of this estimate owing to the lack of
comprehensive data on teacher attrition disaggregated by level of education.

31

5% of female pupils and 2% of male pupils are enrolled in private junior secondary schools and, hence, achieving a GIR of 95% for females and
98% for male pupils equates to a 100% registration of the pupils graduating from primary school.
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Annex B: Qualitative methodology
Following the mixed-methods approach of the study, the researchers utilised two types of data collection: qualitative instruments and a documentation checklist for data requirements. Both sets were
developed on the basis of a detailed research matrix that formed part of the study concept note. This
aligned each of the research sub-questions with specific data requirements and likely source for such
data. This could be either through a Key Informant Interview (KII) with selected officials (relying on the
qualitative instruments) or on additional administrative records or policy documentation that need
collecting (relying on the data checklist).
Qualitative instruments
There were three separate qualitative instruments developed for the exercise. Table B.1 provides more
detail. The first instrument was directed at the CoEs, and aimed to learn more about their student-teacher intake and the teacher graduation numbers (intended both for primary and JSS). The second instrument was focused around primary teachers, aimed at the SUBEB. The third considered junior secondary
school teachers, and was therefore directed to the SMoE in Jigawa and the various education boards in
Zamfara.
The choice was made to develop one set of questions per institution, broken down by a set of different
‘components’. This allowed the interviewer to initially gauge the respondent’s knowledge and understanding of the various areas, and probe or skip related questions where necessary. This ensured that all
interviewees were asked about areas of which they have knowledge (e.g. the college bursar may be in a
position to comment on student intake from a financial perspective) while saving time by ensuring that
respondents were not asked about issues they were not in a position to comment on (e.g. the college
bursar may simply only know about the college finances, and be unaware of the student intake process).
Table B.1: Qualitatative Instruments, components and common respondents
Thematic Focus

Student-teacher
and teacher
graduates

Primary Teachers

JSS Teachers

Institutions Involved

CoEs

SUBEB

SMoE (Jigawa Education
Boards (Zamfara)

Main Components

Primary Responent

1. Intake of new student-teachers

Deputy Provost/Admissions Officer

2. Student-teachers training/assessment

Deputy Provost/ Quality Assurance

3. Finance and payroll of the CoE

Bursar/ Principal Accountant

4. Wider education policy, recruitment, deployment.

Provost

1. Teacher Needs
2. Pre-Service Teacher Training

Department of Planning, Research
and Statistics (DPRS)
DPRS

3. Recruitment Practices and Processes

Dir. Admin/ Quality

4. Deployment Practices and Processes

DPRS/ Dir. finance

5. Teacher Financing

Assurance

1. Teacher Needs

DPRS

2. Pre-Service Teacher Training

DPRS

3. Recruitment Practices and Processes

Dir. Admin/ Quality

4. Deployment Practices and Processes

Assurance

5. Teacher Financing

DPRS/ Dir. finance
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As shown in Table B.1, the instrument for CoEs consists of four components: intake, training and assessment, college finance and payroll, and the college’s interaction with wider education policy, recruitment
and deployment. The instruments on primary teachers (tailored to SUBEB) and JSS teachers (tailored to
the SMoE and education boards) each have five components: overall teacher needs, linkages with pre-service teacher training, recruitment policies and practices, deployment policies and practices and issues
around teacher financing (including payroll, promotion and affordability of new recruitment).
Quantitative data checklist
A detailed ‘data checklist’ was developed for the quantitative data collection exercise. This included all the
elements that were required for the overall teacher demand and supply projections (e.g. ASC data, figures
on teacher retention and recruitment, etc.), together with some other additional components that were
deemed helpful for descriptive statistics (e.g. student average intake rates in the CoEs). These checklists
were again split by the three target institutions: CoEs, SUBEB and the SMoE.
While general guidance was given in the checklists on where specific data can be found, in practice this is
often more of a ‘wish list’. However, there are often many types of documentation that may ‘hint’ at particular issues or provide a partial answer (e.g. offering data for only a subset of the chosen years of analysis). As
such, this checklist was very helpful as a reminder, while the ability to collect such documentation that can
be considered sensitive often relied heavily on the initiative and trust established by the field researchers.
During the day-long piloting exercise, the data checklist was also evaluated. Some minor elements were
added to the data checklist after the piloting exercise was completed, particularly related to the financial
data required for the study.
Fieldwork
The field team consisted of six individuals. Five were Nigeria-based consultants that EDOREN had worked
with in the past and who had strong affiliation with education research as well as teacher education in
Northern Nigeria. The team leader for the field work was the EDOREN Research Officer, who also oversaw
the design of the instruments, co-led the training and oversaw quality assurance and logistics of all
fieldwork activities. For an overview of all members, see the table below.
Table B.2: Field Team for the teacher supply and demand study
Institution

