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Abstract 
The study is a focus on high mobility in the teaching profession and its 
implications on implementation of curriculum in primary schools in 
Enugu State.  Education is believed to be the core instrument for 
human development.  It is in full realization of the pivotal role 
education can play in developing and empowering the citizens in 
mastering their natural and social environment and compete 
successfully in a globalized economy that the federal government of 
Nigeria adopted education as an instrument par excellence for 
effecting National development. However despite the perceived 
emphasis by the federal government on primary education, the 
products of these schools have continued to perform abysmally low due 
to high attrition rate in the teaching profession.  The study looked at 
mobility as a social concept as well as dimensions of teacher mobility 
and their consequences on curriculum implementations.  
Recommendations emanating from these implications were proffered 
as a way forward.   

 
 
 Education is believed to be the core instrument for human development, both at 
the individual and community levels.  Nation all on the world are classified into 
developed, developing and underdeveloped mostly on the quantum and quality of 
education received/attained by her citizens (Ademola, 1999) It is in full realization of 
the pivotal role education can play in developing and empowering the citizens in  
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mastering their natural  and social environments and to compete successfully in a 
globalized economy that, the Federal government of Nigeria adopted education as “an 
instrument par excellence for effecting national development”, and defined its national 
policy on education as “Government’s way of realizing that part of its national goal that 
can be achieved using education as a tool”  (FRN, 2004).  However despite the 
emphasis placed by federal government on primary education as enshrined in her 
national policy, it is disturbing that many products of our primary schools today are not 
better than illiterates.  As observed by Nruama (2003), this trend has degenerated to a 
point where pupils who are about completing primary education cannot even solve 
problems from books they are supposed to have read during their elementary period of 
learning.  This is blamed on an increasing drift of well trained and experienced teachers 
to other higher income opportunities in private sectors.  However, UBEC (2001) 
corroborated this by reporting that many teachers are still leaving the profession more 
than before while only few are being employed thereby creating problems of over 
blown classes in the hands of few who may not even be qualified academically.   Gone 
are the days when primary six school leavers or even primary four were writing good 
letters.  Today, they can neither write nor read written ones.  This situation according to 
Ajoku (2005) has become so sad that most products of our primary schools cannot even 
write their names correctly, this according to him is attributed to an increased teacher 
refusal to accept rural posting.  However, inspite of these observed shortcomings, some 
scholars insist that poor academic performance can be attributed to the children 
themselves and the forces within their learning environment and not the teacher factor.   
 
 Isangedighi (1996) confirms this in his findings that academic under 
achievement is a function of the learner’s characteristics and the forces operative in his 
learning environment and not solely the teacher factor.  Promoted by these divergent 
viewpoints the paper set out to explore the causes of academic dissatisfactions from the 
teacher factor, given the scenario that the teacher is a central figure in teaching and 
learning and therefore cannot be exempted from attributes of poor academic 
achievement in primary schools in Enugu State.  Hence the following question. How 
does high mobility profile in the teaching profession affect curriculum implementation 
in primary schools in Enugu State?   
 
Conceptual Framework 
 According to Wheeler (1978), “Curriculum is the planned experiences offered 
to the learner under the guidance of the school”.  In the words of Tyler (1971), 
curriculum is “all of the learning of students which is planned and directed by the 
school to attain educational goals” while it is seen in the modern time as the structured 
sense of intended learning.  All of these definitions prove the fact that a curriculum is a 
predetermined document properly planned with the intention of desirable results.   
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Hence, planning is done by experts who are expected to convert the wishes, aspirations, 
needs, etc of the people into core curriculum and extra curriculum activities in form of 
learning.  On the other hand mobility as a social concept is the degree to which, in a 
given society, an individual’s or family’s or groups’ social status can change 
throughout the course of their life through a system of social hierarchy or stratification 
(Rodney, 2007).  In relation to occupation or profession, mobility measures a shift in 
career at some point in the individual’s life time, where one’s professional status is 
determined by individual’s effort and merit.  Thus irrespective of family background, 
one can rise from being a primary school classroom teacher to a University Professor 
(Jacob, 2005).  
 Teacher exit measures a shift from teaching profession to other income earning 
opportunities in the private sectors or other public establishments where the propensity 
to earn higher holds.  As observed by Ugwu (2005) the new generation teachers would 
want to have reasonable percentages of their eventual rewards paid to them here on 
earth as mobilization fee to enable them join people in other professions to prepare both 
soul and physical body for the final payment or reward in heaven. 
 
