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Abstract  
The high rate of teachers transfer and low students’ academic performance 
are two important issues that threaten Nigerian education. Nationally, the 
practical core of schools is to provide a quality education to produce 
literate generations to function in the global society. If Nigeria is to equip 
the young with the problem-solving and communications skills that are 
essential in the new economy, it is more important to provide them high-
quality teachers. The mission is hindered by two issues; recruitment of 
qualified teachers, and their retention in the school where they are needed. 
This paper focuses on whether teachers’ transfer affects schools system. The 
Researchers found that teachers’ transfer is a useful device that can 
alleviate the shortage of the teachers in spite of real shortage and can help 
the system effectively. But nowadays, this useful device is being abused only 
for personal gains. It should be stopped or modified. Otherwise it damages 
the education, system of education, students’ performance, school system, 
etc.  
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Whereas high performance schools are distinguished by stability and 
continuity of teaching, studies show that teaching traditionally has been characterized 
as an occupation with high levels of transfer (Bryle et al… 2012). Feng (2011) and 
Ariko and Enose (2011) contend that since teachers transfer does not improve on the 
total supply of public schools teachers in a country, most empirical research have 
assumed that it has no effect. On the other hand, Carllods (2011) maintains that 
because the art of teaching is a developmental process, it involves a complex set of 
skills, many of which can only be well polished on uninterrupted job experience 
which makes the impact of teachers transfer on learning process to be the same as 
attrition. Teachers shortage has worsen with increase in student enrolment as a result 
of the free universal basic education in Nigeria (UNESCO, 2009). Therefore, it has 
been essential to safeguard the exit of the few existing teachers by the school 
managements, for in general, setting a change to recruit teachers under this approach 
is a long, expensive and uncertain process at school level (Federal Ministry of 
Education, 2009).  

Teacher is one of the most significant elements of education system. He/She 
is the compulsory figure for any learning programme. His/her presence assumes the 
accomplishment of the curriculum. Researchers and school administrators would 
agree that nothing affects students’ achievement more than the quality of their 
teachers.  

Each teacher is different from the other one in terms of personality, attitude 
and skills and in their dedication to their profession and the cause. Some teachers 
have initial knowledge of their profession, some have extensive one. Some of them 
may be bolder of advanced degree unlike others that may possess minimum of 
teaching qualification. Some teachers prefer to use the top down methodology in their 
teaching other ones would like to follow bottom up methodology in the class. 

All of these differences become difficult to handle when all of them are to 
teach the same subject to same students in the same session. It is assumed that 
frequent change of teachers during the session is harmful to academic. Situation 
become more acute when a teacher is transferred during the academic session and his 
replacement takes long time to be filled in future. Moreover, it is not necessary that 
the new teacher has same philosophy as the previous one. In public schools this 
becomes a dilemma; when teacher avails any of promotions in the department or is 
transfer to other department. More specifically, this situation is developed, when 
management transfers a teacher to a new position. 
� Sometimes it is done on the teachers’ request,   
� Sometimes it is done through administrative action 
As a request for transfer, a chain of problem turnout for the administration and for the 
teachers and the students as well. 

Teacher transfer request raise questions about the professional satisfaction of 
teachers and have potential implications for school overall performance. It is 

ASPROAEDU 
 



 

 

137 

 

International Journal of Progressive and Alternative Education, Volume 5 No. 1, November, 2018.  ISSN: 2408-6452 

necessary to find solutions on how teachers transfer request can be minimized. 
Therefore, the purpose of the study was to investigate how teacher transfer request 
can be minimized. A study by North Central Region Education Laboratory (2001) in 
its seven-state region (Illinois, Indiana, Lowa, Michigan, Monnesota, Ohio, and 
Winconsin) conducted amongst the 3,506 superintendent, shows that across all the 
states, there are districts and schools that appear to be implementing effective 
strategies for minimizing teachers transfers. Some of them which have been received 
include teacher incentives, inclusion and monitoring as well as instituting a retention 
bonus. Studies show that some countries have attempted to minimize teachers 
transfers through the use of incentives, Craig et al (2012) observed that financial 
incentives, in the form  of a hardship allowance, travel allowance, or subsidized 
housing in addition to non-monetary such as special study leave or better training 
opportunities have had positive impact on teacher retention. Mulkeen (2012) found 
out that a number of countries in Africa have employed this strategy. Mozambique for 
example employed a system of financial bonuses for teachers who leave in rural areas 
and teachers who teach two shifts. Two shift schools are found more frequently in the 
areas of a high population density. In Lesotho, a flat bonus of 275 Maloti (47 USD) is 
paid per month to teachers who work in the mountainous hardship zones. Similarly, in 
2010, the Uganda government introduced a hardship allowance of 20% of basic salary 
for ‘hard-to-hard’ areas (Mulkeen, 2012).  
 