General Affiliation

Victor Steenbergen (Team Lead)

OPM Education Consultant / EDOREN Research Officer

Dr Binta Ado Ali

Federal College of Education, Kaduna

Dr Aminu Dukku

Bayero University, Kano

Jiddere Kaibo

Federal College of Education, Yola

Dawudda Aaron Kognet

State College of Education, Kaduna

Fahad Lawal

Independent Consultant

The fieldwork was designed so that all field team members would jointly go to Jigawa State for the first
week, followed by Zamfara State during the next week. Ideally, all teams would split up into teams of two
(see quality assurance below), with one interviewer and one note taker. However, to cover the large
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number of institutions and individuals to interview, this was not always possible. As a result, the team
would often split up into two groups (three individuals each), and then visit multiple institutions concurrently (e.g. CoE Gumel and CILS Ringim on Monday 18 July). Wherever necessary, the teams would then
rely on one-to-one interviews with all targeted interviewees.
The table below provides an overview of the fieldwork dates and actual institutions visited each day. Due
to the strong organisational support and planning from the TDP state team leads, these dates closely
match the originally developed field plan. In general, one day was sufficient to interview all relevant
individuals for each institution, although the team made use of most afternoons and the whole of Thursday to follow up with institutions to collect outstanding administrative data or records.
Table B.3: Fieldwork dates and institutions visited
Weekday
Date
Institutions
visited
(week 1)

Date
Institutions
visited
(week 2)