Types of Teacher Mobility 
 
1. Teacher Exit:  In his study of teacher mobility in the metropolitan setting, 
Rodney (2007) adopts a conceptual framework in which teacher mobility (migration) is 
viewed in terms of the human capital approach. By adopting this theoretical framework, 
Pederson assumed that individual teacher employ a decision making frame work which 
is based upon a consideration of the costs and related benefits (in both economic and 
sociological terms) when viewing alternative employment possibilities and so 
migration flows will increase if the total money and psychic return exceed the total cost 
of relocation.   
 This approach according to Pederson conceives of teacher mobility as being a 
form of private investment in which individuals consider the cost benefit implications 
of remaining in, or moving to, another school.  Relatively low wages are frequently 
cited as one of the main causes of teachers drift to other professions, for example, in a 
survey carried out in California by Tye and O Bren (2002) teachers who are 
considering leaving the profession rank salary consideration as the most important 
factor driving their decision.  On the effect of wages on teacher mobility in the context 
of larger labour market, Stinebrickner (2001), observed that wages have a positive 
effect on teacher retention, and that men and women receive similar wages in teaching 
but men have greater opportunities for higher paying non teaching jobs.  This according 
to him explains why there are fewer male teachers than female teachers.  
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2. Teacher Upgrading: Wages and earnings tend to correlate with the amount of 
education a person has obtained.  Relatively teachers with lower qualifications earn less 
and command a lower status than their counterparts who may be teaching either in the 
secondary or tertiary institutions. Higher educational opportunities according to Rodney 
(2007) are necessary in order to pull away from the poverty line. 
This may explain why a primary school teacher who got into the profession as a grade 
II teacher or Nigerian certificate in education (NCE) upon acquiring higher degree opt 
for a teaching position either in the colleges of Education, polytechnics or even 
universities.  Therefore a movement from primary schools to higher institutions 
constitute a major indicator of teacher mobility.   
 Omar, (1999) described the level of motivation and personal welfare teachers 
get as professionals as the poorest in the country.  The attitude he contended is not 
unconnected with the low regard accorded the profession often seen as a dumping 
ground where those already there, are often forgotten and abandoned.  This he 
concluded has affected effective performance of teachers and lowered the quality of 
education in the country.   
 
3. Vertical Mobility: Skilled teachers are precious commodity in all countries 
and the degree of their commitment to their work depends to a great extent on how they 
are motivated. One of the ways of motivating teachers, according to Njoku, (2005) for 
greater productivity and efficiency is by promotion as and when due and this is where 
vertical mobility comes in.  Vertical mobility refers to a change or movement of an 
upward or down ward nature within a hierarchical structure of the status or prestige 
(Kemmerer 1990).  Within the teaching career, vertical mobility refers to movement 
between the various levels in the promotion hierarchy.  An example of vertical mobility 
according to Kemmerer (1990) would be when, in Tasmania, teacher is promoted from 
the position of classroom teacher to that of senior master or mistress, the later position 
having additional responsibilities and a higher salary and status within the social 
structure of the school than does the former position. 
 
