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1. IntroducƟon and Context 

1. A  IntroducƟon 

EducaƟon is the cornerstone of societal development, and at its foundaƟon lies basic 
educaƟon—a fundamental right that shapes the future of individuals, communiƟes, and 
naƟons. Recognising the pivotal role of well-trained and sufficient manpower in delivering 
quality educaƟon, this Basic EducaƟon Manpower Plan has been developed as an integral part 
of the ongoing reforms within the basic educaƟon sub-sector in the state. The plan reflects 
the state's unwavering commitment to strengthening its educaƟon workforce, addressing 
criƟcal challenges, and achieving the overarching goals of equity, quality, and inclusiveness in 
basic educaƟon. 

The current reform iniƟaƟve is anchored on the pressing need to address manpower gaps and 
inefficiencies that have long hindered opƟmal service delivery within the sub-sector. These 
reforms emphasise data-driven strategies, innovaƟve approaches, and sustainable soluƟons 
aimed at enhancing the capacity, moƟvaƟon, and performance of teachers, administrators, 
and other educaƟon personnel. By systemaƟcally planning and managing human resources in 
basic educaƟon, this document seeks to empower the sector to meet current and future 
demands effecƟvely. 

This manpower plan is a blueprint for acƟon designed to align with broader state and naƟonal 
educaƟon policies. It outlines a roadmap for recruiƟng, deploying, and retaining qualified 
educaƟon personnel who will drive the delivery of quality educaƟon to every learner in the 
state. The plan also seeks to ensure the equitable distribuƟon of resources and personnel, 
parƟcularly in underserved and marginalised areas, thereby fostering inclusive growth. 

The document is organized into four key secƟons to ensure clarity and comprehensiveness: 

1. IntroducƟon: This secƟon provides an overview of the state's basic educaƟon 
manpower plan. It establishes the raƟonale for the manpower plan as a strategic 
response to idenƟfied gaps in human resource management. It provides context on 
the state’s basic educaƟon and the document’s structure. 

2. Current Staffing Numbers and Staffing Levels: This secƟon presents the findings of a 
detailed assessment conducted to determine the current and projected manpower 
requirements in the sector.  A detailed manpower assessment is contained in Annex 1 
.  

3. Staffing Gaps and Skills Requirements: This secƟon provides an analysis of teacher-
student raƟos, subject-specific needs, and geographical dispariƟes. It covers key areas 
such as recruitment, capacity building, professional development, deployment, and 
retenƟon of personnel. 

4. Planned Recruitment: This secƟon details the strategies and acƟon steps for achieving 
the objecƟves of the plan. It also discusses strategies for mobilizing resources—both 
financial and non-financial—to support the implementaƟon of the plan. 
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This document lays a strong foundaƟon for realising the state's vision of a robust, inclusive, 
and high-performing educaƟon system by systemaƟcally addressing manpower planning 
within the basic educaƟon subsector. The collaboraƟon and commitment of stakeholders at 
all levels will be criƟcal to the success of this plan and, ulƟmately, to the transformaƟon of 
basic educaƟon in the state. 

1. B Context of Basic EducaƟon in the State 

Basic educaƟon in Jigawa State is undergoing significant transformaƟon by the administraƟon 
of His Excellency Malam Umar Namadi Danmodi as part of the government's commitment to 
improving educaƟonal outcomes and addressing long-standing challenges. The state has 
recognised the criƟcal role of basic educaƟon in fostering social and economic development 
and has iniƟated reforms to ensure equitable access, quality teaching, and beƩer learning 
environments. 

The key contextual highlights of basic educaƟon in the State are: 

i. Challenges in Basic EducaƟon: Despite efforts to improve the sector, Jigawa State 
faces challenges such as low literacy and numeracy rates among primary school 
pupils, inadequate infrastructure, and a shortage of qualified teachers. These 
issues have hindered the delivery of quality educaƟon and limited the potenƟal of 
students to achieve their full capabiliƟes. 

ii. Government IniƟaƟves and Reforms: The state government has launched the 
JigawaUNITE (Unified Improved Teaching and EducaƟon) program, a 
groundbreaking iniƟaƟve aimed at revoluƟonising basic educaƟon. This program 
focuses on innovaƟve teaching methods, technology integraƟon, and capacity 
building for teachers, with the goal of improving learning outcomes and ensuring 
equitable access to educaƟon. 

iii. Investment in EducaƟon: Jigawa State has allocated substanƟal resources to the 
basic educaƟon sector, including ₦15.8 billion for infrastructure development and 
the implementaƟon of comprehensive educaƟon programs. These investments are 
directed toward building classrooms, laboratories, ICT faciliƟes, and other essenƟal 
resources to create conducive learning environments. 

iv. Partnerships and CollaboraƟon: The state government has partnered with 
organisaƟons like NewGlobe to implement data-driven approaches and innovaƟve 
soluƟons for improving teaching and learning. These collaboraƟons aim to address 
systemic issues and bring sustainable improvements to the educaƟon system. 

v. Focus on Inclusivity: Efforts are being made to ensure that marginalised and 
underserved communiƟes in Jigawa State have access to basic educaƟon. This 
includes targeted intervenƟons to bridge gaps in teacher distribuƟon and provide 
resources to schools in remote areas. 