Monday

Tuesday

Wednesday

Thursday

Friday

Saturday

Sunday

18-Jul

19-Jul

20-Jul

21-Jul

22-Jul

23-Jul

24-Jul

CoE
Gumel
CILS
Ringim

SMoE

SUBEB

Additional
data
collection

Travel to
Kano

Free day

Travel to
Zamfara

25-Jul

26-Jul

27-Jul

28-Jul

29-Jul

30-Jul

31-Jul

FCET
Gusua

TSB

.Min. of Econ
Planning and
Budget

FEB

Additional
collection

Travel home

Sampling
The sampling for the qualitative data collection was purposive rather than representative, with the aim of
identifying the individuals responsible for the particular ‘component’ assessed in each institution. Based
on initial discussions with TDP and previous experience working with these institutions, ‘primary respondents’ were identified for all elements (see Table B.1 above).
However, to account for duplication of responsibilities and unavailability of selected staff, this sampling
was supplemented with a snowball sampling approach in the field, whereby key stakeholders whose
relevance only became clear during the field work were added to the list of interviewees for the study.
In many cases, sampling was done on a participatory basis; starting with the general head of an institution, the various elements were highlighted, and the respective head was asked to bring the relevant
officers to the initial meeting. This contributed to establishing trust with the institution heads, which
helped to facilitate the research.
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Sample coverage
The full list of institutions and staff members interviewed is provided in Table B.4. This shows that all the
intended institutions were covered. In all cases, the visits were amicable and productive.
For Jigawa, the team was able to meet the heads of all institutions, and all originally identified primary
respondents were interviewed. One issue related to the unavailability of some members from the two
CoEs, due to an overlapping training from TDP. This was overcome by scheduling additional interviews
with such respondents in their training’s tea-breaks and lunch-time, thus ensuring full coverage.
For Zamfara, the team was able to meet all heads of institutions, with the exception of the SMoE (relying
instead on the Director of Administration to facilitate interviews) and the CoE Maru (relying instead on the
Deputy Provost). Three institutes were also added that were not originally part of the list, but were
deemed of importance for the study. These are the two other education boards in Zamfara (TSB and FEB)
to get additional data about JSS teachers, and the state’s Ministry of Economic Planning and Budget, to
access reliable budget data for the study’s teacher financing component.
Quality assurance
To ensure the quality of both the qualitative and quantitative data collection, a number of steps were
taken.
•
Initial training. All members of the field team were involved in a week-long training session.
This provided all participants with a strong understanding of the study objectives and approach, experience in working with the instruments, and training on qualitative research methods and techniques for
collecting government administrative data. This led to a knowledgeable and skilled field team.
•
Interview teams. Where possible, teams were combined to involve both an interviewer and a
note taker. This allows for optimal probing and responsiveness on the side of the interviewer, while the
note taker can best keep track of all the respondents’ replies. At times this was not possible due to time
constraints (see fieldwork challenges), thus meaning we had to rely on one-to-one interviews.
•
Recording of interviews and detailed transcriptions. Where possible, all interviews were
recorded. The field team used these for detailed transcriptions, with a standardised template for ease of
data coding and analysis of the interviews.
•
Building trust to access government data. In order to get access to sensitive government
records (e.g. finance and payroll data), it was vital to establish a good working relationship with all the
institutions. This was done by ensuring the field team was introduced by a trusted member (usually the
TDP state team lead) and by spending sufficient time with the head of each institution, who would them
commonly grant us permission to interview their staff members and provide access to their administrative records.
Fieldwork challenges
•
Staff availability. Many senior officials are busy individuals, and it can be a challenge to ensure
that all the respondents were available. This was avoided by ensuring that the TDP state team leads had
sufficient time to plan well ahead, and let the institutions know we were coming. In addition, having
spill-over days to reschedule interviews for respondents who could not made it that day worked well.
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Table B.4: List of Institutions and key informants interviewed in Zamfara
Institution

Key informants interviewed

SMoE

Director of Quality Assurance
Director of Administration
Executive Chairman
Director of Finance

SUBEB

Director of Planning
Director of Quality Assurance
Director of Administration
Director of Administration
Director of Finance

TSB

Executive Chair

Director of Planning and Research
Director of Finance
FEB

Director of Schools Management
Executive Secretary

Ministry of Economic Planning and Budget
CoE Menu

Director of Planning
Deputy Provost
Director of Quality Assurance
Academic Secretary
Exam Secretary
Admission Officer
Registrars
Bursar
Academic Secretary

FCET Gusau

Provost
Bursar
Director of Academic Planning
Director of Quality Assurance
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•
Time constraints for the field team. To ensure that all the planned interviews could take place
within the short window of time, it was not always possible to conduct every interview in teams of two.
Instead, one-to-one interviews had to be relied on. Given the strong capability of the team members and
their understanding of the study through training, this was deemed acceptable.
•
Limited working relationship with selected offices. The strong reliance on TDP to be
introduced to the senior officials also meant that when working relationships were less strong, it was more
difficult to schedule all interviews or access all data. This was addressed by allocating more time to such
institutions, and providing more initial explanation about the nature of the exercise. In some cases, we
could also rely on referrals by other government institutions (rather than TDP alone).
•
Data availability on time. It was sometimes difficult for institutions to respond to the large data
requests presented to them at short notice. To assist in this, the data checklists were shared with the
relevant institutions by the TDP state team leads before the field teams conducted their visits, which
meant that, at least sometimes, all the necessary data was ready for collection on arrival.
•
Data are not available. In some cases, records were simply not available to members of the
institutions in a presentable manner. This was addressed by spending considerable time with the relevant
technical officers and trying to identify other sources of information that may be helpful or may indirectly
help answer the research question. In one case, the field team addressed a shortage of much-needed data
by working with the TDP state team lead to request the digitisation of hard copies of information (which
the institution had never digitised themselves).
In conclusion, through a combination of a strong team, sufficient training and careful management and
quality assurance in the field, the team managed to collect a large body of data, both in terms of rich
interviews and extensive administrative records, such that would ensure the provision of a high-quality
report.
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Table C.1: Teacher demand and PTRs in public primary schools in Zamfara, 2014/15
Public primary schools