 Apart from the learner the teacher is the most important single factor in any 
teaching-learning relationship.  It is the responsibility of the teacher to facilitate 
learning.  To do this effectively, the teacher has to be well prepared, he has to be 
interested in his job and there must be something within the work environment or work 
itself which must serve to motivate the teacher on a continuous basis.  It is in 
reaffirmation of the above claim that Babalola (2003) advocated for teachers promotion 
as and when due, this according to him will make them to be more enthusiastic and 
show more commitment to their work and this will help them teach in a way that the 
objectives of education would be achieved.   
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Azih (1996) is of the view that teachers deserve more than what is given to 

them as monthly salary.  If the government appreciates the invaluable contributions of 
teachers towards the development of the nation, it would look for ways of ensuring 
corresponding reward for teachers.  He further stated that one of the causes of labour 
efficiency is motivation.   

 
4. Teacher’s Deployment:  Teacher redeployment to administrative positions is 
another dimension to teacher mobility.  This according to Okeke, (2004) can take the 
form of electing or selecting teachers into important state and national educational 
positions that require full time services that can last from one to three years.  This 
assignment relieves them from classroom teaching and so demand that new teachers are 
posted in their replacement.  This, from Fadeji (2003)’s perception is capable of 
distorting the educational programme of the pupils, since they will be compelled to 
adjust to the demand posed by reassigning them to new teachers with new approach and 
teaching methods.  
 
 However, Okeke (2001) consented with the idea of teachers participation in 
administrative positions. He was of the view that if Nigerian teachers are competent to 
teach adequately the nations children, they are also competent to play meaningful roles 
in educational development and planning. He cited iinstances where teachers can serve 
effectively to include members of various divisions of the state and Federal Ministries 
of Education, Education Service Board.  The National Universities Commission, Joint 
Education Review Commissions, Consultative Council for Education (JCCE).  
Educational Resources Centre, National Council on Education (NCE) National Book 
Development Council, Nigerian Educational  

Research and Development Council (NERDC) Joint Admission and 
Matriculation Board (JAMB) National Board for Technical Education (NBTE) 
National Teachers Institute (NTI) and Teachers Resource Centre.  He argued that 
committed leadership role in Educational development politics is crucial because 
teachers are deemed to have the capacity and expertise to make adequate and cogently 
supported proposal for national educational development. 
 
 Investigation as conducted by Anene, (2003) on the cause of poor teachers 
morale have always come out with such observation as adequate salary and lack of 
sharing in policy making.  Mkpa in Nnadi (2005) validated this claim by citing 
curriculum process as a point of his emphasis.  According to him, Nigerian experiences 
showed that the teacher is involved almost only at the classroom level when it comes to 
teaching.  Other processes do not often involve him, and hardly does he ever know 
when and where the decisions influencing the other aspects of the curriculum are taken.  
As an important person in the programme of curriculum implementation, he argued that  
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the teacher must be involved in all the stages of curriculum processes.  He reasoned that 
this is necessary because there is grater commitment on the part of the teacher, when he 
is asked to implement programme he helped to formulate or plan.  If he is compelled to 
undertake to implement the programme he did not contribute to develop, the degree of 
involvement necessary for its success can hardly be demonstrated by the teacher.   
 
 
Implications for Implementation of Instructional Programme 
 The researcher is of the view that the quality and quantity of teachers exiting in 
primary schools in Enugu State has reached the level that would not guarantee quality 
delivery of primary education.  This situation might even worsen with increased 
enrolment arising from the free compulsory basic education, if deliberate effort is not 
made to check further drift of quality teachers.  A situation where teachers are faced 
with the challenges of handling overblown class sizes particularly in rural areas will 
continue to affect their performance.  This is corroborated by the findings of Darling 
Hammond and Skyes (2003) who asserted that quality teachers when over worked 
could reduce their performance. 
 This frequent drift of teachers to other professions according to Enaohwo 
(2005) results in poor performance of primary school pupils.   When there is mass 
exodus of teachers, the profession will continue to lack experienced teachers in the 
classroom and this will have a negative effect on implementation  of planned 
instructional programmes for these children. Other indicators of teacher mobility 
covered by this study are teacher upgrading, teacher movement from lower to higher 
ranks (vertical mobility) and teacher redeployment to administrative positions.  
 