The context of basic educaƟon in Jigawa State reflects a dynamic and evolving landscape, 
driven by the state's commitment to reform and innovaƟon. These efforts are laying the 



Page 3 of 14 

foundaƟon for a brighter future for the children of Jigawa and contribuƟng to the overall 
development of the state. 

2. Current Student Numbers and Staffing Levels 

Full details of all Primary and Junior Secondary Schools in the State including current student 
numbers and staffing levels are included in Annex 1.   

3. Staffing Gaps and Skills Requirements 

3. A  Current Staffing Gaps  

The total enrolment of primary school pupils stands at 1,093,985, while the total number of 
primary school teachers is 14,577. The standard pupil-teacher raƟo (PTR) in the primary is 40, 
with the State aiming to achieve a PTR of 55, while the current PTR is 75. This implies that the 
total number of teachers needed (based on the state target of PTR = 55) is 19,891. So, the 
teacher gap is 5,323. 

Similarly, the total Junior Secondary School enrolment stands at 206,890, while the total 
number of JSS teachers is 3,773. The standard pupil-teacher-raƟo (PTR) in JSS is 35, while the 
current PTR is 55, which is within the State’s target. This means that for the current year, the 
state does not require recruiƟng teachers for the Junior Secondary Schools. 

 

3. B  ForecasƟng of Future Needs  

This Manpower planning exercise was undertaken in March 2025 with the view of idenƟfying 
staffing and recruitment needs in the current year (2025) and into 2026, 2027 and 2028. There 
are a number of factors that have been considered while assessing the needs beyond 2025. 
These include: 

 Annual increase in student numbers (broadly across the Primary and Junior Secondary 
School ages) – this could be both from increasing populaƟon and increasing 
enrolment. The average annual percentage increase in student numbers has been 
esƟmated as 9 per cent per annum over the forecast period. 

 On the other hand, it is also assumed that teachers will leave the professional 
(including reƟrement) / state or age group range (Primary and Junior Secondary) at a 
rate of 12 per cent per annum of the forecast period. This is referred to in the MS Excel 
model as the Teacher AƩriƟon Rate.  

 If schools have a student-teacher raƟo lower than the above-referenced raƟo, some 
teachers may be idenƟfied for redeployment to schools elsewhere within the same 
Local Government Area where there is a shorƞall.  

 It is assumed that the desired student-to-teacher raƟo will remain the same over the 
period, namely 55 students per teacher.  
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3. C  Skills Requirements 

The skills and qualificaƟons required for teaching in Primary Schools and Junior Secondary 
Schools (JSS) in Jigawa State differ significantly due to the varying educaƟonal needs, age 
groups, and curriculum focus. 

For Primary School Teachers, the qualificaƟons needed is a NaƟonal CerƟficate in EducaƟon 
(NCE), focusing on foundaƟonal subjects (e.g., literacy, numeracy). The Skills expected are 
child-centred teaching and simplified communicaƟon, emoƟonal intelligence to manage 
young learners, generalist teaching across mulƟple subjects, and informal and formaƟve 
assessment methods. 

For Junior Secondary School teachers, the minimum qualificaƟon needed is an NCE with 
subject specialisaƟon for some roles. The Skills expected are subject experƟse and specialised 
instrucƟon, promoƟng criƟcal thinking and logical reasoning, classroom management for 
adolescents, and formal assessment methods such as tests and assignments. 

4. Planned Recruitment  

4. A  Recruitment Numbers and LocaƟons  

Based on the quanƟficaƟons and parameters described in secƟons 2 and 3 above, the 
following recruitment plans have been idenƟfied for the period 2025-2028, Local Government 
by Local Government. As noted in secƟon 3.B, in the instance where some schools within a 
Local Government Area have a surplus of teachers in some schools, it is assumed that these 
teachers will be reassigned to neighbouring schools. The net teacher recruitment figure for 
each Local Government Area reflects the total recruitment needs for those Schools in deficit, 
less those teachers who may be available for deployment from Schools with a teacher surplus.  

Figure 1, Figure 2, Figure 3 and Figure 4 below present the recruitment plans by Local 
Government Area for 2025, 2026, 2027 and 2028 respecƟvely.  
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Figure 1 2025 Recruitment Plan 
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Figure 2 2026 Recruitment Plan 
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Figure 3 2027 Recruitment Plan 
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Figure 4 2028 Recruitment Plan 

  

4. B  Recruitment CosƟngs 

Based on the above-planned recruitments over the period 2025-2028, a forecast of the 
marginal costs is presented in Figure 5 below.  

The cosƟngs are based on the following assumpƟons: 

 The cost of employment (annual salary, allowances and social contribuƟons) of a 
teacher in 2025 is NGN 1,070,146 

 The above employment cost will increase by 1 per cent per annum through unƟl 2028.  
 The cost of recruiƟng a teacher will, on average, be NGN 10,740 per teacher and will 

be subject to the same above percentage increase per year through unƟl 2028.  
 New teachers will, on average, start in 5th month.   