LGA

Average
PTR

Number of
pupils
enrolled

Number of
curent
teachers

Additional
teachers
required

% qualified
Teachers

Average
PQTR

Anka

84

28053

334

367

0.50

167

Bakura

40

21733

546

-3

0.59

68

Birmin Magaji

40

22779

577

-8

0.28

139

Bukkuyum

58

24503

414

199

0.50

116

Bungudu

51

42501

831

232

0.45

113

Gummi

38

26104

694

-41

0.65

58

Gusau

58

74392

1278

582

0.70

83

Kaura Namoda

71

33495

470

367

0.74

97

Maradun

71

31714

450

343

0.59

120

Maru

59

31441

526

260

0.54

110

Shinkafi

59

27414

589

96

0.52

88

Talata Mafara

47

46772

675

494

0.66

106

Tsafe

70

31219

436

344

0.64

111

Zumi

72

31580

521

269

0.62

90

Zamfara

57

473700

8341

3502

0.57

97

Source: Authors' calculations using ASC 2014/15 data
Note: 1. This is calculated as the number of additional teachers required in each LGA in order to achieve a PTR of 40:1
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Table C.2: Teacher demand and PTRs in public JSS in Zamfara
Public JSS

LGA

Average
PTR

Number of
pupils
enrolled

Number of
curent
teachers

Additional
teachers
required

% qualified
Teachers

Average
PQTR

Anka

27

2699

101

-24

0.94

28

Bakura

30

3507

117

-17

0.99

30

Birmin Magaji

33

2908

89

-6

0.84

39

Bukkuyum

25

2351

93

-26

0.84

30

Bungudu

46

10268

225

68

0.92

50

Gummi

29

5468

189

-33

0.88

33

Gusau

22

20833

942

-347

0.91

24

Kaura Namoda

43

8493

198

45

0.82

52

Maradun

28

3212

114

-22

0.82

35

Maru

36

6129

171

4

0.96

37

Shinkafi

47

4527

96

33

0.89

53

Talata Mafara

34

3889

114

-3

0.89

38

Tsafe

31

5844

186

-19

0.95

35

Zumi

65

6171

99

77

0.89

75

Zamfara

31

86299

2734

-268

0.90

35

Source: Authors' calculations using ASC 2014/15 data
Note: 1. This is calculated as the number of additional teachers required in each LGA in order to achieve a PTR of 35:1.
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Table C.3: Variation in PTRs within LGAs, primary level, 2014/15
Public primary schools - Zamfara
Average
PTR

Standard
deviation

Min. PTR

Anka

84

86

17

478

92

Bakura

40

28

13

181

72

Birmin Magaji

40

26

9

157

85

Bukkuyum

58

75

10

369

96

Bungudu

51

45

5

321

161

Gummi

38

34

4

204

87

Gusau

58

62

12

320

148

Kaura Namoda

71

67

19

332

115

Maradun

71

89

12

474

90

Maru

59

81

8

381

129

Shinkafi

47

47

22

247

72

Talata Mafara

70

83

7

486

119

Tsafe

72

74

11

421

120

Zumi

57

67

20

352

70

Zamfara

57

70

4

486

1456

LGA

Source: Authors' calculations using ASC 2014/15 data
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Table C.4: Variation in PTRs within LGAs, JSS level, 2014/15
Public JSS - Zamfara
Average
PTR

Standard
deviation

Min. PTR

Anka

27

24

5

67

9

Bakura

30

32

12

123

13

Birmin Magaji

33

40

21

142

8

Bukkuyum

25

14

15

52

9

Bungudu

46

53

14

199

17

Gummi

29

13

7

52

11

Gusau

22

20

2

105

27

Kaura Namoda

43

30

10

112

15

Maradun

28

33

11

110

11

Maru

36

39

19

133

11

Shinkafi

47

19

23

78

9

Talata Mafara

34

57

11

213

13

Tsafe

31

119

5

441

13

Zumi

65

17

14

54

4

Zamfara

31

47

2

441

170

LGA

Source: Authors' calculations using ASC 2014/15 data

Teacher Supply and Demand in Zamfara | Final Report

Max. PTR

No of schools

77
Table C.5: Projected enrolment and teacher demand in public primary schools and JSS
Projected enrolment and teacher demand
2014

2015

2016

Enrolment (status quo)