 Teacher upgrading is another dimension to teacher mobility which according to 
Babalola (2003) is a policy that affords teachers opportunity of changing from primary 
schools to either secondary schools or higher institutions. Higher educational 
opportunities are necessary in order to pull away from the poverty line.  With a good 
university degree, a primary school teacher will want to transfer his services from 
primary to either secondary or higher institutions.  However, the findings of Ajoku 
(2005) indicate that most teachers who seek for upgrading are mainly from rural 
schools.  For them this is an opportunity to break away from the hold of rural areas. 
 
 The implication of this upgrading he added is that it has continued to affect the 
teaching work force of rural schools since teachers, especially female teachers posted in 
replacement of these transiting teachers, have always refused rural posting, because 
they would like to stay with their families in the urban areas and regard any posting 
outside the urban areas as a form of punishment and therefore attend to classes at their 
will.  When teachers are not there, the children roam about the school compound or  
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hibernate in the nearby bushes and some are even found at public kiosks and restaurants 
in market places and even motor parks.  The consequences of pupils loitering are 
obvious. As Ogbonnaya (1998) puts it, when pupils loiter about during school hours, 
the teaching – learning process is disrupted, important concepts, facts and principles of 
a subject are not learnt, such pupils  normally perform poorly in their examinations or 
even fail outrightly.  While schools in urban areas where most teachers prefer to teach 
will have enough teaching force to a point that two teachers or even more share one 
class.  
 
 Teachers movement from lower to higher rank is another indicator of mobility, 
(Vertical mobility) which can take the form of promotion, such as promoting the 
teacher from salary grade level 8 to 10.  This as noted by Ugwu (2005) enhances 
greater productivity and efficiency.  He argued that teachers are more likely to give 
their best when they are motivated by way of promotion as and when due; or show 
apathy towards teaching when stagnated in one rank for years, and this is not healthy 
for implementation of instructional programmes in Enugu State.  
 
 Teacher redeployment is another form of teacher mobility, which according to 
Okeke (2004) can take form of electing or selecting teachers into important state and 
national educational positions that require full-time services that last almost one to 
three years. This includes planning and organization of new educational institutions, 
commissions of inquiry, state and federal boards of education, membership of state and 
federal executive councils.  When this happens, the teacher is freed from classroom 
work thereby demanding that new teachers are posted to classes previously handled by 
such redeployed teachers.  Common sense dictates that there are many methods as there 
are teachers.  The implication is that these new teachers may have different teaching 
strategies totally strange to the children and this can create confusion for the children in 
their learning abilities.  From the implications raised above, one can observe the 
dangerous trend in continued teachers drift to other professions, teacher refusal to 
accept rural posting in replacement of converted teachers, and teacher redeployment to 
administrative positions.  
 
Conclusion 
 Teachers are the hen that lays the golden eggs, and therefore should be on the 
front burner of any nation that aspires to be strong and virile, politically, socially and 
economically, when teachers are appreciated by ways of better conditions of service, 
they are expected to harness their potentials to the fullest and this will translate to 
meaningful growth of the society. 
 A stitch in time saves nine; in human parlance the timely stitch is the 
appropriate placement of our primary school teachers in sound economic base that is  
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relevant to their aptitude, interest, values and aspirations in life.  This will then 
engender a psychologically health society and reposition them for dominance in the 
present globalization. 
 
Recommendations 
 In the light of the implications of this paper the following recommendations are 
made 

1. Improvement in the conditions of service for teachers. This can be in form of 
enhanced salaries aimed at retaining experienced teachers in the teaching 
profession as a check against massive drift of teachers, as well as attracting 
younger ones into the profession and ensuring that they are motivated for 
higher productivity. 

2. There should be a special salary scale, called teachers salary scale (TSS) which 
should be separate from the existing salary scale for public servants. 

3. Government should look for ways of ensuring corresponding reward for 
teachers and one of such ways should be by promotion because a motivated 
teacher will be ready to go extra miles in an attempt to see that he satisfies not 
only his employer but also do justice to the job for which he is paid.  
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