Based on the above assumpƟons and parameters, the recruitment cost for 2025-2028 per 
Local Government Area is presented in Figure 5 below.  
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Figure 5 2025-2028 EsƟmated Recruitment CosƟng 
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4. C Recruitment Strategy 

To address the educaƟonal challenges and meet the needs of both primary and JSS educaƟon 
levels, the Jigawa State government will seek to adopt a structured and strategic approach to 
recruiƟng and redeploying teachers. Below is a detailed strategy: 

1. Recruitment Strategy 

a) Planning and Needs Assessment 
 Conduct Workforce Analysis: Assess current teacher-student raƟos, subject-specific 

needs, and geographic dispariƟes in teacher distribuƟon across rural and urban areas. 
 Set Recruitment Targets: Define annual recruitment targets based on projected needs, 

focusing on increasing teacher numbers in underserved areas and addressing subject 
shortages for JSS (e.g., science, mathemaƟcs, ICT). 

b) Recruitment Campaigns 
 Raise Awareness: Launch state-wide campaigns highlighƟng teaching as a rewarding 

career, parƟcularly in underserved regions. Use radio, social media, and local events 
to reach rural communiƟes. 

 IncenƟves for Rural PosƟngs: Offer incenƟves such as housing, transportaƟon 
allowances, or bonuses to aƩract teachers to remote and underserved areas. 

 Community Engagement: Partner with tradiƟonal leaders and community 
organisaƟons to encourage local candidates to apply, fostering community ownership 
of educaƟon. 

c) QualificaƟon-Based SelecƟon 
 For Primary Teachers: 

o Require a NaƟonal CerƟficate in EducaƟon (NCE) as the minimum 
qualificaƟon. 

o PrioriƟse candidates trained in child-focused pedagogy and foundaƟonal 
teaching methods. 

 For JSS Teachers: 
o Require a NaƟonal CerƟficate in EducaƟon (NCE), with subject-specific 

specialisaƟon. 
o Focus on candidates with experience or apƟtude for adolescent educaƟon and 

subject experƟse. 
d) Transparent Recruitment Process 

 Centralised ApplicaƟon System: Develop an online applicaƟon portal to streamline 
the process and ensure transparency. 

 Merit-Based SelecƟon: Use standardised tests and interviews to assess candidates' 
teaching skills and subject knowledge. 

 Diversity ConsideraƟons: Ensure gender and geographic inclusivity, encouraging 
female teachers and candidates from marginalised areas. 
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2. Redeployment Strategy 

a) Teacher RedistribuƟon 
 Equity Mapping: Use data from the workforce analysis to idenƟfy schools with teacher 

surpluses and deficits. 
 Balanced Deployment: Redeploy teachers from overstaffed schools to underserved 

schools, ensuring equitable distribuƟon of teachers across the state. 
 Cluster-Based Approach: Group schools into clusters and redeploy teachers within the 

same region to reduce resistance to relocaƟon and maintain local familiarity. 
b) IncenƟves for Redeployed Teachers 

 Support Packages: Provide allowances, housing, or relocaƟon grants for teachers who 
agree to move to rural or underserved areas. 

 Career Development OpportuniƟes: Offer priority access to professional 
development programs for redeployed teachers. 

c) Monitoring and Feedback 
 Performance Tracking: Implement a monitoring system to track the effecƟveness of 

redeployed teachers and their integraƟon into new schools. 
 Feedback Mechanism: Create channels for teachers to provide feedback on their 

redeployment experience, ensuring conƟnuous improvement. 

3. Capacity Building for Teachers 

 ConƟnuous Professional Development (CPD): Organize training sessions focusing on 
pedagogical skills for primary teachers and subject-specific experƟse for JSS teachers. 

 Mentoring Programs: Pair recruits with experienced teachers to provide guidance and 
ease integraƟon into the teaching workforce. 

4. CollaboraƟon with Stakeholders 

 EducaƟon Stakeholders: Engage local governments, educaƟon boards, and NGOs to 
support recruitment efforts and provide resources for redeployment. 

 Community Leaders: Work with tradiƟonal rulers and community leaders to gain 
support and encourage acceptance of redeployed teachers. 

5. Monitoring and EvaluaƟon 

 Establish a task force to oversee the recruitment and redeployment process, ensuring 
it aligns with the state’s broader educaƟon reform goals. 

 Track teacher performance and retenƟon rates to assess the impact of the strategy 
and make necessary adjustments. 

By implemenƟng this recruitment and redeployment strategy, Jigawa State will address 
manpower gaps, improve educaƟonal equity, and ensure qualified teachers are effecƟvely 
placed to enhance learning outcomes in primary and JSS schools.
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Approved Signature: 

 
Dr. Lawan Yunusa Danzomo 
Hon. Commissioner of Basic EducaƟon 
 