473,700

512,477

549,642

Enrolment (UBE)

473,700

518,613

Teacher demand (status quo)

8341

Teacher demand (UBE)

2017

2018

2019

2020

576,642

591,900

604,575

624,231

570,111

621,344

668,788

722,134

9024

9668

10154

10422

8341

9410

10670

12006

Net recruitment (status quo)

500

1091

1086

Net recruitment (UBE)

500

1478

Enrolment (status quo)

86,299

Enrolment (UBE)

2021

2022

2023

2024

2025

644,214

664,829

686,104

708,059

703,718

791,565

865,369

944,099

1,028,054

1,117,541

1,204,481

10645

10992

11343

11706

12081

12468

12867

13356

14921

16944

19214

21774

24666

27939

31431

960

766

734

868

890

919

948

979

1010

1721

1859

1938

2220

2754

3101

3501

3958

4481

4862

72,020

69,860

79,579

96,024

110,491

115,694

117,746

119,568

123,451

127,392

131,455

86,299

73,646

76,118

93,929

122,725

154,084

177,799

203,433

235,274

280,281

332,437

387,715

Teacher demand (status quo)

2734

2282

2213

2521

3042

3500

3665

3703

3788

3911

4036

4165

Teacher demand (UBE)

2734

2383

2516

3174

4241

5448

6436

7543

8941

10924

13297

15927

Net recruitment (status quo)

164

-318

43

416

645

607

336

245

241

309

316

327

Net recruitment (UBE)

164

-217

250

781

1223

1415

1255

1423

1768

2421

2908

3281

Public primary schools

Public

Note: Authors' calculations
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Table C.6: Projected enrolment and teacher demand using the UN's population growth forecasts for Nigeria
Projected enrolment and teacher demand
2014

2015

2016

Enrolment (status quo)

473,700

511,780

546,944

Enrolment (UBE)

473,700

517,877

Teacher demand (status quo)

8341

Teacher demand (UBE)

2017

2018

2019

2020

572,443

584,895

594,044

609,449

567,811

616,554

660,460

709,067

9012

9631

10080

10299

8341

9379

10627

11913

Net recruitment (status quo)

242

912

881

Net recruitment (UBE)

242

1298

Enrolment (status quo)

86,299

Enrolment (UBE)

2021

2022

2023

2024

2025

644,214

640,404

656,277

672,429

688,871

772,397

838,941

909,152

983,208

1,061,285

1,135,773

10460

10731

11002

11276

11556

11840

12130

13189

14651

16934

18628

20968

23590

26532

29639

728

512

460

575

582

594

606

620

633

1502

1595

1622

1845

2307

2573

2881

3230

3626

3876

72,020

69,860

79,579

96,024

110,491

115,694

117,746

119,568

123,451

127,392

131,455

86,299

73,646

76,118

93,929

122,725

154,084

177,799

203,433

235,274

280,281

332,437

387,715

Teacher demand (status quo)

2734

2282

2213

2521

3042

3500

3665

3703

3788

3911

4036

4165

Teacher demand (UBE)

2734

2383

2516

3174

4241

5448

6436

7543

8941

10924

13297

15927

Net recruitment (status quo)

164

-318

43

416

645

607

336

245

241

309

316

327

Net recruitment (UBE)

164

-217

250

781

1223

1415

1255

1423

1768

2421

2908

3281

Public primary schools

Public

Note: Authors' calculations
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Annex D: Research matrix
Research questions

Data Reqiurement

Data sources

A. Teacher demand
1. Current teacher demend:

• Baseline PTRs and PQTRs per LGA

What is the current overall demand for teachers at regular primary schools and
JSS in Jigawa and Zamfara?

• Official targets on PTRs and PQTRs

What does this imply for the magnitude of teacher shortages (or surplus) at
each of these levels?

• ASC data, 2014/15

• State policy documents, KIIs with SUBEB officials

What is the current demand for primary/JSS teachers broken down by LGA?
• What does this imply for primary/JSS teacher shortages, broken down by LGA?
What is the current demand for primary/JSS teachers by subject specialisation?

• Data on teachers’ specialisation and
subjects taught

What does this imply for primary/JSS teacher shortages, broken down by
subject specialisation?