Concept of Transfer 

A transfer is an agile alteration in assignment within the district, province and 
from one school to another. Changing a position within a school is considered 
repositioning, rather than a transfer. Often teachers who are transferred either 
voluntarily or involuntarily- have some advantage over the newly employed that filled 
their position. Ideally, teachers’ transfer policies balance the interests and needs of 
both teachers and administrators. A staff that works together collaboratively and 
shares common goals perform better, and teachers who are professionally qualified 
tend to stay in the profession longer because of the love they have for the profession. 
Giving principal’s authority over staffing, thereby allowing Principals to build a 
collegial atmosphere that helps to endure that teacher are contented and successful in 
their professional environment.  
 
Types of Transfer 
There are two types of transfers: 
i. Voluntary and 
ii. Involuntary 
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Voluntary Transfers 
Transfer initiated by the teacher are considered voluntary transfers. Teachers 

may chose to be transferred for a variety of reasons, including but not limited to the 
desire to work closer to home, also called a hardship transfer. Personality conflicts 
with an administrator or other staff member, the opportunity to be evaluated by a 
different administrator, or avoiding an involuntary transfer to another school. 
Unionized teachers at public schools are permitted by law to negotiate, through their 
union, the wages, hours, and other terms and conditions of their employment. As a 
result, nearly every collective bargaining agreement between a teachers’ union and a 
public school covers voluntary transfer (Farzana, 2012).  
 
Involuntary Transfers 

Transfer initiated by either a principal or a ministry administrator is 
considered involuntary transfer. Those transfers initiated by the principal also called 
‘administrative transfer’ may be to move a teacher who is not a good and fit for the 
school or who is performing unsatisfactorily. Other involuntary transfer may be 
initiated by the ministry administrators to solve large problems, such as teacher 
surpluses due to change in student enrolment academic programme or the budget, 
Farzana (2012) 

Teacher unions and school administrators might agree that nothing affects 
students’ achievement more than the quality of their teachers. Yet unions and 
administrators widely disagree on teachers and their numerous  qualification. 

And which one should be given priority when applying for a position in the 
classroom. 

Anxiety of head teachers of the school, head of the school is more responsible 
to run the school smoothly to achieve its real purpose. His best skills and professional 
knowledge requires a team to perform the assigned task effectively. Teacher is a key 
member to progress the teaching learning process among the entire school staffs. 
Because of this, he interacts with him more refrequent instead of other staff. Experts 
consider him as middle man because of his role. He faces many issues while he makes 
the decision and implement on it. All of these issues are divided in given accounts. 
i. When mischievous, unskilled, least competent, non serious, teachers are 
transferred to his school. 
ii. When competent, professional, dedicated, punctual, caring teacher is 
transferred from his school. 
iii.  The higher authorities show their non cooperative attitude in solving the 
faced problems. 
iv. Political influences impact the transfer policy badly. 
All of said above issues produced many implications which are different in nature that 
causes stress for head of many school; 
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i. Nobody can imagine the anxiety of that person whose competent subordinate 
is replaced with incompetent subordinate is replaced with incompetent one. 
ii. Nobody can imagine the anxiety of that person whose dedicated subordinate 
is replaced with cruel one. 
iii.  Nobody can imagine the anxiety of that person whose punctual, caring 
subordinate is replaced with non serious and lethargic one. 
iv. When a head accepts a challenge of progressing the teaching learning process 
in his school despite the immature, least skilled teachers. Then he makes every 
possible effort to train or to make them transferred to another school for the sake of so 
called nepotism. The replacement affiliates himself as the kin of bosses or as political 
affiliated. In that situation head frustrates too much, some time he becomes psychic. 
v. Some heads face the chronic problems by their mischief subordinates even 
they do not obey the head some of them also fight with him. Above offices also avoid 
to take steps against them. I n this miserable situation heads are seemed quite helpless 
neither they can send them to another school nor can take duty I n the school. This 
miserable condition depresses them badly. Transfer of teachers is a useful part of 
centralized system of education. But it can be misused ignorantly or abused 
deliberately. It is necessary to keep it on right path that some researches should be 
conducted on the existing practice which presents true picture of the administrative 
mechanism that enables the policy makers to rectify the deficiencies and also enables 
the administrators to implement it productivitely (Farzana, Muhammed, Adal & 
Farida 2012). 
 