• State-level practices related to
subject-specific teaching

• Jigawa: ASC data, 2014/15
• Zamfara: SUBEB records32
• KIIs with SUBEB officials
• State policy documents, KIIs with SUBEB officials

What are the official targets related to the main policy levers that influence demand
(class sizes, teaching workloads, required hours of instruction)?
2. Future teacher demand:
• What is the estimated overall future demand for teachers in Jigawa from 2013 to 2022?
• What is the estimated overall future demand for teachers in Zamfara from 2016to 2025?
• What does this mean for net recruitment requirements in Zamfara over this period?
• What is the estimated future demand for teachers in Zamfara from 2016 to 2025,
broken down by LGA and subject specialisations (to equalise across
LGAs/specialisations)

32

The relevant ASC data for Zamfara are of very poor quality.
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• Jigawa State Education Sector Plan
• School-age population
• Total enrolment
• Pupil flow (repetition, dropout and
transition rates)
• Targets for PTRs and enrolment
• Teacher retention rate (attrition,
retirements, dismissals)
• Teacher attrition rate disaggregated
by qualification and years of service
• State’s retirement policy

Zamfara:
• 2006 Population Census
• DHS – various years
• ASC data, 2013/14 and 2014/15
• National Population Council birth
records
• SUBEB records
• State education policies (including
Integrated Qur’anic Schools policy)
• CoEs’ records
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Research questions

Data requirements

Data sources

B. Teacher supply
1. Providers of teacher training in the two states:
• Who are the main providers of teacher training?
• How many teachers do they train per year?
• How do they set their intake quotas?
• How much flexibility do they have to expand provision?
• What role do private providers play in the provision of
teacher training?

• No. of CoE graduates per year over the
last 10 years
• Key probes: scope to recruit additional
lecturers, spare capacity

• KII with TDP pre-service lead
• CoEs’ records
• KIIs with CoE oﬃcials
• KIIs with CoE oﬃcials
• KII with TDP pre-service lead

2. How efficient is the teacher training system?

• Graduation, repetition and dropout rates
over the last 10 years

• CoEs’ records

3.The credentials of teacher trainees:
• End of NCE ﬁnal exam results
• What is the calibre of teacher trainees and how has this changed over time?• Average SSCE grades of teacher trainees
• What are the enrolment requirements at the CoEs? How strictly are they • Entry requirements for popular university
enforced?
degrees
• How do the academic achievements of teacher trainees compare to that
of the rest of their cohort?
4. What is the likely size of the reserve pool of teachers?

• No. of graduates from CoEs (over
the last 10 years)
• Annual teacher recruitment
• Number of applicants per post
advertised by the SUBEB

• KIIs with CoE oﬃcials (key probes: subject
knowledge, level of motivation)
• CoEs’ records
• KIIs with CoE oﬃcials
• CoEs’ records
• KIIs with oﬃcials at leading
universities
• CoEs’ records
• SUBEB’s records33
• SUBEB’s records

C. Teacher financing
1. What is the annual personnel cost (salaries and allowances) associated
with the additional demand for primary and JSS teachers?

• Salary scales for primary and JSS teachers
• Teacher allowances
• Additional teacher demand
• Nigeria inﬂation forecasts

2. What is the annual pre-service training cost for newly recruited teachers?

• CoE unit costs
• Additional recruitment needs

33

• KIIs with SUBEB oﬃcials
• Projections
• IMF
• CoEs’ records
• Projections

The team will need to check that data on teacher recruitments obtained from the SUBEBs include any Local Government Education Area (LGEA)-level recruitment. The numbers obtained from the SUBEB
can also be triangulated against ASC data.
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Research questions
3. What is the gap between available and required salaries and training budgets over
2016 to 2020? 34 35

Data requirements
• Baseline budget for teachers’ salaries
• Historical data on budgets
for teacher’ salaries
• Baseline budget for CoEs
• Inﬂation and growth forecasts

Data sources
• SMoE’s records
• SMoE’s records
• IMF

D. Teacher policy and processes
D.1. Recruitment
1. Annual recruitment levels:
• What processes do the state governments use to set annual recruitment
levels? Are there systematic processes in place to determine the number of
new teachers required per grade, subject and school?
• If there are no such processes, what are the reasons for this?
• How straightforward would it be to introduce a regular system for assessing
teacher recruitment needs?
• Once recruitment needs have been identiﬁed, what is the process for obtaining
the release of funds to pay for new recruitment?

34
35

• KIIs with SUBEB oﬃcials
• KIIs with SMoE oﬃcials

2. Recruitment processes:
• What are the diﬀerent pathways for recruitment? What are the requirements
associated with each of these? (Formal qualifications, any additional tests,
practical assessments)
• How eﬀective are these in terms of ensuring that the government is recruiting
the best available candidates? Are there mechanisms in place to ensure that
the top NCE graduates are the first to be recruited?
• What procedures do the states have in place to ensure that teachers’
certifications are authentic?
• To what extent are recruitment practices shaped by federal-level policies?
• To what extent are state-level policies on recruitment adhered to in practice?

• KIIs with SUBEB oﬃcials

3. Schools’ influence on the recruitment process:
• Are there processes in place for head teachers to inform LGEAs/SUBEBs about
their staffing needs (number of teachers required per subject and grade,
additional requirements related to experience or qualifications)?
• Do schools have any say in the recruitment of teachers?

• KIIs with SUBEB oﬃcials

This is the period over which inflation and growth forecasts from the IMF are available for Nigeria.
Where feasible, we will look into alternative sourcing of funding that may help to close this gap (e.g. unaccessed funds from the UBE Intervention Fund).
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Research questions

Data requirements

Data sources

• What are the views of state oﬃcials on the desirability of the current degree of school-level
involvement/autonomy in the recruitment process?
4. Are there any planned or ongoing initiatives to improve recruitment practices?

• KIIs with SUBEB oﬃcials

D.2. Teacher deployment
1. Deployment processes:
• What systems do the states have in place to assess schools’ staﬃng needs and
make decisions on where to deploy teachers?
• How do these processes work in practice?
• What role do LGEAs play in deploying teachers?
• Are there clear and transparent processes for deciding which schools to post teachers to?
• Do teachers have any say over where they get posted? What are the merits
and demerits of current practices on this front?
• What is the oﬃcial process for making decisions on teacher transfers? How
does this work in practice?

• KIIs with SUBEB oﬃcials

2. Equity considerations:
• Are there any mechanisms in place to ensure that the most disadvantaged
students have access to more qualified/experienced/better-performing teachers?
• Are there any mechanisms in place to ensure that remote/rural/disadvantaged
schools have PTRs that lie within official norms?
• What are the views of senior state-level oﬃcials on the desirability and feasibility of such
processes?

• KIIs with SUBEB oﬃcials

3. The efficiency of current deployment patterns:
• How even are PTRs across schools? To what extent is variation in PTRs driven by schools’
locations?
• To what extent is there a match between teachers’ subject specialisations and
the subjects that they teach?
• How evenly are teachers deployed across primary and JSS?
• Do oﬃcial targets related to teaching loads diﬀer at the primary and JSS levels?
Is there a clear rationale for these differences? If these targets are federally mandated,
are they indicative or binding at the state level?
4. What policies have state governments introduced to improve deployment patterns?
What is the evidence on their effectiveness?
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• ASC data
• ASC data (Jigawa); SUBEB’s records
(Zamfara)
• Teacher demand projections
• KIIs with SUBEB oﬃcials

• KIIs with SUBEB oﬃcials
• KIIs with SMoE oﬃcials
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Research questions
Key policies that will be considered:
• Teacher Inducement Allowance in Jigawa
• State Education Sector Plan projections of teacher demand in Jigawa. [To what
extent have these influenced teacher recruitment and the CoEs’ intake
quotas?]
• FTTSS in Zamfara

Data requirements

Data sources
• Review of relevant state documents, obtained
from state officials

5. What further steps can be taken to make the pattern of teacher deployment more
efficient?
D.3. Teacher training policy
1. What procedures do CoEs have in place to match their intake to overall demand?
What steps can be taken to improve this process?

• KIIs with CoE oﬃcials

2. What procedures do CoEs have in place to improve their intake quality and
graduation credentials? What steps can be taken to improve this process?

• KIIs with CoE oﬃcials
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