Factors Aiding Transfer 

Stable organizations are characterized by low turnover of employees and their 
ability to keep customers. This is attainable if the organizational roles and entire 
process of leadership are based on job enrichment built on what satisfies employees (
 Koontz and Weihirich, 1990). Therefore, if the reduction of frequent teacher 
transfer is an objective to be realized, then the factors contingent upon teachers’ work 
should be motivational to achieve this goal. From the literature review (Sargent, 2003; 
Feng, 2005; Ibgersol, 2001), it is apparent that the factors that may encourage teacher 
transfer requests include socioeconomics and environmental factors, management, 
teacher and student factors. 

It was conceptualized that factors that influence teacher transfer requests are 
interdependent and they may influence teacher transfer requests as observed by 
Sargent (2003) that young teachers, female teachers, and more qualified teachers are 
all likely to request for transfer, while teachers who have more ties to the local 
community are not likely to request for transfers. 

Teacher factors such as attitudes as well as socioeconomic and environmental 
factors. Which include living and working conditions, terms of employment and 
career prospects of teachers, can be improved due to the management style, activities 
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and incentives provided by the school stakeholders (UNESCO, 2005). The 
management of human and financial resources determines the state of security, 
availability of school amenities and infra-structures in the school. Teachers’ health 
and qualifications through in-services training can be improved if the administration 
provided incentives. Training has the ability to alter the teacher’s attitude toward 
students, socioeconomic and environmental factors, and his desire to continue 
teaching in a given school. 

The management style of the administration depends on the school type and 
size as influenced by prevail.ing socioeconomic factors, student enrolment and 
availability of qualified, disciplined and healthy experienced teachers to whom 
management duties can be delegated. Feng (2005) adds that availability and quality of 
teachers affect discipline, enrolment and students academic performance. The 
students gender and socioeconomic status may impact on teachers desire to leave as a 
matter of attitudinal prejudices. Those attitudinal prejudices may vary with gender, 
age, training and experience of the teacher. The student’s economic background 
determines his/her ability to pay school fees thereby impacting on financial strength 
of the students to provide teacher incentives, housing and improving the institutional 
buildings. 

Sergeant (2003) argues that the socioeconomics and environmental factors 
such as the, availability of housing, social amenities and infra-structures, location and 
type of school have varying impact on teacher transfer requests depending on gender, 
marital status, health and background of the teacher. Higher levels of schools where 
there are more resources for teaching, teacher and student welfares; where teachers 
have higher levels of remuneration and salaries and paid on time; where there are 
higher levels of management support for teaching; and where there are fewer 
discipline problems. Teachers in villages that are poorer and more remote have lower 
levels of satisfaction leading to transfer requests, Sargent (2003) adds. 
 
Conclusion 

The focus on this study was on effects of teachers’ transfer on school system 
in Nigeria. 

The higher rates of teachers transfer requests imply teacher dissatisfaction in 
their schools. Thus teacher satisfaction could be a function of the varying community, 
environment, individual characteristics of teachers and the perceptions they hold of 
the relative advantage and disadvantage of teaching in other schools, as well as the 
economic and organizational conditions of schools in which they work. The major 
sources of teacher transfer request is due to poor accessibility, lack of housing 
facilities, lack of electricity, rural locations of the schools, lack of opportunities for 
further studies, lack of teacher housing, high pupils teacher ratio and lack of collegial 
treatment of teacher. 
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Recommendations 
1. No transfer should be made in the middle of session. All transfer should be 
made either at the start or at the end of the session. 
2. Only mutual transfer should be allowed because it doesn’t solve the problem 
of acute shortage of the teacher in schools. 
3. Teachers should be appointed to nearby schools to their home. 
4. Transfer of teacher is a useful strategy in school management but it should be 
made in the light of the school needs if any school has greater enrolment with 
shortage of the staff. In spite of these problems a teacher of this school wants to move 
to a most relaxed school with a high strength of the teachers but with low enrolment 
of the students. In such conditions, school administrators should not consider his or 
her request. 
5. Transfer of teacher is useful but teachers and concern officer are abusing it 
for their own benefit. It needs to be modified by improving the concern stakeholders. 
Especially community should be considered as an important figure in transfer 
procedure. 
6. Political influence should be stopped and dedication of the teachers to their 
jobs should be appreciated. 
7. The students of these schools are indeed the greatest resource for our future. 
Consequently, it is liability upon national and international educators to bring the 
pressing national issue of teacher transfer to the fore front for vital resolutions 
through continuous focused research. 
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